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Welcome to our Equality, Diversity & Inclusion Report, where you will see what the Group has 
achieved in Equality, Diversity & Inclusion in 2019/20 and what we aspire to achieve in 2020/21. 
  
It has been a very challenging year for everyone as we have responded to the pandemic, but the Group 
continues to be a lively and dynamic place, with a great atmosphere and there is always something 
exciting going on. That’s because we realise there’s more to a good education than simply studying 
hard in the classroom. So, as well as providing excellent educational opportunities, facilities and 
courses, students are also encouraged to enjoy challenging and fun activities outside of their studies. 
  
We treat all of our students and staff as individuals; as people with their own ideas, skills and 
ambitions. Young or old, international or local, it makes no difference. We encourage and support all 
students to achieve their best and to get involved in all the opportunities we offer. It is this student 
focused approach of inclusiveness, friendship and fun, which creates the very special atmosphere that 
our students say they enjoy the most.  
  
Chichester College Group continues to be committed to promoting diversity and equality of 
opportunity for all students, staff and service users.  Our mission is “changing lives through learning” 
and one of the ways in which we aim to do this is by providing teaching and learning in a community 
where diversity and internationalism are positively welcomed. This is supported by the core value of 
“respecting and valuing all individuals”. It is our aim to continue to raise awareness, encourage 
acceptance and tolerance and celebrate diversity amongst our students, staff and service users.  
 

Shelagh Legrave OBE, Chief Executive Officer, Chichester College Group  

 

Worthing College student publishes poetry book to inspire others 

 
Worthing College student Tom Latos has 
published his first collection of poems with the 
aim of “inspiring others, especially LGBT youths, 
to speak the truth and express their mental 
health through art.” 

The collection titled Dread explores Tom’s 
experiences as a young gay person living in 
Worthing, and is available to buy in paperback 
on Amazon. 

Since releasing his book, Tom has been asked to 
do talks at Sir Robert Woodard Academy and at 
BHASVIC where they were encouraged to talk 
about their poetry. 

An excellent achievement that we are proud to 
congratulate as a College! 
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The Equality Duty 
 

The Equality Act 2010 created a public sector equality duty which was developed to harmonise the 
equality duties relating to race, disability, age and gender, and to extend it across the other protected 
characteristics. These are sexual orientation, religion or belief, gender reassignment, pregnancy and 
maternity, and marital status. The Group must therefore have due regard to the need to: 
  

 Eliminate unlawful discrimination, harassment and victimisation. 

 Advance equality of opportunity between people who share a protected characteristic. 

 Foster good relations between people who share a protected characteristic and those who don’t. 
  
The equality duty requires the Group to integrate consideration of equality and good relations into its 
day to day running. The equality duty is a legal obligation and it makes good business sense, because 
having a workforce with a supportive working environment is more productive, and a diverse 
workforce draws on a broader range of talent with which to support all our students. 
  
This annual report sets out to: 

 Demonstrate the work we are carrying out to achieve these duties. 

 Publish information relating to employees who share protected characteristics. 

 Show how the Group endeavours to be an inclusive environment.  

 Show how we are meeting our core values and behaviours, which relate to respecting and valuing 
all individuals. 

 
Read on to: 

 Review equality, diversity and inclusion in action for the Group over the last academic year. 

 Understand the Group profile of the protected characteristics of staff and learners. 

 See our equality, diversity and inclusion achievements. 

 Find out about our ‘Next Steps’. 
 

The information contained in this report has been sourced from contributions from members of 
staff, the Group’s websites and from internal reports. If you have any queries about the content of 
this report or wish to receive it in a different format, please contact the HR Department on  
01243 537687. 
 

CCG contributes to FE Food Bank Friday Initiative 
 
In April 2020 the Chichester College Group (CCG) joined the national 'FE Foodbank Friday' campaign. 
The campaign has been set up to raise money for community food banks, many of which are seeing a 
decline in donations during the current Covid-19 pandemic. CCG aimed to raise £10,000 for the 
Trussell Trust, a national charity which supports more than 1,200 food bank centres across the country 
including several in West Sussex. In just over two hours, staff from across all of the colleges had 
already raised more than £1,000. 
 
Shelagh Legrave, Chief Executive of CCG, said:  “The 
willingness shown by our staff to come together and help 
people in our region is always amazing. We know the 
impact Coronavirus is already having on our economy. 
That's why we're supporting FE Food Bank Friday, an 
initiative launched by the London & South East Education 
Group, to help raise money for food banks at a time when 
they may be struggling to receive food donations." 
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Crawley College supports Crawley Open House homeless charity 

Crawley College supported Crawley Open House, a charity which works with homeless people in 

Crawley, in several ways in 2019/20. 

Firstly, students on the Access to HE Diploma in 
Nursing and Healthcare Professions programme 
collected numerous essential items including 
food, toiletries and clothes, which they presented 
to Crawley Open House. Lecturer Senzeni Kamere 
said: “It was a great, thought-provoking 
experience for our healthcare students. 

 
Ian Wilkins, fundraising and relationships manager 
for Crawley Open House, came into the college to 
receive the donations. 

 

Ian said: “We are so grateful to Senzeni Kamere and the staff and students at Crawley College, both 
for facilitating the lecture on the issues around homelessness, and for their amazing and unexpected 
big donation of goods for the homeless and disadvantaged of Crawley and the surrounding area.  

“On behalf of all those who will benefit, we want to say a massive thank you. We rely heavily on such 

generosity from the local community, and we never take it for granted.” 

 

Secondly, Motor Vehicle students were left 
humbled when they collected clothing for Crawley 
Open House. Staff and students across Crawley 
College had been asked to bring in their various 
clothing donations for the charity. 
 
Ian Wilkins, from Crawley Open House, said: “It 
was great to receive the amazing donations of 
warm clothing from the students. There will be 
people on the street wearing them right now and 
a bit warmer as a result. Lecturer Mark Ahmet 
added: “We did really well and managed to 
surpass our expectations. Crawley Open house 
were very happy to receive our large donations 
and also gave us a tour of the facilities.” 

Finally, Ben David, who is studying level 2 bench 
joinery, put his talent to the test to raise money 
for Crawley Open House. He raised £50 thanks to 
the generosity of local resident Izzy by carving an 
oak sign – and donated the proceeds to charity. 

Trevor Francis, lecturer in carpentry & joinery, 
said: “Izzy supported Ben in his wonderful efforts 
and was really very pleased with the quality of 
Ben’s workmanship.  

“Once again, Ben produced a fantastic piece of 
work and raised some much need funds for a local 
charity in a short amount of time.” 
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Chichester College staff respond to Coronavirus pandemic 
 

Staff from Chichester College helped to address the national shortage of personal protective 

equipment (PPE). 

 

Sally Garner-Gibbons, Deputy Head of Learning for 

Creative & Performing Arts, joined forces with 

two colleagues from the College’s wardrobe and 

fashion departments to start making sets of scrubs 

for St Richard’s Hospital. Working with other 

volunteers, Sally set up Scrubs Chichester to raise 

money for materials and bring people together to 

sew sets of scrubs. 

 

Sally said: “Through the College, I knew I had 

access to equipment and the expertise to make 

scrubs, as well as colleagues who wanted to help. 

We joined the Scrub Hub and found Fiona 

O’Connor from Elizabeth Turner Soft Furnishing – 

another local volunteer who was looking to set up 

a local scrub hub too, so we joined forces.  

 

“The college has kindly been opening up two rooms, enabling two of our volunteers Lin and Penny, to 

get to work cutting, sewing and simply do amazing things – and stay separate and safe while doing so. 

We have more than 50 volunteers. We owe an enormous thank you to everyone who has been helping 

us and have been donating money. We’re all doing this for the same reason – our amazing NHS.” 

 

Meanwhile, Rik Tooley, Deputy Head of Learning 

for Engineering, Motor Vehicle & Motorcycle, used 

College 3D printers to produce full face visors, 

after hearing about the shortages of personal 

protective equipment (PPE) for NHS staff - 

especially at GP surgeries in his local area.  

 

Rik, whose wife is a GP, jumped into action, and 

between looking after his two children and 

teaching his students remotely, he put the 3D 

printers to good use. He put together more than 

50 visors, which were donated to four doctors’ 

surgeries in the Midhurst area, close to Brinsbury 

College. 

 
 

"I had taken home two 3D printers when the college campus closed, with the intention of being able to 

support students by printing their projects, so I just thought I'd give it a go and that's how it started. 

I've been running 3D prints 24 hour a day, refining the pieces, and then spent the weekend putting the 

visors together. The first batch was really well received, and I'm hoping to keep producing more for 

our local NHS services. It's been a labour of love for me really, I just wanted to do what I could to help 

at this time - while also balancing that with my family and with supporting my students." 
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College students planting for the future at community garden  
 
Foundation students designed the 
new centre piece for Swanfield Park 
Community Garden, building eight planters 
which they had made using recycled wood 
and off-cuts from the college's carpentry 
and joinery department. The students 
created the planters, which could be taken 
apart and fitted on site, during a series of 
workshops at the College. The painted 
planters - each a metre square in size 
- were also filled with compost and 
planted up by the students on site. 

 
 
The students, who are studying Skills for Independence Plus and Skills Plus at the college, were 
commissioned for the project by Chichester District Council and have been working in partnership with 
A2 Dominion, SPRING, Lotus VVPS and Tawney Nursery as well as the council. 
 
Lecturer Roger Curwen said: "This has been a fantastic project for our students to be involved with - 
it's been a lot of work for them, but they have enjoyed seeing it through from start to finish. They rose 
to the challenge, demonstrating great skill and commitment - both during the building of the planters 
and the assembly and installation at Swanfield. They worked extremely well as a team, gaining a lot of 
confidence as they worked with teams from Swanfield, Chichester District Council and the other 
agencies involved with the project. I'm very proud of them."  
 

Mental Health Week at Worthing College 
 
Student Advice and Support at Worthing College hosted the Time to Talk event in February as part of 
Mental Health Week. They provided some cake and refreshments but also encouraged others to bring 
in their own too if they wanted to contribute. There were some chatterbox resources and pledges to 
make, with conversations encouraged and barriers broken down. It was recognised that it’s important 
to talk and put mental health first. 
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Chichester College Dance student learns British Sign Language in two days 

 

Olivia Lewis decided to learn British 
Sign Language to help her complete 
a special performance for her 
course, which involved performing a 
routine which reflected a Land Girls 
theme. 
 
Physical restrictions meant she was 
unable to perform a traditional 
routine, so she spent two intensive 
days learning BSL and then she put 
it into practice by performing 
Birdy’s ‘People Help The People’ 
through sign. 

Olivia said: “Working on a project in sign language means a lot to me. I’ve always wanted to learn sign 
language and because of the lockdown, I’ve had the chance to do it. I believe everyone should be able 
to sign and think it should be taught at schools.” 
 
Lecturer Emma Pascall-Willis added: “I’m immensely proud of Olivia. Instead of letting any physical or 
health issues restrict her, she demonstrated great creativity to find a way to work around them. To be 
able to achieve this, learning BSL in super quick time, is fantastic. Her dedication is inspirational.” 

Marking Gay Pride Week at Brinsbury College 
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Monitoring our progress  

One of our areas that we wanted to work in was to ensure that we talk about diversity issues at a 
range of forums and that we monitor our progress.  

In 19/20, we remodelled the questions that we ask about diversity in the staff survey.  

The first question was:  ‘Equality, Diversity and Inclusion are embedded in the organisation’.  The 
response was very positive:  97.87% of staff in Chichester and Brinsbury; 98.4% of staff in Crawley and 
98.7% of staff in Worthing either agreed or strongly agreed with this question.  

We also asked the extent to which staff agreed with the following statement: ‘There is equality of 
opportunity for career development’.  Positive responses ranged from 79.7% (Worthing) to 84.5% 
(Chichester and Brinsbury).  Whilst these are fantastic results, we want to take further steps in this 
area and the Staff Survey working party are meeting to look at these and other issues raised in the 
staff survey.   

The Coronavirus Challenge and its impact on Diversity 

 

Towards the end of this reporting year, the Country was 
put into national lockdown as the Coronavirus swept the 
Country.  The pandemic raised a range of challenges for 
the Group, and the Group responded to the needs of 
vulnersable students by offering them access to college 
as needed.  

One of the challenges was the continued need for a fair 
and non discriminatory recruitment process, and so 
interviews were quickly moved to online, with 
adjustments made for anyone needing them, and all the safeguarding protections required were 
adhered to.  We continue to attract a recruit a diverse workforce which is reflected in the data shown 
overleaf.    

ACES Tutorial Programme proves trump card 

 

We have designed, developed and implemented a 
30-week ACES tutorial programme, focussed on 
key themes designed to prepare and inspire a 
generation to be global citizens who are curious 
about their world. These weekly timetabled 
interactive workshops, led by Student Tutors, 
allow students the opportunity to broaden their 
knowledge and understanding of a wide range of 
everyday life topics. We cover themes such as the 
environment, social media, personal wellbeing, 
unconscious bias, healthy relationships, youth 
culture and money matters. Through activities 
and debate, students are able to identify the 
skills they can build on for their progression, 
whether for employment, apprenticeship, 
university or further study. All ACES sessions 
promote Equality, Diversity and Inclusion. 

 

  



Equality, Diversity & Inclusion Annual Report 2019/20                                       

 

Page 8 of 12 
 

Gender Pay Gap Report 2020 
 
The requirement to report the Gender Pay Gap was introduced with effect from April 2017, with the 
first round of results being published in March 2018. The figures included here are the fourth round 

based on the pay data as of March 2020.  
 
1. Pay Quartiles 

 
The first step is to work out the hourly pay rate for all staff, and then to subdivide staff into four 
Quartiles by hourly pay rate, with Quartile 1 being the lowest paid and Quartile 4 being the highest 
paid, as follows: 
 

 
 
2. Mean Pay 
 
The mean gender pay gap is the difference between the average (mean) gross hourly pay of male and 
female members of staff taken as a single group. The Group mean pay percentage difference is 12.9% 
based on a female average hourly rate of £13.78 and a male average hourly rate of £15.82. 

 

3. Median Pay 
 
The median gender pay gap is the difference between the mid point (median) gross hourly pay of male 
and female members of staff taken as a single group. The Group median pay percentage difference is 
22.4% based on a female mid point hourly rate of £12.10, and a male mid point hourly rate of £15.60.  

 
4. Bonus Payments 
 
A total of four staff received performance-related payments, which have been classified as bonus 
payments, in the year ending March 2020. One of these staff was female, three were male. Using the 
same methodology as above, the mean bonus pay gap was -12.1% (i.e. in favour of female staff) and 
the median bonus pay gap was 0.0% (i.e. the same). Given the very small number of staff in receipt of 
a bonus, no conclusion can be drawn from these figures. 
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5. Three-year trend in Gender Pay Gap 

 

 
 

2018: Chichester, Brinsbury and Crawley 
2019: Chichester, Brinsbury, Crawley and Worthing 
2020: Chichester, Brinsbury, Crawley and Worthing 

 
The median gender pay gap, which is the figure reported on the Government’s Gender Pay Gap 
website, has continued to reduce slightly. On the other hand, there is also a slight upward trend in the 
mean gender pay gap, which suggests that there has been little progress to date in addressing the 
gender pay gap. 
 
According to the Office for National Statistics, the national median average for the gender pay gap in 
2020 was 15.5%, a fall from 17.3% in 2019.  
 
 
6. Explanation of Gender Pay Gap 
 
The explanation for the gender pay gaps experienced at the Group is the distribution of the workforce. 
As has been noted from the chart in Section 1 above, a disproportionate number of women are in 
Quartiles 1 and 2. This does not mean, though, that the Group underpays its female staff: as shown in 
the Equal Pay Audit carried out annually, female and male staff receive equal pay for equal work. The 
posts in the first two Quartiles, including Nursery staff, learning assistants and administrative 
assistants, are predominantly performed by women. Many of these roles are also term-time only, 
which tend to be more attractive to women. This is a consequence of the Group having family friendly 
policies in place, flexible working procedures and fair recruitment processes. In addition, five of the 
eight members of the Group Leadership Team are women, which demonstrates that there is no barrier 
to women progressing to the most senior level within the Group. Consideration needs to be given, 
though, to increasing flexible working options in the upper Quartiles, in order to balance the spread of 
staff across the Quartiles. 
 
Actions to address the Gender Pay Gap were incorporated within the 2019/20 aspirations at the end of 
this report, and included: 
 

 Promoting flexible working, including phased retirement, throughout the Group 

 Encouraging staff in lower pay bands, who already work flexibly, to apply for internal 
promotion 
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Our Group Profile 

 

Protected Characteristics 

 
At Chichester College Group we are committed to providing an environment not only free from 
discrimination, but also which provides equality of opportunity and inclusivity for everyone. In order to 
provide this environment, we need to understand the demographics of both our workforce and our 
student body.   
 
The Group operates with openness, fairness and integrity. By monitoring personal characteristics, this 
helps us to ensure that we don’t exclude our staff from any opportunities offered by the Group. If staff 
disclose a protected characteristic, then we do our best to make sure that they are wholly included in 
the decisions the Group makes in areas such as rewards, recognition, benefits and progression 
opportunities, to name a few. 

 

Gender 
 

 In 2019/20, within the student body the gender 
split was 53.5% female to 46.5% male. This is 
very similar to 2018/19, when the proportions 
were 53.3% female to 46.7% male. 

 Overall, the percentage of female staff was 
64.8%, a slight decrease from 65.1% in 2018/19.  

 The proportion of staff in each category is as 
follows: 

 

Category Female % Male % 

MT 48.5 51.5 

DL 54 44 

SL 75.1 24.9 

BS 69.9 30.1 

Total 64.8 35.2 

N.B. The categories are as follows: 

 MT – Management Team 

 DL - Direct Learning 

 SL – Support to Learning 

 BS – Business Support 
 

 The proportion of female staff varies from 
75.1% in SL to 48.5% in MT. As noted in the 
Gender Pay Gap Report, five of the seven 
members of the Group Leadership Team are 
female. 
 

Age 
 

 In 2019/20, 45.8% of students were in the 
16-18 category, and 54.2% were 19+. This is 
a big increase from 41% 16-18 in 2018/19. 

 For staff, the age range within each category 
in 2018/19 was as follows: 

 

Category Range 

MT 32 - 65 

DL 21 - 78 

SL 19 - 75 

BS 18 - 79 

Overall 18 - 79 

 

 The youngest (18) and oldest (79) members 
of staff were both in BS. The youngest in 
2018/19 was 16, so this has risen in line with 
the compulsory school leaving age. 

 MT shows the smallest age range (32-65). 
The higher starting point is explicable by the 
need for staff to gain experience before 
becoming a manager, but the lower end 
point suggests that managers leave the 
organisation prior to reaching State Pension 
Age. 

 The average age of staff was 45.7 years. The 
2020 AoC key facts report gives the sector 
average as 46, so CCG is in line with this. 
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Disability 
 

 8.4% of students declared a disability 
in 2018/19, which is an increase from 
7.5% in 2018/19.  

 6.85% of staff declared a disability, an 
increase from 5.9% in 2018/19. The 
actual number of staff disclosing a 
disability rose from 90 to 101 and the 
number not known fell from 103 to 
76, which shows continuing good 
progress in gathering this data. 

 Medical condition remained the most 
common category of disability (43%). 
Other categories were, in order of 
frequency, Learning Difficulty, 
Physical, Hearing, Mental Health and 
Multiple Disabilities. 

 

Ethnicity 

 Of the student body, 19.5% in 2019/20 were BAME 
(Black and Minority Ethnic). This is a decrease from 
22% in 2018/19, reflecting perhaps the decrease in 
International students post-pandemic. 

 The staff BAME profile for the Group has remained the 
same at 10.8%. This compares to 16% of staff in the 
AoC key facts report, and 13% in the country as a 
whole. 

 The proportion of BAME staff at different Colleges was: 
Chichester 9.6%; Brinsbury 6%; Crawley 19.1%; 
Worthing 8.3%; Multi-site 7.9%. 

 The percentage of Unknown/Prefer not to Say has 
fallen from 2.5% to 1.8%, an actual total of 26 staff. 

 69% of all BAME staff work in DL. 

 95.6% of MT are White British. This is well above the 
89% of Chief Executives, Principals and Vice-Principals 
identified by the 2020 AoC key facts report. 

 

Sexual Orientation 
 

 62.3% of staff disclosed their sexual 
orientation in 2019/20, a significant 
increase from 56.2% in 2018/19.  

 The number of staff preferring not to 
say has fallen from 213 to 179, and 
the number of blanks has fallen from 
454 to 378. 

 Of those who disclosed, the figures 
were as follows: 

 

Sexual orientation Number % 

Heterosexual 883 95.8 

Gay 15  

4.2 Lesbian 13 

Bisexual 8 

Asexual 2 

 

 Including the Unknowns and Prefer 
not to Says, the percentage of LGBT 
across the Group remained 2.4%. 

 The figure for MT was 2.9%, and for 
new starters 2.3%, broadly in line with 
the Group profile. 

 

Religious Belief 
 

 The proportion of staff who disclosed their religious 
belief rose from 53.9% in 2018/19 to 59.3% in 2019/20. 
The large number of Unknowns remains because 
neither Crawley nor Worthing Colleges collected this 
data routinely pre-merger. 

 Of those who disclosed, the proportions were as 
follows: 

 

Religious Belief Number % 

Christian 458 52.2 

No religion 301 34.3 

Atheist 77 8.8 

Agnostic 10 1.1 

Muslim 9 1 

Other 22 2.5 

 

 The Other category includes Buddhist, Pagan, Sikh, 
Hindu, Humanist, Jewish and, of course, Jedi. New 
religions were Ethical Veganist and Quaker. 

 Christianity remains the largest single category, 
accounting for more than half of staff who have 
declared their religion. 
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ED&I Aspirations for 2019/20 

 

Progress made 

1. Continue to improve data held on personal 

characteristics, especially at Crawley and 

Worthing. 

 

 Reminder emails sent at key points throughout the 

year 

 Significant increases in data held on Sexual 

Orientation and Religion 

2. Promote flexible working, including 

phased retirement, throughout the Group. 

 

 Flexible Working Policy rewritten 

 Flexible Working promotional poster devised, but 

not rolled out due to Covid 

3. Encourage staff in lower pay bands, who 

already work flexibly, to apply for internal 

promotion. 

 

 Strategies developed to encourage internal 

progression, but not rolled out due to Covid 

4. Develop mental health action plan in line 

with Mental Health and Wellbeing 

Strategy. 

 

 Action plan agreed and termly updates issued to 

all staff, demonstrating progress made against 

targets 

5. Consult on ED&I Issues with Staff 

Committee and student bodies as 

appropriate. 

 

 Discussion about progression raised with the staff 

committees with a session on identifying barriers 

to progression.  

 

 
 

ED&I Aspirations for 2020/21 
 

 There is a renewed focus on Equality, Diversity and Inclusivity, led by the Chief Executive.  

 A focus on a culture of inclusion through Group-wide focus groups leading to an action plan. 

 A review of recruitment processes to ensure we attract the best candidates whatever their 

background. 

 The introduction of a mentoring programme for those who might consider management roles in the 

future. 

 A review of the Corporation to attract a more diverse group of governors. 

 Working with the Student Union to embed diversity and inclusion and remove any discriminatory 

practices. 

 A review of curriculum to remove any bias and celebrate diversity. 

 Promotion of role models who can celebrate and champion diversity. 

 Providing training on diversity and unconscious bias to staff through SPARK sessions. 

 

 

 
 


