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Report overview:  
 

The purpose of this paper is to present the annual Staff Equality and Diversity report for 
2017/18, for approval. This report sits alongside the annual student Equality and Diversity re-
port compiled by Jenny Thompson.  
 
This annual report covers equality and diversity in staffing from two main perspectives; an 
analysis of employees (staff) and job applicants.  College data in respect of staff is compared 
with other relevant data, where relevant and available. 
 
The Executive Summary overleaf provides the key data and issues and further information is 
provided in the main report. 
 

Action required in this meeting: 
The board is asked to approve the report. 
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EQUALITY AND DIVERSITY – STAFFING - ANNUAL REPORT 2017/18 
 
EXECUTIVE SUMMARY 
 
Key issues 
 
1. Summary data: 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

*Ethnic minority includes white Irish and white other groups 
 

2. On 30 August 2018 there were 271 staff employed at Worthing College of which 61 
were casual staff (i.e. bank staff on zero hour’s contracts). 65.71% of staff were part 
time. 

 
3. The staff ethnic profile for 2017/18 was 7.76% compared to 6.64% in 2016/17, com-

pared to the student profile in 2017/18 of 16% (18.1 % in 2016/17). The Census for 
2011 for Worthing indicates the proportion of ethnic minority groups to be 10.6%. 

 
4. College staff2 by post (excluding bank staff) shows the support staff group to be the big-

gest with 62.86% (62.98% last year).   

                                                 
1 Students 16-18 
2 Throughout the report casual staff are excluded except where specifically referenced. 

 2017/18 2016/17 2015/16 2014/15 2011 2001 

Worthing Census       

White British - - - - 89.4% 94.1 

Ethnic minority - - - - 10.6% 5.41% 

       

Worthing College       

Applicants       

White British 80.92% 87.38% 83.20% 86.55%   

Ethnic minority 19.08% 12.62% 16.80% 13.45%   

Not known 3.56% 4.62% 2.34% 9.38%   

       

Staff       

White British 90.77% 90.41% 90.56% 89.16%   

White Other 3.69% 3.69% 3.85% 3.85%   

Ethnic minority* 7.76% 6.64% 5.95% 4.2%   

Not known 1.48% 2.95% 3.5% 2.8%   

       

Students1       

Ethnic minority 16% 18.1% 16.8% 16.5%   

       

Disabled applicants 11 8 6 8   

Disabled staff 15 11 10 11   
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5. The majority of staff in post (52.03%) are either in the under 25 (23.99%) or 45-54 
(28.04%) old category.  Within the 45-54 years old category, 39.47% were in all support 
staff groups and 40.79% were in teaching groups.  

 
6. The majority of staff by gender was 70.48% female (including casual staff) (68.63% last 

year), 69.52% (excluding casuals) (67.79% last year). 30.14% of female staff were teach-
ing staff (31.69% last year). 

 
7. Staff recruitment and selection processes are well developed, robust and properly im-

plemented.  The number of recruitment processes completed in 2017/18 was 89 (77 last 
year) with 337 applications processed to fill those jobs (340 last year). 

 
8. The college continues to attract more female job applicants than male.  In 2017/18, 

64.39% of applicants were female (71.47% last year), lower than the staff profile of 
70.48%, (68.63% last year).  

 
9. In 2017/18 123 applicants (36.50%) were age 16-29 (49.12% last year), 96, (28.49%) 

were age 30-45 (24.12% last year) and 108 (32.05%) were age 46-65 (24.41% last year).  
10 applicants did not complete age monitoring data (8 last year). The age of applicants 
who are 46-65 has continued to increase and the number of applications overall were 
similar to last year.  

 
10. The number of applicants declaring a disability was 11 (8 last year). The number of staff 

is 15 (11 last year). This equates to 5.5% of staff who have declared a disability. 
 
11. The college represents a diverse workforce in terms of age, gender and part time work-

ing, however staff ethnic diversity is low. Further details are given in the main report.   
 
 
 
Implementation 
 
Equality and Diversity planning, monitoring and review is incorporated into the Every Stu-
dent Matters Group. This ensures more student representation and more effective integra-
tion of E&D with a wider range of student centred issues. The Every Student Matters Group 
reviews progress against the action plan.  SMT and others as relevant, are responsible for 
ensuring the action plan is monitored.  The student Annual report was presented to the 
Quality Committee meeting in November 2018. 
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Implications for governors to consider  
 
a) The Corporation may be seen as neglecting its legal duties if it does not monitor compli-

ance with its Equality and Diversity policy, at least annually. 
b) The college Equality and Diversity values provide staff with a framework for their rights 

and responsibilities. They have been set to enhance the college experience for all learn-
ers and staff and to remind them of their responsibilities.  The commitment to Equality 
and Diversity is part of the college commitment to inclusion. 

c) Under equal opportunities legislation and the college’s own policy, the college is re-
quired to monitor and publish its data relating to Equality and Diversity.  Failure to moni-
tor staff recruitment and publish the outcomes will result in a failure to comply with leg-
islative requirements. 

d) The college must comply with all equalities legislation under the Equality Act 2010. 
e) Recruiting staff with appropriate skills and knowledge is vital if students are to receive 

effective teaching and services from the college.   
f) Ensuring that equal opportunities is observed in staff recruitment is crucial if the college 

is to achieve its aim to reflect the diversity of its local community, forge closer links with 
it and ensure a positive influence on learners.  It is also imperative that we train recruit-
ers to ensure equal opportunities in recruitment decisions, to ensure adequate defence 
in the event of a claim at Employment Tribunal.  

g) Perception and proven equality of opportunity in recruitment is a key issue for staff and 
applicants.  Monitoring the operation of internal recruitments and opportunities for pro-
motion is a legislative requirement. Reasonable adjustments should be made for staff 
with disabilities. 

h) Failure to observe equal opportunities in recruitment runs the risk of employment tribu-
nal claims and potential payouts. 

i) The college profile and image could be affected by how staff and job applicants perceive 
equal opportunities to operate in the area of staff recruitment. 

 
Links to college strategic objectives and key performance indicators 
 

There are links with all college objectives, notably – 
 

1  Improve student outcomes through a focus on progress and value added improvement by the end 
of 2017/18. 

3  Further improve leadership and management to be outstanding by the end of 2017/18. 

 
 
 

Key performance indicators 
 
There were no specific key performance indicators relating to staff equality and diversity. 
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Recommendations 
 

There should continue to be consideration of – 
 

 
1. The ethnic diversity of staff compared to students and any impact on performance out-

comes.  
 
2. Fair and objective recruitment procedures to ensure staff with appropriate and the best 

skills and knowledge are employed and to ensure students receive effective teaching 
learning and assessment services from the college, reflecting the diversity of the local 
community, forging closer links with it and ensuring a positive influence on students.   

 
3. Accessibility to all areas of the college including to lifts and through corridor doors for 

wheelchair users and other disabled people. All areas of the college are accessible but 
there are some issues regarding weight with the two motorised lifts by the Gym and the 
corridor from Sports to the Premises department. 

 
4. Staff awareness (particularly new staff), of what to do in the event of radicalisation and 

extremism in the college, the importance of adherence within the staff code of conduct 
of British Values and the college’s core value ‘we celebrate together the successes and 
diversity of our community’ and how do we recognise the signs and actions to take? 

 

5. The recommendation from the governor’s conference in March 2018 to conduct a re-
view of the McGregor-Smith 'Diversity in the Workplace' report recommendations. This 
is scheduled for the 10th January 2019 SMT Planning Day to assess the college's prac-
tices against each of the 19 recommendations in the report. 

 
 
 
 
Olivia Blake 
Head of Human Resources
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EQUALITY AND DIVERSITY – STAFFING ANNUAL REPORT 2017/18 
 
MAIN REPORT 
 
1.  Background 
 
Under equal opportunities legislation and the College’s own policy, the College is required 
to monitor and publish its recruitment data and data relating to staffing.    
 
This report covers equality and diversity in staffing from two main perspectives; an analysis 
of employees (staff) and an analysis of job applicants.  College data in respect of its staff is 
compared with the Education Training Foundation (ETF) survey, June 2016 (Workforce data 
across the Further Education Sector 2014/15), where comparable data is relevant and avail-
able.  
 
All staff have an opportunity to raise issues with their manager or via their union repre-
sentative at any time as well as at two formal appraisal review points in the year. Equality 
and diversity issues are embedded within staff appraisal processes. Any issues raised are 
discussed with managers. There are no specific equality and diversity issues to report.  
 
 
2. Applicant and staff data 
 
Staff recruitment and selection  
 
2.1 The College’s commitment to equality and diversity is integral to these processes.  
All vacancies are advertised internally and some are advertised externally, in line with col-
lege policy. In 2017/18 it proved difficult to recruit staff to fill teaching vacancies in Science 
and Maths, however all positions were recruited before the end of the Summer Term. 
Agency staff were used to cover a period of sickness in Health and Social Care. It also contin-
ued to be difficult to recruit apprentice vacancies for business administration and childcare 
apprenticeships.  
 
2.2  Some vacancies are advertised on an internal only basis for example opportunities 
for promotion, short term additional hours, overtime.  During any redundancy or restructur-
ing process posts may be advertised on an internal only basis, at least in the first instance, 
to ensure existing staff have the best opportunity to continue in employment at the College.  

 
2.3 The college policy on staff recruitment and selection has developed and improved 
over time to ensure objectivity in appointment decisions.  The policy confirms the college’s 
intention to reflect the diversity of its local community in recruiting staff.  Not only can this 
enrich the college’s social and cultural life, it can lead to closer links with the local commu-
nity and interest groups and can act as a positive influence on students.   
 
2.4 The job application form incorporates an equal opportunities monitoring section. 
Completion is not obligatory.   



 

7 

 

2.5 Interview questions do not reflect obvious stereotypes about abilities, roles, appro-
priate behaviours, etc. for example for women as opposed to men or for particular ethnic 
groups or age groups.   
 

2.6 Interview panels include at least one person (usually more) who is trained in equal 
opportunities, recruitment procedures and safeguarding.  This helps to ensure the college 
can demonstrate objectivity in recruitment decisions, should a claim be made to the con-
trary.  It also underpins the college’s commitment to equality of opportunity and to safe-
guarding and promoting the welfare of children, young people and vulnerable adults.   The 
College policy on staff recruitment and selection gives further details.  This is available on 
the staff intranet.  
 

2.7 Numbers and types of posts advertised will depend on the need to replace staff fol-
lowing resignation, retirement and new opportunities arising.  These events, and decisions 
relating to them, will vary from year to year.  All vacancies however they arise are scruti-
nised and approved by SMT before being advertised and filled, in line with policy. 
 
2.8 In 2017/18 the number of posts advertised externally was 59. Comparisons with pre-
vious years are shown in Table 1 below. Some posts include multiple appointments e.g. Ap-
prentices, Invigilators, Nursery Bank Staff. 
 

Table 1 - Posts advertised externally over the past 4 years 
 

 
 
 
 
 
 
 
2.9 Table 2 (below) shows a summary of data for posts advertised on an internal only 
basis, for the last 4 years.  
 
 

Table 2 - Posts advertised internally over the past 4 years 
 

 1.8.14-
31.7.15 

1.8.15- 
31.7.16 

1.8.16- 
31.7.17 

1.8.17- 
31.7.18 

No of posts advertised(1) 7 9 20 30 

No of support staff posts advertised(2) 6 6 17 18 

No of teaching posts advertised(2) 1 3 3 12 

 
(1) Several posts advertised resulted in teaching and/or support staff appointments, depending on the nature 

of appointment and successful applicants. 
(2) The number of appointments made may have been affected by the number of hours successful applicants 

could work alongside existing roles, for example staff who applied for tutoring vacancies and who were al-
ready employed in another role. 

 1.8.14-
31.7.15 

1.8.15- 
31.7.16 

1.8.16- 
31.7.17 

1.8.17- 
31.7.18 

No of posts advertised  73 56 55 59 

No of support staff posts advertised 41 43 41 45 

No of teaching posts advertised 32 13 15 14 

No of applications received  320 256 340 337 
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2.10 Table 2 is included in this report for information but it is difficult to draw any firm 
conclusions from it.  Equal Opportunities Monitoring forms are not completed as part of in-
ternal recruitment processes because existing staff have already been invited to provide this 
information.  Staff can update their own details electronically on HR Self Service at any time 
and are reminded to do so from time to time. 
 
2.11 The Equality Act 2010 came into force in April 2011.  The positive action provision 
makes it lawful for employers on a case-by-case basis to select a candidate from a disadvan-
taged or under-represented group, where two candidates are both “as qualified as each 
other” or “of equal merit” for the relevant role.  This means the candidates’ overall ability, 
competence and professional experience, not just formal qualifications will be relevant to 
assessing whether candidates are “as qualified”.  In order to use the provision, employers 
must “reasonably think” that such disadvantage or under-representation exists and the ac-
tion must be proportionate. There are no such instances to report for 2017/18. 
 

3. Gender of applicants and staff3 
 
3.1 The college continues to attract more female job applicants than male however this 
has reduced by 7% this year and means we have a higher number of male applicants.  In 
2017/18 64.39% of applicants were female (lower than the staff profile of 70.48%), com-
pared to 68.63% female in 2016/17. The staff profile of females has increase by 1.85%. 
64% of all teachers and support staff in the ETF survey, June 2016 (Workforce data across 
the Further Education Sector 2014/15) were female.   
 
3.2 College staff by post (excluding bank staff) shows the support staff group to be the 
biggest with  62.86% staff being in this group (compared to 62.98% last year and 64.29% in 
2015/16).   

 
3.3 30.14% of female staff were teaching staff (31.69% in 2016/17) and 1.37% were in 
the senior management group (compared to 0.70% to last year).  

 
3.4 Of the support staff group 75.14% are female (compared to 72.04% last year) The 
ETF survey, June 2016 (Workforce data across the Further Education Sector 2014/15) indi-
cates 69% of service staff were female.   
 
3.5 Of the teaching staff group 60.66% are female (compared to 63.33% last year). The 
ETF survey, June 2016 (Workforce data across the Further Education Sector 2014/15) indi-
cates 59% of teachers are female. 
 
3.6 In 2017/183 there were 25 managers (including directors and SMT), (same as last 
year), 60% were female (56% last year). 6 managers were part time at the beginning of 
2017/18 (4 last year year).   
 

3.7 There were 7 members of the Senior Management Team (same as last year).  28.57% 
were female (14.2% last year).  

                                                 
3 As at 30 August 2018 
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4. Full time and part time staff numbers 
 
4.1 65.71% of staff are part time (63.94% in 2016/17).  This is a slight increase from last 
year. There were 60% part time staff in the ETF survey, June 2016 (Workforce data across 
the Further Education Sector 2014/15). 

Full time and part time staff by post and gender are summarised as follows: 

 

 39% of teachers are male (37% last year), of these 54% are full time (55% last year) 

 61% of teachers are female (62% last year); of these 19% are full time (16% last 
year)  Female teachers accounted for 58% in the ETF survey, June 2016 (Workforce 
data across the Further Education Sector 2014/15). 

 33% of teachers are full time (30% last year). There were 40.3% in the ETF survey, 
June 2016 (Workforce data across the Further Education Sector 2014/15). 

 25% of support staff are male (28% last year); of these 28% are full time (29% last 
year) 

 75% of support staff are female (72% last year); of these 17% are full time (18% last 
year)  
 

5. Age of applicants and staff 
 
5.1 The number of job applications made in 2017/18 was 337 (340 last year). This is sim-
ilar to last year. 
 
5.2 In 2017/18 123 applicants (36.50%) were age 16-29 (167 last year). 96 (28.49%) 
were age 30-45 (82 last year) and 108 (32.05%) were age 46-65 (83 last year). There is a re-
duction in the number of younger applicants and an increase in the 46-65 age group.10 ap-
plicants did not complete age monitoring data (8 last year). This number has increased 
slightly over the last few years. 
 
5.3 In 2017/18 the majority of staff in post (52.03%) were either under 25 (23.99%) or 
45-54 years old (28.04%). Within the 45-54 years old category, 39.47% were in all support 
staff groups and 40.79% were in teaching groups. 
 
5.4 The 45-54 age group is bigger in size than the under 25’s by approx. 4%. 
 
5.5 The next biggest age group for staff was 55-64 (18.45%). The smallest age group for 
staff is 25-34 is 9.96% (10.33% last year) and the 35-44 age group is 14.39% (13.65% last 
year). 
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6. Ethnicity of applicants and staff 

6.1 The staff ethnic profile4 for 2017/18 was 7.76% (6.64% last year), compared to the 
student profile5 of 16% (18% last year and 16.8% in 2015/16) and a Worthing profile of 
10.6% (Census 2011, up from 5.41% of the population in 2001). The ETF survey, June 2016 
(Workforce data across the Further Education Sector 2014/15), identified staff ethnicity to 
be 14.7%. 

The staff ethnic profile is broken down as follows -   
 

    2017/18 2016/17 2015/16 2014/15 
   

White British    90.77%  90.41%  90.56%  89.16%  
White other    3.69%  3.69%  3.85%  3.85%  
White Irish    -  -  0.35%  0.70%  
Chinese    0.37%  0.37%  0.35%  0.35%  
Mixed White & Black Caribbean 0.37%  -  -  - 
Mixed other    0.74%  0.74%  -  - 
Asian Indian    -  0.74%  0.70%  0.70%  
Asian Bangladeshi   1.11%  0.74%  0.35%  0.35%  
Asian other    -  -  0.35%  0.35% 
Black African    0.74%  -  -  - 
Any other    0.74%  0.37%  -  0.35%  
Not known    1.48%  2.95%  3.5%  4.20%  

  
6.2 In 2017/18 of those applicants who completed ethnic monitoring details6 19.08% 
were from ethnic minority groups (12.62% in 2016/17), compared to 10.56% in Worthing 
(Census 2011).  The increase in applicant ethnicity could be due to new annual contracts for 
advertising with TES, college jobs, AOC jobs.  We also utilised the job boards at the Univer-
sity of Brighton and Sussex. These were negotiated and we secured low cost contracts until 
Spring 2019, it is anticipated these will rise and we may not be able to continue with them 
all.  However the merger with Chichester may provide us with other recruitment packages. 

6.3 Staff have received training (as part of their induction training) to raise the im-
portance and awareness of the PREVENT agenda (e.g. radicalisation, extremism and child 
sexual exploitation), British Values and the college’s core value to Embrace Diversity and 
challenge all forms of discrimination.  

 

7. Applicant and staff disability 

 

7.1 In 2017/18 11 applicants declared a disability (8 last year). 
 

                                                 
4 Excluding white British and not known. 
5 Students 16-18. 
6 325 applicants completed the ethnic monitoring form. 
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7.2 Staff can update their personal details including disclosure of any long term health 
issues or disabilities.  In 2017/18 15 staff were recorded as having disclosed a disability or 
long term health issue (11 last year).  This equates to 5.5% of staff who have declared they 
have a disability. The ETF survey, June 2016 (Workforce data across the Further Education 
Sector 2014/15) indicated 5% of staff had a disability. 
 
 

8. Conclusions  
 

8.1 The college represents a diverse workforce in terms of age, gender and part time 
working.  
 
8.2 The number of applicants in the 46-65 age group has increased. 
 
8.3 The under 25 age group for staff is a similar size to the 45-54 age group which re-
flects the number of apprentices the college employs. 
 

8.4 The ethnic minority of staff has increased by 1.12% since last year whilst the ethnic 
minority of applicant groups has increased by 6.46%. 
 
8.5 In 2017/18 the ethnic minority profile for staff did not match that of students. This 
may be (at least in part) a consequence of visiting international students being included in 
the ethnic profile of the student body.  
 
8.6 There are robust systems in place to ensure fair and objective recruitment and selec-
tion processes are implemented. 
 
8.7 There are a range of policies and procedures in place to ensure fair treatment of 
staff and reasonable adjustments where necessary and appropriate. 
 

8.8 There is no cause for concern arising from the data within this report, however staff 
ethnic diversity continues to be low but is increasing slowly year on year.  
 
 
 
 
Olivia Blake 
November 2018 
 


