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Introduction

This annual report has been approved by the Board of Governors, and explains how the College is
addressing the requirements of the Public Sector Equality Duty. It will summarise the College’s staff
and learner demographics across a range of protected characteristics and the performance of
different groups of learners. Findings from this analysis will continue to be used to inform the
College’s Equality and Diversity operational plans in future.
This annual report will be published by 31st January 2021 and subsequently at intervals of no more
than one year from the date of last publication.
In addition to this, the Equality Act 2010 (Specific Duties and Public Authorities) Regulations 2017
require that the College publish information about its gender pay gap no later than 30th March 2018.
As such, the College’s full gender pay report relating to its employees will be published on the website
in addition to this report although there is a summary of the gender pay gap in Section 7 of this report.
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Our Commitment

Wigan & Leigh College is committed to creating an environment where learners, staff, governors,
visitors and other stakeholders actively promote equality and diversity, tackle bullying and
discrimination and narrow the achievement gap. The College wants to ensure learners have excellent
experiences so that they are well equipped for the next stage of their education, training and/or
employment.
Our sentiment is for everyone at Wigan and Leigh College to have a duty to ensure equality and
diversity is followed and implemented from both a legislative and moral perspective. Recognising,
embracing and valuing difference ensures an inclusive environment through:






a vibrant staff and learner population;
a vibrant and better working and studying environment;
attracting and retaining the very best staff and learners;
achieving the goals set out in our Equality Objectives;
improving the image of our College.
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The College seeks to provide a safe, supportive environment for all its staff and learners in which
everyone is treated with dignity and respect. The College welcomes individuals and groups from local,
regional and international communities. The promotion of equality and diversity enables learners to
reach their potential. The College values difference and diversity and will strive to create positive
working relationships so that everyone can work and study to the best of their abilities, free from
discrimination, harassment or victimisation.
This commitment is underpinned by our vision, mission and strategic ambition.
Our Vision:
To be a centre of educational excellence which transforms the lives of the individuals and the
communities we serve
Our Values:
1. We are learner centred – our students, their learning experience and their safety is our first
priority
2. We are ambitious – we strive for excellence through creativity and innovation and believe we
can always improve
3. We are partners in the success of the organisation – supporting each other to develop and
to always be individually and collectively responsible for our results
4. We believe in honest and open communication - we treat each other with respect, trust and
consideration. We listen to students and colleagues and celebrate their success
5. We are collaborative and inclusive – we work in partnership so we can positively contribute
to local, regional and national economic development and we value equality and celebrate the
diversity of our community
Our Strategic Aims
Following consultation with internal and external stakeholders and in line with the transformative
journey of the College over the last three years, the College has set new strategic ambitions for 20182021. These are:
1. Quality: to become an outstanding college by 2021 with:
 Inspirational and innovative teaching, learning and training which raises attainment and
the ambitions and aspirations of all our students
 Exceptional levels of learner care with an emphasis on good citizenship and personal
development, ensuring that all students are equipped for life
 Individual and impartial career guidance and advice programmes which inspire
students to make informed choices and lead to positive, sustained outcomes for their
future
2. Place: to meet the needs of Wigan Borough, Greater Manchester and surrounding areas by:
 Maximising participation rates in education and training creating a line of sight to work
and independent living
 Working in partnership with the business community and employers to deliver a
coherent curriculum offer that supports ambition, social mobility and impacts positively
on productivity
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Creating a stronger, safer and healthier local community through partnership working
with Wigan Council, partner schools, employers and the voluntary sector so
engagement and attainment gaps are eliminated

3. Sustainability: to safeguard the future of the College through prudent financial management
enabling investment in the creation of state of the art learning environments and resources by:
 Realising growth through the promotion of technical, academic and vocational
education pathways, raising awareness of their credibility and placing the College as
the regional first choice provider of technical qualifications
 Providing value for money with high levels of efficiency and effectiveness maintaining
good financial health
 Creating learning environments which respond to the latest technical and digital
advances, equipping our students for a seamless transition to the world of work and
developing the talents needed for new opportunities

Our Responsibilities
As a public authority, Wigan & Leigh College is subject to the
additional duties set out in the Equality Act 2010. The Public
Sector Equality Duty sets out a requirement that
we must have due regard to:
•

Eliminate discrimination, harassment and victimisation and any other conduct that is prohibited
by or under the Act.

•

Advance equality of opportunity between persons who share a relevant protected
characteristic and persons who do not share it.

•

Foster good relations between persons who share a relevant protected characteristic and
persons who do not share it.

In practice this means that the College needs to:
•

demonstrate how it considers the barriers and disadvantage experienced by different groups
of people in relation to employment and service delivery and how it plans to overcome those
barriers or disadvantage

•

take steps to meet the needs of persons who share a relevant protected characteristic that are
different from the needs of persons who do not share it

•

encourage persons who share a relevant protected characteristic to participate in public life or
in any other activity in which participation by such persons is disproportionally low.

Compliance with the duty should result in:
•

better-informed decision making and policy development.

•

a clearer understanding of the needs of service users, resulting in better quality services which
meet varied needs.

•

more effective targeting of policy and resources

•

better results and greater confidence in, and satisfaction with the College

•

a more effective use of talent in the workforce.
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•

a reduction in instances of discrimination and resulting claims.

•

agreed College Equality Objectives that will allow the meeting of the duty.

The Equality Act brings together several pieces of previous legislation and expands the number of
protected groups which are now:
•

Age

•

Disability

•

Sex

•

Gender identity

•

Marriage and civil partnership

•

Pregnancy and maternity

•

Race

•

Religion or belief

•

Sexual orientation

We have a well-developed action plan which describe our unified approach and strong commitment to
equality and diversity across the College community.
Since September 2015 the College has a duty to have due regard to the need to prevent people from
being drawn into terrorism and extremism. It also has a duty to promote Fundamental British Values,
which includes democracy, the rule of law, individual liberty and mutual respect and tolerance of
different faiths and beliefs. 5
Working in partnership
Wigan and Leigh College has expanded its multi-agency links, referring learners internally to Topaz
counselling, and externally to the Safeguarding Hub, and the Early Intervention Service, CAMHS and
YPDAS. There is also a comprehensive Additional Learning Support service in College which
includes health and well-being mentors.
The College has worked extensively with the local community and has introduced a College
Chaplaincy service in order to engage with and provide support for all learners. The College has a
student liaison network which provides a further point of contact for learners.
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Our Progress and Achievements

Our Improvements and Impact
Our main documents to drive improvements are:
 The College’s Strategic Aims
 Self-assessment reports, Student Review Boards, and Quality Improvement Plans
Progress against our Equality Objectives
In line with the Public Sector Equality Duty, the College has set Equality Objectives to address over a
four year period. This is the last year on reporting against the 2016-20 Equality Objectives with new
objectives set for 2020-24. The final progress for the 2016-20 objectives can be seen in the table
below followed by the early progress in relation to the 2020-24 objectives.

PROGRESS - EQUALITY AND DIVERSITY OBJECTIVES 2016-20
1: Create equality of opportunity for all learners by maintaining a positive College
community
 The College has worked hard to create opportunity for all by narrowing achievement gaps.
Ofsted in 2016 identified that “Managers identify underperformance of groups of learners and
act quickly to tackle inequality in achievement.” Each year, performance is analysed so that
strategies can be employed to narrow any gaps. The latest training took place in November
2019 at a department level to look at specific gaps in departments.
 Learners and staff benefit from the advancement of Equality and Diversity in the curriculum;
they develop understanding and appreciation of diversity celebrating what people from
differing backgrounds have in common, and promoting respect for the different protected
characteristics as defined in law. For example in Sport, British Olympic javelin thrower turned
coach, Shelley Holroyd (the British Athletics coach and Paralympic Pathway Co-ordinator for
the North and East) talked to learners about her role in searching for and identifying potential
disabled athletes and provided a great insight into the Paralympics. In addition, Dave
Watson, fresh off the back of his double gold medal winning performance at the Invictus
Games in Australia, demonstrated how sessions are adapted to meet his training needs.
 Inspirational guest speakers and external organisations, including a wide range of employers,
public sector representatives and the voluntary and faith sector have supported the
development of learners throughout the College and curriculum areas. For example:
-

The College welcomed guest speaker John Williams who suffers from cerebral palsy and
has overcome life-limiting obstacles. John shared his story with learners, challenging
perceptions of disability and encouraging them to identify areas where personal
circumstances have falsely defined them.

-

State of Mind Sport is a charity that raises awareness of the issues surrounding mental
health and wellbeing. Guest speakers from the Charity visited the College and
encouraged learners to ‘Accept Who You Are’, emphasising and celebrating the
differences and similarities between us regardless of age, skills, personality and lifestyle.

-

The College welcomed guest speaker Luke Ambler, a former professional rugby league
player to talk with our learners regarding Mental Health. Luke is a well-known aspirational
sports star within our area, and so many of our learners had knowledge of Luke’s rugby
league career. Luke however shared his very personal story of the effect of young male
suicide within his own family. Learners signed up to ‘It’s okay to talk’ and took selfies and
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retweeted them – indeed the college has retweeted the selfies in order to promote
awareness of importance of talking therapies in terms of suicide prevention.
 Learners at Leigh College have taken part in the Leigh Christmas Challenge to raise money
for the regional campaign -Cash for Kids Mission Christmas. This charity aims to provide a
Christmas gift for 16,000 disadvantaged children across our region. Learners and staff
collected both gifts and raised money to buy presents for this charity. Learners shared that
they were not aware of the numbers of children living in poverty the North West region, and
indeed were happy to contribute and raise awareness of the socioeconomic issues within our
local community.
 The Additional Learning Support Team has held numerous promotional activities to raise
awareness of different disabilities and to help de-stigmatise support for these. These have
included celebrating: ADH Awareness Week, National Eating Disorder Awareness Week and
World Mental Health Week.
 College Chaplaincy continues to offer pastoral and personal support for staff and learners of
all faiths and none, giving precious time and space to contemplate, explore emotions and
morality with an emphasis on personal wellbeing. All learners are made aware of the
Chaplaincy and 603 learners engaged with the service in 2018/19; 187 were engaged for the
full year through a range of activities to address their particular needs. Prior to lockdown in
March 2020, 162 learners were engaged.
 The Confucius Classroom provides free Mandarin lessons and Tai Chi classes which are
available for staff and learners.
 Our A Level learners had the opportunity to discuss the challenges of disability with Aidan
Matear, an academic who has found success in creative writing and is now a respected
published author. Gary Skyner provided a pre-recorded talk to our students during ‘One
World Week’ in October 2020 to challenge the stereotypes around disability and educate
people away from a fixed mindset to one of equality and possibility; Gary is the UK’s second
thalidomide victim who is a motivational speaker and shares his experiences which
demonstrate and motivate the power of self-belief and self-confidence whilst challenging a
fixed mind set when meeting a disabled person
 The ESOL study programme learners have attended more external trips. A significant number
of adult ESOL students have been pro-active in supporting and planning a range of
celebration/raising awareness events such as ‘A Right Royal Wedding’, The World Cup
diversity challenge, Let Love Live etc.
 The Tackling Activity team deliver weekly sports and healthy activity sessions which have
been a success in mixing learners from different backgrounds.
 The ‘Let Love Live’ campaign was launched in February 2018 as a cross college/all campus
event which was a celebration of difference, kindness and respect to each other. Let Love
Grow continued in February 2019. Cross college activities have also embedded LGBTQ+
month activities.

 There have been a range of inspirational guest speakers to support the wellbeing of students
and their development. Mental well-being is a priority with a focus on minority groups who are
at a high risk in terms of suicide and low mood. We have also been fortunate to have
speakers in who have shared life experiences and the strategies they have applied. This
supports the college culture of students feeling supported, safe, respected and listened to.
One speaker Mick Cassidy who is a coach at the Wigan Warriors gave an insight to our
sports students of his story and how he transitioned from an apprentice plumber to a
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professional rugby league player then back into education and coaching; another speaker,
Ray Douglas, has delivered sessions on every site linked to identity, culture and life choices.
 A range of case studies which celebrate student progress and achievements are promoted
regularly through social media platforms. Students from a wide range of backgrounds are
included.

 Higher Education students from a range of backgrounds showcase their skills at the annual
research symposium and their achievement is celebrated at an end of year graduation
ceremony.
 Plans to support our LGBTQ+ and Transgender students include expert/professional
speakers attending Personal Tutor Champion meetings, Student Council meetings and
offering virtual drop in sessions. CPD sessions around language and context are planned for
January. 'Be the Difference' - is about creating a safe environment for our learners to reach
their full potential, have hope and to celebrate difference.
2: Provide a supportive ethos and high levels of mutual respect where discrimination is
not tolerated and barriers to learning are removed.
 The impact can be demonstrated in the latest Ofsted report in 2016:
“Staff at all levels skilfully promote the value of diversity, so that learners demonstrate
mutual respect and tolerance towards each other.”
“Teachers and tutors promote equality and raise awareness of diversity skilfully
during lessons. They use topical subjects, such as the recent Presidential election in
America, to stimulate debates on the principles of democracy, tolerance and respect.”
“Apprentices show respect for, and value the opinion of, staff and their peers. They
have a good understanding of equality and diversity and how these themes may affect
their practice in the workplace.”
 Equality and Diversity champions for each curriculum area lead and support the promotion
and embedding of Equality and Diversity within the curriculum area making topics relevant,
celebratory and open for discussion. Activities promote respect for diversity and interpersonal
equality among learners fostering classrooms that are participatory, co-operative, and
democratic.
 Equality and Diversity Champions share that staff in their teams feel more confident when
managing discussions around different protected characteristics.
 Friday morning Learning Community training sessions have promoted this objective to further
develop Teaching and Learning.
 Equality and Diversity is included in the new staff induction process.
 Equality and Diversity has been built into the Assessor Handbook and Apprentice Induction
Handbook and will be built more robustly into Employer & Apprentice Inductions. Reviews
have been adapted to include Equality and Diversity.
 Bespoke tutorial presentations/activities have been added to enhance knowledge and to
create a safe space to question and discuss daily practices in the U.K
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 Codes of Conduct for Adult Further Education students and Higher Education students has
been relaunched in 2020, reinforcing standards and respect for others.
 Clear pastoral intervention procedures are in place and implemented as appropriate for
Adult Further Education and Higher Education programmes. This helps to develop attitudes
and behaviours and creates a positive ethos where discrimination is not tolerated. The
Fitness to Study Procedure is implemented where disciplinary procedures are not
appropriate.
 Bursaries are actively promoted for Adult students with financial barriers to learning.
Students who need help with the application process are supported to apply. .Quick Access
to, and promotion of, emergency funds has been improved in 2019/20 for those with urgent
need.
 The College Higher Education Access fund was reviewed, improved and promoted in
2019/20 and the finance department and Head of Studies 19+ have developed closer
working practices to ensure learners receive appropriate holistic support with wellbeing.
 Adult learners who live in the Borough are proactively referred to Wigan Family Welfare
Services to apply for extra support.
 Learners with high needs and special educational needs and/or disabilities (SEND) receive
early help and support to ensure that they are able to take an active part in lessons and
planned learning activities. An exceptionally well-qualified team of dedicated SEND staff,
including specialists in SpLD, Autistic Spectrum Condition, wellbeing and mental health and
assistive technology, provide a holistic support experience to all learners with learning
difficulties and disabilities ensuring any potential barriers to learners are identified and
removed. Achievement rates are high.
 Ian Bartholomew, Coronation Street actor who plays a domestic abuser, has recorded a
message to all staff and students to promote partner charities who support victims of
domestic abuse and our in house support teams.
3: Reinforce the importance of disclosing personal information such as specific learning
difficulties/disabilities, sexual orientation, and ethnicity by promoting how this
information is used to drive equality forward and foster good relations.
 The enrolment form was amended for 2017 and the enrolment process was reviewed to
improve the process for learners enrolling late onto their courses. The number of unknown
disclosures from learners has reduced at enrolment. A management information crossreferencing exercise has been completed. This has led to learners with difficulties and
disabilities who may initially ‘have slipped through the net’ being contacted and offered
support.
 All learners who have refused an initial offer of support have been re-contacted twice and reoffered support. Parents of 16-18 year olds who have refused support have been contacted.
As a result of these and other mechanisms, participation rates for ALS are extremely high
with 97% of learners with learning difficulty/disability/mental ill health accessing some form of
additional support.
 The College is a Disability Confident Employer; this was recently renewed until 2021. The
Equality and Diversity data collection form is now included in application packs rather than
just upon appointment of staff.
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 Staff are encouraged to provide E&D data at key points in their appointment and employment,
through new starter packs and notification, induction and then as they access their selfservice accounts to access payslips, training and applying for holidays. Staff are informed
that they can input this data completely confidentially and are also provided with information
on what it is used for and why.
 Equality and Diversity champions have lead the way in promoting disclosure and liaising with
the College Management Team to look at ways to enable staff to feel secure and supported.
Factsheets and information will now replace the poster idea, and information disseminated
through the staff newsletter.
 Stonewall leaflet was disseminated through to further encourage staff to disclose information.
 An Equal Opportunities data scorecard is populated by HR on a monthly basis to capture staff
information in relation to protected characteristics.
4: Actively promote non-stereotypical recruitment and support attainment
 Case studies have been developed for female engineers as part of Women in Engineering
days

10 | P a g e

 Other case studies have been developed for the College prospectus to target males into
floristry, hairdressing, health & social care programmes and females into Construction

 Case studies have been developed to encourage adult returners to College
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 Case studies have been updated to include participation by under-represented groups of
learners based on ethnicity

 The College photographer has updated images from all curriculum areas. These were used
on the website and in the new 2018-19 marketing materials.
 College videos have been produced that promote non-stereotypical recruitment

https://www.wigan-leigh.ac.uk/16-18-full-time-courses
https://www.wigan-leigh.ac.uk/centres-of-excellence/health-and-social-care
 Consultants have been appointed, as part of a College project to re-develop the dashboard to
include Equality and Diversity related data so that data is more readily available.
5: To further enhance learner voice pathways and support mechanisms for minority
groups of learners
 The Student Council was launched in Wigan in 2017 and provides an opportunity for learners
to discuss key items and share ideas for development direct with an Assistant Principal.
 Student Council and Heads of Studies have introduced new groups:
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-

Young Carers
LGBTQ+ / BeYOURSELF group.
BME
Young Professionals (a group designed to link with Youth Chamber, gather key
information from all groups and promote opportunities, key issues and activities for all)
Sustainability

New in September 2019:
- BaME Basketball squad set up
- New Arrivals Group established
- Student Council is also being developed at the Leigh Campus with students seeing
the benefits of having their voice heard to initiate change and promote inclusion.
New in September 2020:
- Promoting good mental health and inclusive group set up
 New strategies and activities have been introduced to encourage quieter students to make
friends and engage in new activities, for example the ‘Yu-Gi-Oh’ group, Gaming Club, Film
Club, with over 40 completing the ALPHA programme; this is for all faiths and none but is a
safe space to be faithful.
 We hold Yu-Gi-Oh! Tournaments to foster peer support networks. Although this tournament is
open to all learners, we experience high levels of participation from learners with Autistic
Spectrum Conditions who report being able to develop supportive peer relationships via this
tournament which would not have otherwise been possible.
 More regular and diverse events have taken place in common spaces such as the refectory in
the Parsons Walk campus, which has seen an increase in engagement and interaction
between student groups. At the Student Conference, attended by students from all Wigan and
Leigh sites, guest speakers included Wigan Council Young Carers team, The Brick
homelessness project, Maxine Mealey (Assistant Principal learner voice and empowerment)
and key note speaker Ray Douglas – ‘Gangology’ and Equality & Diversity lead. Guest
speakers in 2019/20 have included Luke Ambler and Danny Sculthorpe whose presentations
focussed heavily on the effects of poor mental health, with particular reference to removing
the stigma for young males. Ray Douglas continues to visit the College to deliver workshops
on hate crime and the importance of identity to positive mental health. More workshops have
been scheduled for the Spring and Summer term.
 Adult learner voice approaches have been added to college quality calendar.
 An additional learner satisfaction survey focused on assessing the developing skills of
students in the Adult Further Education Programme is currently being developed to further
assess needs.
 A range of strategies within the Higher Education Programme have improved student
satisfaction in the majority of areas. This includes the introduction of an internal survey in
2019 which closely matches the national student satisfaction survey to assess and manage
satisfaction in year.
 Student Council in 2020/21 now has six Black members who have proactively supported
Black History month and are creating Human Libraries and new tutorial materials to promote
diversity and their stories. They are meeting with guest speakers from the BME community
and are helping to shape future plans.
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6: To raise aspirations and narrow achievement gaps for learners from Widening
Participation postcodes and disadvantaged backgrounds
 A support group for learners with Autistic Spectrum Disorder difficulties, has been set up as
an enrichment offer (‘Comic Capers’)
 An ALS autism specific newsletter has been created which learners can contribute to. This
has led to opportunities for students to network with each other and builds supportive peer
relationships as well as providing advice and guidance to students.
 The Wellbeing Team run a Digital Detox enrichment initiative to educate learners
experiencing mental ill health and anxiety about using digital devices responsibly and sensibly
in order to develop resilience and self-help strategies. This is an interactive and engaging
‘roadshow type’ programme at each site lasting six weeks.
 Student Review Board class information lists have been enhanced to clearly identify High
Needs learners and to identify where any gaps in performance need to be closed. An overall
report has also been produced to monitor all High Needs learners in one report. SkillsTracker
reports have been refined to report specifically on performance of EHCP/High Needs learners
 Head of Studies are leading on an advocacy and understanding project with Wigan Borough
Council focused on Looked after Children and Care Leavers in order to support achievement.
 A new system trigger via MIS has been set up to alert Heads of Study when a Looked After
Child is about to become an external care leaver. Achievement rates now exceed College
average achievement rates which are significantly above national rates.
 A new Learning Mentor post for adults was implemented in 2020 and is focused on
supporting learners to close gaps. This includes monitoring and targeted contact of
individuals who disclosed a learning need, yet are not meeting expectations in terms of
attendance or progress. Learners from a widening participation postcode area have been
proactively contacted in 2020 to encourage application for a bursary to elicit the loan of a
laptop to support their learning and achievement.
 The College’s Aspire strategy and careers programme has been used to inform, inspire and
engage students to raise aspirations. National Careers Week & National Apprenticeship
Week took place in March 2018 and students attended employer talks with a range of
employers including Aldi, Vodafone, NHS and TUI. In addition the FAB Futures team have
delivered tutorials around next steps and progression opportunities during the spring term.
 The ESOL study programme students have taken part in a vast range of activities such as
cinema visit to watch an English spoken film and Wigan Market and The Fire Within to
experience “British tradition” and see the Art Exhibitions. They have visited Mesnes Park for
an autumn collection and walk; they planned and hosted a college family night where they
shared and discussed food form their own country and the UK. They also taken part in the
“Active Living Programme” where they experienced sailing on Wigan flashes, Ninja Warrior
extreme sport, Badminton, Bowling and other team activities. Tutors have built on the
previous College wide kindness campaigns of Let Love Grow, and ‘Let Love Be’ is around
Identity, break down barriers and celebrate difference.
 Over the last year the College has worked closely with Reclaim, a charity supported by the
local Council, whose aim is to raise aspirations for working class families with regard to
education and careers. Two cohorts of young people from local high schools have celebrated
their success with a Graduation Ceremony hosted by the College.
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 Student Conferences have been planned for 2019/20 around a ‘Can Do’ theme to encourage
inclusivity and promote opportunities for all around high achievement and securing
employment in prestigious roles.

In April 2020, the College set new Equality Objectives for the period 2020-24.

PROGRESS - EQUALITY AND DIVERSITY OBJECTIVES 2020-24
1: To reduce participation gaps in H.E by 75% for full-time disabled entrants, part-time
mature entrants, and full-time and part-time most deprived entrants (as measured by the
Index of Multiple Deprivation, Quintile 1 and 2);
 A wider range of case studies have been designed to represent a broader spectrum of the
current HE cohort.
 A Learning Mentor role has been established to focus on areas with participation gaps in H.E.
There has been a particular focus on supporting attendance and progress of learners at
Pagefield who have disclosed a need and have an ALS plan. Interventions in place as
appropriate.
 Head of Studies has provided guidance and policies/procedures. Promotion of ALS support to
tutors at Pagefield. Targeted contact of individuals to encourage take up of support.
Continuation of ALS support for individuals during lockdown.
2: To improve H.E data collection, reporting and analysis in relation to access,
continuation and progression by September 2020, evaluating the data in relation to
POLAR4, IMD, disability, BAME and care leavers, and to take action if any gaps arise by
2024;
 Consultant appointed on a short term basis to align data reporting to H.E requirements. Work
to be completed by December 2020 and this will provide baseline data to use to inform
progress
3: Improve satisfaction rating for how confident teaching staff feel in relation to
advancing equality and diversity and inclusion into their teaching practice (in excess of
90% in 2022 and over 95% in 2024);
 Completed two training sessions for apprenticeship trainer assessors to view the new
resources on the Blended Learning Consortium to add to the resources already available.
Tutorial sites developed for apprentices on level 2 and level 3 courses. Reviews show
evidence of trainer assessors referring apprentices to resources and questioning knowledge
on these topics as part of their reviews.
 Planning documents amended with support materials for staff embedded into the documents
stored on OneDrive. Teaching Top Tips section updated with additional resources
 CPD delivered on inclusivity to all curriculum departments December 2020
 Staff survey designed to measure impact. Currently looking at inclusion as part of staff
training day in January 2020
 Head of Studies is developing bite size virtual CPD.
 Additional CPD session on ‘unconscious bias in the classroom’.

15 | P a g e

 E&D Champions feedback from departments to inform potential guest speakers on E&D
themes for January 2021
4: Increase female enrolments in Construction and Engineering at Pagefield and STEM
subjects to at least 10%;
 Increased social media and press coverage showing success stories of female learners (see
section 8)
 The Centre of Excellence video has been updated with a wider representation of engineering
students.
 STEM virtual masterclasses planned and promoted within schools via the Go Beyond
programme 20-21.
 GM Higher offer to local schools includes STEM activities.
 Learner Voice activities have taken place for female learners at Pagefield. Ground floor single
toilets now have new signage and with have been updated
 Plan in place to increase number of female student ambassadors for open evenings –
delayed as a result of Covid.
 Self-assessment processes reviewing female performance and to address any actions for
improvement
 Two new female Engineers have been appointed in Pagefield. Both are willing to take an
active part in Equality and Diversity including supporting the Chaplaincy with 'All Faiths and
None.’
5: Increase the volume of staff who have declared their ethnicity to 90% and decrease the
proportion of staff who have not specified whether they have a disability to less than 10%
 Data in section 7 shows that there is still progress to be made in collecting information.
Actions in 2020/21 to include:
-

Information campaign regarding reasons for collecting data, undertaken through virtual
posters, leaflets and information cascaded through team meetings by
managers. Information available on Stribe as to reasons for collecting data.

-

Targeted programme of updating protected characteristics information with staff who
have not previously declared providing information as to the reasons we collect data

-

Provision of information in recruitment packs and as part of pre-employment check to
increase disclosure at this early stage

-

Stribe survey to gain feedback on the reasons for non-disclosure to enable processes
to be adjusted in response

6: To increase the proportion of males accessing College Support Services to support
their Mental Health by 5% on a yearly basis.
 Male students and staff have recorded and shared a number of videos which have been
shared via social media, tutorials and Teams addressing mental health. These videos are
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designed to support a culture shift and break down barriers to encourage males to talk about
their mental health and to make them aware of the support available. From professional rugby
players such as Danny Scunthorpe and Luke Amber to our own Chaplain, Head of Studies
and Student Council members, this makes up part of our programme this year.
 42nd Street are working with Wigan and Leigh College to host a student consultation
programme in February 2021. This is aimed at identifying what student would like to see and
how they would like to access information about positive mental health and for when
immediate support is needed. A consultation session will be aimed at male students
and student council members will help to support this engagement
 The College has utilised funding from the AoC Transition Programme to support apprentices
and vulnerable groups in their transition between College and employment/higher education
with the aim of raising awareness of support available and to ensure staff spot of the signs
and symptoms of poor mental health. Case studies showing the impact of the initiative for
students were made available to AoC for sharing of best practice within the Greater
Manchester group. The College are also active members of the Greater Manchester Mentally
Healthy Schools and Colleges scheme
 There has been an increase in numbers of apprentices contacting the safeguarding team for
support and advice. As these learners are predominantly working off site, it is encouraging to
see that the support offered is being communicated well and that apprentices are aware of
who to contact with safeguarding concerns. Training needs analysis with the apprenticeship
team regarding mental health issues has resulted in the development of resources to support
assessors and employers.
 Luke Ambler and Danny Scunthorpe are to attend a number of live tutorials via Teams with
both Pagefield and Animal Management in term 2 as a follow up to their social media
campaigns in term 1.
 On December 11th we are hosting a Faith and Mental Health Question Time. Identity, culture
and acceptance are key to good mental health and both of these events allow a safe space to
ask questions and enhance knowledge. A panel of professionals will be questioned via Zoom
by a live student audience and the final recordings will be edited and shared via Tutorials.
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4

Our Community

The last census took place on 27 March 2011 with the results creating a snapshot of the Borough’s
population.
Male/Female ratio
Average Age
Born in England
English as a first language
Other languages (Polish)
Religion - Christian
Religion - Muslim
Religion - other
No Religion
Married
Cohabit – opposite sex
Cohabit – same sex
Single
Separated/Divorced
Ethnicity - White British
Ethnicity - Other White
Ethnicity - Asian/Asian British
Ethnicity - Other

5

Approximately 50%/50%
40 years
95.0%
98.1%
0.4%
77.8%
0.7%
0.5%
15.0%
46.6%
12.9%
0.7%
23.5%
9.0%
95.5%
1.3%
1.1%
2.1%

Our Learners – Headline data

We serve a local area which is predominately White British (95.5%). Some people in our
communities experience disadvantage and deprivation due to social and economic hardship. The
proportion of learners attending College from a disadvantaged postcode can be seen in the table
below.

Age Group

Year

% of Learners attending College from a
disadvantaged postcode

16-18
16-18
16-18
19 +
19 +
19 +

17/18
18/19
19/20
17/18
18/19
19/20

54.7%
53.1%
53.3%
57.0%
53.9%
53.4%

The following section identifies participation and performance for the following areas of provision:
1. Education and Training: this is the largest area accounting for the vast majority of the
College’s provision. It includes classroom based provision for 16-18 and adult learners
2. H.E: this includes learners on Pearson HNC/HND provision and learners completing provision
at College in partnership with UCLan.
3. Apprenticeships:
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6

Our Learners – participation rates and
performance

Performance in 2019/20 needs to be reviewed in the context of the pandemic which has impacted on
the way that grades have been calculated. Outcomes were either calculated (based on performance
prior to lockdown), adapted or delayed. For adapted and delayed qualifications, some learners were
unable to complete their qualifications within the timeframes to be included in these results.
Apprenticeship outcomes have been particularly affected due to changes in employment for a
significant number of apprentices.

Education & Training participation rates and performance
Learner participation by Age Group
53% of learners are adults studying a range of full-time and part-time courses. 16-18 learners
complete larger qualifications as part of ‘Study Programmes.’

Learner numbers by Age
55%
50%
45%
40%
2017/18

2018/19
16-18

2019/20

19+

Achievement rates by Age Group
16-18 achievement rates continue to improve and are well above national rates. Adult achievement
rates remain high but were impacted by adapted and delayed qualifications as well calculated grades
for learners as roll on roll off provision.

Achievement Rates by Age
92.00%
90.00%
88.00%
86.00%
84.00%
82.00%
2017/18

2018/19
16-18
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2019/20
19+

The previous gap for 16-18 learners has closed following four years of continuous improvement.

Gap in Achievement (19+ compared to
16-18)
6.00%
4.00%
2.00%
0.00%
2017/18

2018/19

2019/20

-2.00%

Learner participation by Sex
Male and female participation rates remain similar over a three year period with more 16-18 male
learners and more female adult learners.

Learner numbers by Sex/Age
80%
60%
40%
20%
0%
16 -18 Female

16-18 Male
2017/18

19+ Female

2018/19

19+ Male

2019/20

Achievement rates by Sex
Achievement rates for 16-18 learners are similar. There has been a reduction in adult male
achievement rates in 2019/20 mainly as a result of pass rates on ESOL courses.

Achievement rates by Sex/Age
95.00%
90.00%
85.00%
80.00%
2017/18
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2018/19

16 -18 Female

16-18 Male

19+ Female

19+ Male

2019/20

There has been a further narrowing of 16-18 achievement rates whilst the gap is widening for male
adults mainly as a result of the impact of ESOL pass rates in 19/20.

Gap in Achievement (females compared
to males)
5.00%
0.00%
2017/18

2018/19

2019/20

-5.00%
16-18

19+

Learner participation by Ethnicity
Participation rates for learners that are not White/British continue to exceed the local demographic
data. This is particularly the case for adult learners mainly as a result of ESOL provision although
there has been an increasing trend in adult White British participation rates.

Learner numbers by Ethnicity/Age
100%
80%
60%
40%
20%
0%
16-18 White
British

16-18 Other
2017/18

19+ White British

2018/19

19+ Other

2019/20

Achievement rates by Ethnicity
16-18 learners who do not identify as White/British have higher achievement rates. Adult learners not
identifying as White British have lower achievement rates in 19/20 mainly as a result of the impact of
the pandemic on ESOL provision where full completion of courses was difficult for an increasing
number of learners.

Achivement rates by Ethnicity/Age
100.00%
95.00%
90.00%
85.00%
80.00%
2017/18
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2018/19

2019/20

16-18 Other

16-18 White British

19+ Other

19+ White British

The gap is narrowing for adults based on ethnicity. For 16-18 learners, there is a small gap emerging in
performance as a result of an increase in achievement for learners that do not identify as White British.

Gap in Achievement (Other Groups
compared to White British)
10.00%
8.00%
6.00%
4.00%
2.00%
0.00%
-2.00%
-4.00%

2017/18

2018/19

16-18

2019/20

19+

Learner participation by Disability/Learning Difficulty/Health Problem
The proportion of learners identifying a disability/learning difficulty or health problem has increased
over the last three years.

Learner numbers by Disability/Learning
Difficulty and Age
100%
50%
0%
16-18 Yes

16-18 No
2017/18

19+ Yes

2018/19

19+ No

2019/20

Achievement rates by Disability/ Learning Difficulty
Adult achievement declined on Entry/Level 1 programmes particularly affected by roll on roll off adult
provision such as ESOL. 16-18 achievement was high but has been overtaken by learners who do
not identify with a disability/learning difficulty or health problem.

Achievement rates by
Disability/Learning Difficulty and Age
95.00%
90.00%
85.00%
80.00%
2017/18
16-18 Yes
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2018/19
16-18 No

2019/20
19+ Yes

19+ No

Although learners with a disability/learning difficulty or health problem achieve well compared to
national rates, 19/20 data shows a possible link to the impact of the pandemic with gaps widening for
both adults and particularly for 16-18 learners.

Gap in Achievement
(Disability/Learning Difficulty)
3.00%
2.00%
1.00%
0.00%
-1.00%

2017/18

2018/19

2019/20

-2.00%
-3.00%
-4.00%
16-18

19+

Success by learners receiving Additional Learning Support
Learners who require Additional Learning Support (ALS) continue to perform well with the support
provided helping them to achieve in line with learners that do not require such support. The following
case studies demonstrate the continuous high level of performance in this area.

Case Study – Aaron Wilson
Aaron joined the college in 2017; he was in receipt of an Education
Health and Care plan and high needs funding to help meet his support
needs.
At school, Aaron had been in receipt of full 1:1 support, encompassing
not just his lessons but also unstructured times of the day such as
break and lunch. Aaron enrolled on L2 Art and Design with us and
from the outset, his aspirations and ambitions were very clear; he
wanted to be a Games Designer.
Initially, the college replicated the support Aaron had received at school, however, it soon
became apparent that with more targeted and specific approaches and strategies in place,
ALS staff could help Aaron become more independent. Gradually, the support in college
reduced to allow Aaron more freedom to work independently. This model involved regular
monitoring and review but less 1:1 support. Aaron achieved a Merit and went on to enrol
on a two year L3 Extended Diploma Art and Design (Game Design). The ALS Team
continued to encourage and support Aaron to grow in confidence through regular
mentoring and to become more self-reliant. Aaron thrived on this approach and support
was again reduced.
Aaron was highly self-motivated and pushed himself to improve his knowledge and skills
and to use the strategies recommended by the ALS Team to continue to become more
independent. Despite his difficulties and the fact that he frequently experienced discomfort
and fatigue, Aaron never complained and was positive in his approach. Aaron was able to
take part in residential education visits to London and Barcelona during his time at
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college, both of which he accessed, without support. This would have been unthinkable
when he came to us after leaving school.

In 2020, Aaron was chosen as the national BTEC Student of the Year in
Art and Design and achieved a Triple Distinction Star.
Aaron has now started a BA (Hons) in Game Design at UcLAN.

Following a successful small scale pilot in 18/19, the
college welcomed a full cohort of ten Supported
Internship learners in 19/20. A Supported Internship
is a study programme specifically aimed at young
people aged 16 to 24 who have an Education, Health
and Care Plan, (EHCP) and who want to move into
employment but need extra support to do so.
Supported internships help young people with
SEND to achieve sustainable, paid employment by
equipping them with the skills they need for work –
largely through learning in the workplace but supported by continued teaching and
learning in college where we continue to develop their general employability skills,
including maths and English and broader personal and social skills. At the same time the
Interns are able to work towards a L1 qualification in Employability or Occupational Skills
for the Workplace.
We deliver this provision in partnership with Wigan Council; their Supported Employment
Service provide our learners with specialist Job Coaches who offer personalised support
to the learners while they are in the workplace, helping them settle in their job role and
gradually develop the confidence to work unsupported, as far as possible.
All ten Interns successfully completed the programme and achieved their qualification,
accessing a variety of work placements and employers including Wigan Athletic, Wigan
Youth Zone and McDonalds. A number of Interns did secure paid employment at the end of
the programme and those who didn’t continue to be supported by the Supported
Employment Service.
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Higher Education participation rates and performance
Learner participation by Age Group
Mature learners (21+) continue to have the highest participation rates. Part-time provision contributes
to the majority of adult enrolments.

Learner numbers by Age
80%
60%
40%
20%
0%
2017/18

2018/19
<21

2019/20

21+

Achievement rates by Age Group
Achievement rates have improved for mature HE learners (21+) and younger learners (<21).

Achievement rates by Age
100%
80%
60%
40%
20%
0%
2017/18

2018/19
<21

2019/20

21+

The increase in achievement has been more pronounced for mature learners with the gap widening
further compared to younger learners.

Gap in achievement (21+ compared to
<21)
15.0%
10.0%
5.0%
0.0%
-5.0%
-10.0%
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2017/18

2019/20

2019/20

Learner participation by Sex
Male participation rates are higher than females for all age categories but the gap is closing.

Learner numbers by Sex/Age
80%
60%
40%
20%
0%
<21 Female

<21 Male
2017/18

21+ Female

2018/19

21+ Male

2019/20

Achievement rates by Sex
Mature female learners have significantly higher achievement rates. Further improvements are
required for young male learners.

Achievement rates by Sex/Age
100%
80%
60%
40%
20%
0%
2017/18
<21 Female

2018/19
<21 Male

21+ Female

2019/20
21+ Male

The gap has widened for mature females compared to males. The gap for young females has now
closed with male achievement now the key area for focus.

Gap in achievement (females compared
to males)
20.0%
10.0%
0.0%
-10.0%

2017/18

2018/19

-20.0%
<21
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21+

2019/20

Learner participation by Ethnicity
Participation rates are for learners who are not White/British has declined and is now just below the
area demographic rates.

Learner numbers by Ethnicity/Age
120%
100%
80%
60%
40%
20%
0%
<21 White
British

<21 Other
2017/18

21+ White
British

2018/19

21+ Other

2019/20

Achievement rates by Ethnicity
Learners from an ethnic background other than White British background all achieve their
qualifications. Young White British achievement rates require further improvement.

Achievement rates by Ethnicity/Age
150%
100%
50%
0%
2017/18

2018/19

<21 White British

<21 Other

21+ White British

21+ Other

2019/20

The gap has widened with young White British achievement rates requiring further improvement.

Gap in achievement (Other ethnicity
compared to White British)
40.0%
20.0%
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2017/18

2018/19

-20.0%
<21
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21+

2019/20

Learner participation by Disability/Learning Difficulty/Health Problem
Participation rates are increasing for both young and mature learners with a disability/learning
difficulty.

Learner numbers by
Disability/Learning Difficulty and Age
100%
80%
60%
40%
20%
0%
<21 Yes

<21 No
2017/18

21+ Yes

2018/19

21+ No

2019/20

Achievement rates by Disability/ Learning Difficulty
There has been an improvement in achievement rates for young learners with a disability/learning
difficulty of health problem.

Achievement rates by
Disability/Learning Difficulty and Age
100%

50%

0%
2017/18
<21 Yes

2018/19
<21 No

2019/20
21+ Yes

21+ No

The gap has narrowed significantly following significant improvement in younger achievement rates.

Gap in achievement (Disabilty/Learning
Difficulty)
10.0%
0.0%
2017/18

2018/19

-10.0%
-20.0%
<21
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21+

2019/20

Apprenticeship participation rates and performance
Apprentice participation by Age Group
The volume of 16-18 apprentices has increased since 2017/18 with a similar pattern of recruitment
over the last two years.

Apprentice numbers by Age
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60.00%
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20.00%
0.00%
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2018/19
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19+

Achievement rates by Age Group
Overall timely achievement rates have declined for both 16-18 and adults reversing the trend in the
previous year. The pandemic has had a significant impact on apprentice employment and furlough
rates impacting on timely achievement.

Timely Achievement rates by Age
80.0%
60.0%
40.0%
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2018/19
16-18
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The gap between 16-18 and adults has narrowed.

Gap in Timely Achievement by Age 19+
compared to 16-18)
10.0%
5.0%
0.0%
2017/18
-5.0%
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2018/19

2019/20

Apprentice participation by Sex
The vast majority of 16-18 apprentices are males with declining participation by 16-18 females
reflecting changes in the curriculum (e.g. no national standard available at L2 in Business
Administration).

Apprentice numbers by Sex/Age
80.00%
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Achievement rates by Sex
Timely achievement rates have declined for all groups of learners, particularly female 16-18 learners
affected by the impact of the pandemic on the service industry sector.

Timely Achievement by Sex/Age
100.0%
80.0%
60.0%
40.0%
20.0%
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2019/20
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The gap has narrowed between male and females as a result of the large decline in Service Sector
area timely achievement rates impacting mainly on female learners.

Gap in Timely Achievement by Sex/Age
(females compared to males)
30.0%
20.0%
10.0%
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-10.0%
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2018/19
16-18
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19+

2019/20

Apprentice participation by Ethnicity
Participation levels for apprentices that do not identify as White British are lower than the
demographic population within the locality with a decline over the last two years. This is a pattern
that exists nationally and strategies are required to increase participation rates within the local BAME
population.

Apprentice numbers by Ethnicity/Age
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Achievement rates by Ethnicity
The low number of BAME participants provide results that are inconclusive

Apprentice participation by Disability/Learning Difficulty/Health Problem
The number of learners declaring a disability/learning difficulty remains low for both 16-18 and 19+
apprentices.

Apprentice numbers by
Disability/Learning Difficulty and Age
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2018/19

19+ Yes
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19+ No

Achievement rates by Disability/ Learning Difficulty
Timely achievement rates for 16-18 learners with a disability, learning difficulty or health problem have
improved significantly; adult learners have declined from a high rate but still outperform other
categories of learners.

Timely Achievement by
Disability/Learning Difficulty and Age
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80.0%
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The gap in performance for 16-18 learners with a disability, learning difficulty or health problem has
now closed.

Gap in Timely Achievement
(Disability/Learning Difficulty)
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19+

2019/20

7

Our Staff

Staff Protected Characteristics – Age
The College staffing base continues to grow in line with increases in learner numbers. The College
employed 564 staff at the end of the academic year 2019/20; this is an increase of 4.4% in addition to
an increase of 8% in the previous year. The highest proportion of staff are in the 51-60 age group at
29%, 1% point lower than last year. The largest increase has been in the 31-40 age group which has
increased by 2% points and now exceeds the 41-50 age group.

Staff Profile - Age
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Staff Protected Characteristics – Sex
Female staff numbers have increased to 63% from 61% which mirrors the FE sector average (AoC
College Workforce Survey 2019). The College actively promotes non-stereotypical gender recruitment
in internal and external recruitment adverts as an endeavour to challenge the stereotypical
recruitment cycle.

Staff Profile - Sex

37%
63%
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Male
Female

Gender Pay Reporting
The statistics show the profile of the workforce at Wigan & Leigh College as of 31st March 2019.
The gender profile of the workforce consists of the following:
- Workforce - 63% female and 37% male
- Apprentices - 88% female and 12% male
The gender pay results should therefore be taken in the context of this distribution which will influence
the figures reported.
Gender Pay Calculation 2018
Average gender pay gap as a mean average

College Data
4.45%

Average gender pay gap as a median average
Average bonus gender pay gap as a mean average
Average bonus gender pay gap as a median average
% of Females who received a bonus
% of Males who received a bonus

22.02%
0% variance
0% variance
2.53%
7.35%

Gender Pay Calculation 2019
Average gender pay gap as a mean average

College Data
4.96%

Average gender pay gap as a median average
Average bonus gender pay gap as a mean average
Average bonus gender pay gap as a median average
% of Females who received a bonus
% of Males who received a bonus

20.75%
0% variance
0% variance
1.15%
4.83%

The mean calculation for the College is 4.96%. Although this is a slight increase of 0.51% in
comparison with the 2018 report, it is still significantly below the national figure of 17.3% as calculated
by the Office of National Statistics.
The median calculation for the College is 20.75%. This figure reflects the high number of females
within the organisation as well as the concentration of female workers in part time and term time roles
at the lower end of the pay scale. This is indicative of other education providers and reflected in the
national picture where “73% of part time workers are women, and 41% of women work part time
compared with 12% of men” (CIPD 2017).
The bonus Gender Pay data for the College shows there is no bonus gender pay gap. The proportion
of males and females receiving a bonus payment reflects the small numbers of staff in receipt of a
bonus as defined by the Gender Pay regulations (10 males and 4 females).
The reporting guidelines define bonus pay as any performance related or incentive payment. The
College has a Golden Hello scheme which falls within this definition. This is applied to a very small
number of roles within the College which are classed as specialist/hard to fill such as Engineering and
Construction. The gap may be driven to an extent by this as these particular roles are typically
occupied by male employees who come from industry to teaching.
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Analysis of College Gender Pay Data
All job roles are evaluated and benchmarked across the organisation to ensure fair and equal pay for
the role and roles are advertised with no gender bias. It is known that more women than men are still
the main caregiver for children and other family members. The majority of the College’s part time,
term time roles are filled by female employees and fall within the lower two quartiles in this analysis.
This is reflective of society and interestingly, the CIPD comment that “until we see greater equality of
roles within the home and in society, it will be difficult to shift the dial in the workplace” (CIPD 2018).
Our data shows that there are a higher proportion of females in all quartiles which is reflective of the
high percentage of females employed by the College. AOC reports that only 48% of College
Principals are female. The College falls within this percentage and in fact the Executive Team are
made up of 60% females. This shows that the College promote and attracts women into these more
senior roles successfully.
Females are over represented in the lower pay quartiles which consist of roles such as catering,
reception, pastoral support and classroom support staff which is reflective of research from the CIPD
which shows that “women tend to cluster in lower paid jobs - almost two-thirds (63%) of those earning
minimum wage or less are female”. The CIPD also report that “Irrespective of whether the jobholders
are male or female, hourly rates of pay tend to be lower for part-time than for full-time” (CIPD 2017).
These roles are typically part time, term time roles due to the business need of the staff.
The College’s median gap can be attributed to the range of flexible working arrangements offered
such as term time or part time roles that work with the business needs of education. The College now
advertise all roles as full and part time and display the “Happy to Talk Flexible Working” banner on our
website in an effort to attract both males and females to all roles.
Addressing the Pay Gap
The College has transparent, structured Pay Scales that are not gender specific to ensure employee
pay is fair and equal for all genders performing in the same roles. In April 2020, the College
enhanced pay scales to pay the Real Living Wage.
The College are committed to promoting equality and offer the following initiatives to all employees:








Flexible Working Policies
Parental Leave
Shared Parental Leave
Paternity Leave
Training opportunities
Regular Continuous Professional Development opportunities
Working from home opportunities where business permits

The College support women returning to work from maternity leave by promoting keeping in touch
days, job sharing, compressed hours, part time and term time opportunities and phased returns.
Additionally, to show our commitment to closing the Gender Pay Gap, the College have developed an
Action Plan. The Executive Team will monitor progress against action.
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Other Staff Protected Characteristics
Staff disclosure
The disclosure of both Religion/No Belief and Sexual Orientation have improved by over 30% but
further disclosure is required to provide a full analysis of staff protected characteristics.

Disability
The College was previously a Two Ticks Employer and has
since been awarded the new Disability Confident Scheme
at Level 2 meeting two key criteria:
Getting the right people for your business.
This includes:
 Looking to employ and retain people with a disability through a commitment to the scheme in
all recruitment material and advertisements.
 Work with Job Centre Plus on appointments, events and with other community partners on
recruiting people with disabilities.
 Having a fully inclusive and accessible recruitment process.
 Offering an interview to candidates with a disability who meet the minimum criteria for the
job.
 Having flexibility when assisting people so that job applicants with a disability have the best
opportunity to demonstrate that they can do the job.
 Proactively offering and making reasonable adjustments as required.
 Encouraging our suppliers and partner firms to be disability confident.
 Ensuring employees have appropriate disability equality awareness.
Keeping and developing your people.
This includes:
 Promoting a culture of being disability confident.
 Supporting employees to manage their disabilities or health conditions.
 Ensuring there are no barriers to the development and progression of staff with a disability.
 Ensuring managers are aware of how they can support staff who are sick or absent from work.
 Valuing and listening to feedback from staff with a disability.
 Reviewing the Disability Confident Employer self-assessment regularly.
As part of this the initiative, the College offers a range of support services including regular onsite
Occupational Health Clinics, Employee Assistance Programme and a range of health and well-being
initiatives and events.
The College continues to work with Access to Work, Occupational Health and other specialist
organisations to ensure the best support is provided. This has also supported staff during the current
pandemic and staff have utilised this service to support their set ups at home. Free counselling
support is also available. We can provide BSL Interpreters, large print, audio, colour contrasted or
braille documentation both in the recruitment process and throughout staff time at College where it is
required.
Training has taken place with managers in spotting the signs of mental ill health and we have a range
of guidance documents to support managers and staff. These have included recent updates to ensure
mental ill health is considered and supported. The HR team all training to be Mental Health First
Aiders. Reasonable adjustments are embedded in our policies and practice to ensure effective
support for those with a disability, including mental ill health.
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Ethnicity
The vast majority of staff are White/British; there has been an increase in the proportion of staff from a
BAME background and this now exceeds the last demographic data available in 2011 census.

Staff - White British
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Sexual Orientation
There has been an increase in staff disclosing as LGBTQ+.

Staff - LGBTQ+
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Religion/No Belief
54% of staff have disclosed Christianity as their religion whilst 10% of staff have cited other religious
belief. 36% of staff have disclosed as having no religious belief, in line with previous years.

Staff - Religion or No Belief

Christian
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Other

No Religion

Staff Feedback
A staff survey is completed every two years and the College benchmarks performance against 39
Colleges. The last survey in 2019 identified that staff feel valued with results 5.4% points above the
College average. Over 93% of staff identified that equality of opportunity is embedded into the culture
of the college which was 6.7% higher than the average.
The College was recently shortlisted for a prestigious International Engage Award for “The Best Use
of Employee Voice” with the finals in London in November 2019 demonstrating how engagement with
staff has improved in line with improvements made to the quality of education. The College also
entered the Times 100 Best Not for Profit Organisations 2020 and were placed in the top 100 on our
first entry.
Staff celebration events take place on two occasions during the year. The events have excellent
feedback from staff. Regular, and informative staff briefing sessions ensures that staff are clear about
their role in the direction that the college is taking. Staff Newsletters are produced with updates on
staff enrichment and events as well as promotion of upcoming events.
Supporting Staff
The College supports a range of well-being initiatives to work alongside the monthly occupational
health clinics and the employee assistance programme. This includes planned promotions of health
checks and healthy lifestyle advice in conjunction with the local authority. These allow access to
advice and assessment on healthy lifestyles and well-being support as well as promotion of national
events such as Mental Health Awareness week and Stress Awareness Day. These national events
have been supported across the college with staff who have provided beauty treatments, floristry
sessions, sports clubs and competitions. This has promoted well-being and health for all staff and
encouraged movement during the work day. This was followed up with the arrangement of staff wellbeing walks that not only encouraged a break and movement in the fresh air but also encouraged
staff to interact with other staff from the organisation that they wouldn’t usually. This support has
continued during the pandemic with activities supported online, virtual events and groups such as the
College Cycling Champions group that works with national and local initiatives to promote cycling to
work and for pleasure.
Supporting staff through the pandemic
As part of the College response to the COVID pandemic the College was clear with all staff
around the support that would be provided during this time. The College implemented
extensive COVID secure measures, a dynamic risk assessment updated in line with
changes in Government guidance and rulings and ensured that all staff were trained on the
COVID secure measures and requirements. The College remained open to some students
throughout the lockdown and restrictions in line with Government requirements.
An individual and tailored approach was implemented, staff were aware of this through the
training provided to all staff as well as through Team Meetings and communications. Staff
were asked to flag any health issues that concerned them due to the pandemic and
managers worked with individuals and the HR Team to support them. No member of staff
was required to attend work during restrictions if they did not feel comfortable. Working
arrangements were individualised and staff remained productive and engaged due to this
approach.
As attendance at work increased when establishments opened in September, information
and communication increased and individual circumstances were again assessed through
line management processes. Those specified as Clinically Extremely Vulnerable worked
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with their managers and HR regarding working arrangements, additional support in the
workplace and increased measures to help them to feel comfortable with the
return. Feedback through Focus Groups and Stribe surveys indicate that staff feel safe at
work during the period of restrictions and acknowledge and appreciate the efforts put in
by the College to support them individually and collectively.
The use of support from occupational health for individuals has continued throughout the
pandemic and has been especially beneficial in support of our individualised
approach. The Employee Assistance Programme has also been promoted and utilised
during this time providing additional support to staff at this difficult time. A wide range of
support has continued throughout this period to ensure that staff mental and physical
health remains a priority. Staff have been supported by well-being initiatives, support with
healthy lifestyles and promotion of mental health initiatives and support. This all aligns
with the COVID response in the Borough and ensures that our staff are supported during
this difficult time.

Staff Development
A range of activities have taken place in relation to Equality and Diversity:
•

The College is a member of the North West Equality and Diversity group and activities and
information from these meetings are disseminated in College

•

An Assistant Principal is a member of the Greater Manchester Mental Health in FE Project
Steering Group

•

As part of Strand B of the Association of Colleges Greater Manchester Mental Health Project
(2019-20), which focuses on supportive supervision of people in pastoral and student support
roles, 9 staff have completed the supervision activities for non-management staff from both the
Head of Studies and Well Being Teams.

•

Managers from both Business Services and Head of Studies completed a ½-day Youth Mental
Health First Aid training this term as part of the Greater Manchester Mentally Healthy Schools
& Colleges Programme. Two staff have completed the full 2 day Youth Mental Health training.

•

We are currently working with 42nd Street, CWMT, Youth Focus NW, Wigan Family Services
and a number of national leads in relation to mental health strategies and implementation with
Wigan and Leigh College.

•

Representatives have delivered a series of training sessions to assessors around mental
health, the use of language, support available and spotting the signs. This is a part of a
continuing programme to ensure the apprentices receive the same level of support as internal
students. New resources for 2019/20 include laptops with stress relieve and anxiety Apps plus
Employer/Apprentice and Assessor Work Packs.

•

Our AoC Mental Health project was based on 'transition from school to employment' and the
project included a Head of Studies training programme for employers and assessors designed
to prepare them to support students facing mental health barriers and equip them with the
language and skills needed to provide to support our students when in need. Posters and
resources were designed and continue to be made available to Apprenticeship students,
assessors and employers to ensure that they have access and awareness of all in college
support and external contact details such as crisis lines and 24/7 chat rooms with specialist
counsellors.
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•

Staff training on 3rd December 2020 (Jackie Williams from Charlie Waller Memorial Trust).
Triage tool and spotting the signs. Blog on Mental Heath

•

CPD delivered on inclusivity to all curriculum departments December 2020

•

To celebrate a fully inclusive curriculum, a member of NWEDI group is to deliver sessions to
Personal Tutors and Heads of Department in Feb 2021.
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8

Equality and Diversity in the news

Here are just a few of the stories we have captured which show the range of activity taking place at
the College to foster good relations, drive equality forward and to celebrate diversity.
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