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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 Single Equality Scheme 2016-2020; 
• improving the image of our College.  

 
 
This report provides an overview of the College’s activities in support of equality and diversity during 
the academic year 2017/18, including progress towards its agreed equality objectives and a summary 
of key staff and student data 
 
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. 
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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 2018-
2021.  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  

• 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  
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• 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 
 
The Equality Act 2010 outlines our responsibilities to:  
 
• Eliminate unlawful discrimination  
• Advance equality of opportunity  
• Foster good relations  
 
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 Single Equality Scheme and 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 two 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 
• The Single Equality Scheme and Action Plan 
• Self-assessment reports, Student Review Boards, and Quality Improvement Plans  

 
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. 

 
Progress against our Equality Objectives 
 
The College has set a number of key Equality and Diversity objectives.  Equality policy and practice is 
monitored by the Equality and Diversity Committee which is chaired by the Vice Principal. As part of 
the 2016/17 Annual Report, the College decided to add two additional equality and diversity 
objectives: 
 

• To further enhance learner voice pathways and support mechanisms for minority 
groups of learners 
 

• To raise aspirations and narrow achievement gaps for learners from Widening 
Participation postcodes and disadvantaged backgrounds 
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These have been included as objectives 5 and 6. A summary of progress against the objectives can 
be seen in the following table: 

PROGRESS - EQUALITY AND DIVERSITY OBJECTIVES 
 
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.” 

 
• 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 
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 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 held numerous promotional activities across the year 

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. 

 
• The Confucius Classroom provides free Mandarin lessons and Tai Chi classes which are 

available for staff and learners. 
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2: Provide a supportive ethos and high levels of mutual respect where discrimination is 
not tolerated and barriers to learning are removed. 

 
• 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 shared that staff in their teams felt 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. 

 
• 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.” 
 

 

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.  
 
• Enrolment form amended for 2017 and enrolment process reviewed to include late enrolees 

more effectively. 
 

• A management information cross-referencing 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 had refused an initial offer of support have now been re-contacted twice and 
re-offered 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, (live 
disclosures) accessing some form of additional support. 

 
• The Equality and Diversity data collection form is now included in application packs rather 

than just upon appointment of staff. 
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• A new HR and Payroll system tender process was completed with the specification including 
all Equality and Diversity data collection requirements. Staff training has now commenced. 
 

• The College achieved the Level 2 Disability Confident in September 2017. 
 

• 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 ESS in March 2018 to further encourage staff to 

disclose information. 
 

• Equal Opportunities data scorecard populated by HR on a monthly basis to capture staff 
information in relation to protected characteristics.  In-year progress made in reducing non-
disclosure – see Our Staff section. 

 
4: Actively promote non-stereotypical recruitment and support attainment  
 
• Ofsted identified how well the College addresses the diverse needs of learners. “The 

integration of learners with high needs into mainstream college life is highly effective.” 
 

• Case studies developed for 5 female engineers launched on Women in Engineering day on 
23 June 2017. 

 

 
 

• Other case studies developed for prospectus included: male florist, male hairdresser and 
male health & social care 

 

 
 

• Photographer has updated images from all curriculum areas.  These were used on the 
website and in the new 2018-19 marketing materials. 
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• Consultants have been appointed, as part of a College project to re-develop the dashboard to 

include Equality and Diversity related data. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
5: To further enhance learner voice pathways and support mechanisms for minority 
groups of learners 
 
• Student Council was launched in Wigan in 2017 and provides an opportunity for students to 

discuss key items and share ideas for development direct with an Assistant Principal. Leigh 
group launched in December 2018.  
 

• Student Council and Heads of Studies have introduced three new groups: 
- Young Carers  
- LGBTQ / BeYOURSELF group. 
- 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) 
 
New in September 2018: 
- Sustainability and H&S group (group name to be confirmed) 
- Promoting good mental health and inclusive practice (group name to be confirmed) 
- Entertainment and marketing (group name to be confirmed) 
- BME group (group name to be confirmed) 

 
• New strategies and activities introduced to encourage quieter students to make friends and 

engage in new activities, for example the ‘Yu-Gi-Oh’ group, Let Love Grow event, 8 Days of 
Christmas and the Chaplaincy group: with over 40 completing the ALPHA programme, this is 
for all faiths and none but is a safe space to be faithful.  

 
• 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; this week also 
embedded LGBT month activities. Let Love Grow is planned for Feb 2019 

 
• Democracy day event held in term 1 (2017); planned for term 2 in 2019 
 
• 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.   
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• The ESOL study programme students have attended more external trips this year. 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. 
 

• 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. 

 
• The Tackling Activity team deliver weekly sports and healthy activity sessions which have 

been a success with ESOL students, plus interaction with other students in terms of 
lunchtime activities provided by the team has been positive.  

 
• Adult learner voice approaches added to college quality calendar.  

 
• Planned Personal Tutor rep meetings for Discrete Adult courses (Access) once each term. 

Planned Head of Study led meetings with Personal Tutor reps once each term. Commenced 
new academic year 2018. 

 
• Planned Head of Studies led programme focus groups once each term for adult learners 

infilling into study programmes. Commenced in new academic year 2018. 
 

• Planned targeted focus groups for Discrete Adult Courses (with no personal tutor) agreed 
with Heads of Department. Once each term 

 
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. 
 

• Student Review Board class information lists have been enhanced to clearly identify High 
Needs learners.  An overall report has also been produced to monitor all High Needs learners 
in one report 
 

• Head of Studies are leading on a project with Wigan Borough Council focused on Looked 
after Children and Care Leavers – advocacy and understanding project. 

 
• Plan in place for Virtual School to attend to provide training for all personal tutors  

 
• 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 exceeding College 
average achievement rates which are significantly above national rates 
 

• 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. 
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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 Approximately 50%/50% 
Average Age 40 years 
Born in England 95.0% 
English as a first language 98.1% 
Other languages (Polish) 0.4% 
Religion - Christian 77.8% 
Religion - Muslim 0.7% 
Religion - other 0.5% 
No Religion 15.0% 
Married 46.6% 
Cohabit – opposite sex 12.9% 
Cohabit – same sex 0.7% 
Single 23.5% 
Separated/Divorced 9.0% 
Ethnicity - White British 95.5% 
Ethnicity - Other White 1.3% 
Ethnicity -  Asian/Asian British 1.1% 
Ethnicity -  Other 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. During 
2017/18, 55% of 16-18 learners and 57% of adult learners came from disadvantaged areas.  The 
College continues to grow in size despite a demographic downturn for 16-18 learners and the 
following sections identify the volume of learners from different groups. 
 
Provision is divided into three 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. Apprenticeships:  this includes direct College apprenticeship provision and provision managed 
through a sub-contractor 

 
3. H.E:  this includes learners on Pearson HNC/HND provision and learners completing provision 

at College in partnership with UCLan. 
 
The volume of provision identified in the tables below is determined by the number of courses taken 
by cohorts of learners rather than the actual number of learners.   
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Our Learners – Education & Training participation 
rates and performance 
 
 
 
Learner participation by Age Group 
 
The largest cohort of learners attending College provision is the 16-18 age group. 
 
 

 
 

 
 
Achievement rates by Age Group 
 
On a national basis, adults achieve at a higher rate than 16-18 years by approximately 7% points and 
this trend is mirrored within College Achievement rates. Both 16-18 and adult achievement rates have 
continued to improve and remain considerably higher than national averages.   
 

 
 

0%

10%

20%

30%

40%

50%

60%

70%

2015/16 2016/17 2017/18

Learners by Age

16-18 19+

65.00%

70.00%

75.00%

80.00%

85.00%

90.00%

95.00%

2015/16 2016/17 2017/18

Achievement rates by Age

16-18 19+



 

13 | P a g e  
 

Learner participation by Sex 
 
For 16-18 learners, the participation gap is closing between male and female learners.  Adult 
participation rates at College remain high for female learners at 67%. The spread of recruitment 
demonstrates that males are under-represented with the current adult offer.  
 

 

 
 
  
Achievement rates by Sex 
 
Achievement rates have improved for all cohorts of learners with the exception of 16-18 females 
where achievement rates have remained static.  These still exceed national rates.  There has been a 
swing of nearly 14% points in the achievement rates for 16-18 males over the three year period 
compared to an increase of just over 4% points for 16-18 females. The achievement rates for male 
adult learners has also improved significantly by over 10% points over the same three year period; 
this compares to nearly 6% points for female adults. 
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The gap between male and female learners has narrowed for both 16-18 and 19+ learners with the 
gap now closed for 16-18 male learners.  In line with static growth in achievement rates for 16-18 
female learners, this now needs to be monitored closely although the gap still remains small at 1.3% 
point when compared to males. 
 

 
 
 
Learner participation by Ethnicity 
 
The proportion of learners completing qualifications at College that do not identify as White British is 
increasing for adult learners (28% in 2015-16 to 38% in 2017-18). This is mainly a result of an 
increase in participation on ESOL courses (English as a Second Language). 16-18 participation rates 
are slightly higher than the local population (as compared to the last census) with regards to 
participation of learners that do not identify as White/British.  
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Achievement rates by Ethnicity  
 
Achievement rates for all groups are above national rates.  Learner who do not identify as 
White/British continue to have higher achievement rates for both 16-18 and adult cohorts.  Although 
there is an improvement between 2016/17 and 2017/18, the rate of achievement rate progress has 
slowed for White/British learners. 
 
 

 
 

 
Learner participation by Disability/Learning Difficulty/Health Problem 
 
The College has comprehensive mechanisms to encourage learners to disclose any disability, 
learning difficulty or health problem. The proportion of 16-18 learners with a disability/learning 
difficulty or health problem remains consistent at 24% with a slight decline for adult learners since 
2015-16. 
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Achievement rates by Disability/ Learning Difficulty 
 
For 16-18 learners, learners declaring a disability/learning difficulty perform particularly well with 
achievement rates higher than for those learners that do not declare a disability/learning difficulty.  For 
adult learners, achievement rates have improved for learners declaring a disability/learning difficulty 
but these remain lower than for learners that do not declare a disability/learning difficulty.  All groups 
perform better than national rates. 
 

 
 
 
For 19+ learners, the achievement gap is narrowing from 5% points to 2.6% points.  For 16-18 
learners, achievement rates are now over 3% points higher for learners declaring a disability/learning 
difficulty. 
 
 

 
 
Learner participation by Widening Participation Postcodes 
 
Deprivation due to social and economic hardship can be measured by postcode analysis and the data 
shows that the majority of our learners attend College from widening participation postcodes.  The 
proportion of 16-18 learners from a Widening Participation postcode is decreasing whilst this is 
increasing for adult learners. 
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Achievement rates by Widening Participation postcodes 
 
Learners living in an area of social deprivation (Ward Uplift) have improved achievement rates over 
the last two years for both 16-18 and adult learners. 
 
 

 
 

 
The gap in performance for has closed considerably between 2016/17 and 2017/18; this was included 
as a new Equality Objective last year and the actions taken demonstrate positive impact. 
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Success by learners receiving Additional Learning Support 
 
Learners who require Additional Learning Support 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 
study demonstrates the continuous high level of performance in this area.  
 
 
Case Study - Jonny 

 
Jonny joined the college in 2013 on a two year Level 3 Diploma in IT. Jonny has a diagnosis of 
Autistic Spectrum Disorder, (ASD). Prior to joining the college, the Additional Learning Support 
Team worked closely with Jonny to help support his transition from school and prepare him for 
college life. 
 
During the first year of his programme, Jonny had one to one support at all times to ensure he 
had understood verbal and written information and instructions and  to help him manage his 
anxiety levels, which at times could be high due to the nature of his ASD difficulties. By working 
closely with Jonny around his anxieties, the Additional Support Team were able to significantly 
reduce the level of support Jonny received during the second year of his programme, enabling 
him to work far more independently. 
 
With appropriate support, Jonny made incredible strides in his learning, developing both his 
academic and social skills. In 2015, Jonny progressed to Higher Education at Wigan and Leigh 
College, successfully completing a HND in IT 2017. During this time Jonny secured temporary 
employment as a Games Tester for Sony. He was offered a permanent position but turned this 
down to continue his studies. Jonny completed his BSc (Hon) Computing Degree at the University 
Centre, Wigan and Leigh College gaining a 2i; he has subsequently progressed to Edge Hill 
University and is now completing his Masters. 
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Our Learners – Apprenticeship participation rates 
and performance 
 
 
Learner participation by Age Group 
 
 
Participation rates by age group have remained relatively consistent since 2015-16. 
 

 
 
 

 
 
Achievement rates by Age Group 
 
Following a decline in 2016/17, achievement rates have improved to above national average for 16-18 
learners in 2017/18.  There has been a slight decline for adult learners. 
 

 
 
16-18 and 19+ achievement rates are closing and are now within 5% points 
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Learner participation by Sex 
 
There continues to be significantly higher numbers of 16-18 male apprentices as a result of STEM 
provision at the Pagefield campus. There is a narrowing in participation rates for adult male 
apprentices although sub-contracted provision is significantly weighted to frameworks that attract 
female apprentices. 
 

 
 

 
 

 
Achievement rates by Sex 
 
16-18 male apprenticeship achievement rates have improved significantly although 16-18 females 
continue to perform better with a three year trend of improvement.  Adult male achievement rates also 
demonstrate an improving trend although there has been a decline in adult female achievement rates, 
mainly within the Health and Social Care sector.  
 

 
 
 
The gap in achievement rates for 16-18 males has narrowed.  
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Learner participation by Ethnicity 
 
There is an under-representation of 16-18 BAME apprentices in line with the national picture with 1% 
of apprentices from this background compared to a population of approximately 5%).  This accounts 
for 11 apprentices in 2015/16, 7 apprentices in 2016/17 and 6 apprentices in 2015-16. The increase in 
adult participation (9%) is a result of the wider catchment area for sub-contracted provision.  
 

 
 
Achievement rates by Ethnicity  
 
Low numbers of apprentices from a BAME background provides unreliable data sets for comparison. 
 
Learner participation by Disability/Learning Difficulty/Health Problem 
 
Participation rates of learners with a disability/learning difficulty are very low for both 16-18 and 19+ 
apprentice cohorts.  
 

 
 
Achievement rates by Disability/ Learning Difficulty 
 
Low numbers of apprentices with a disability/learning difficulty provides unreliable data sets for 
comparison. 
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Our Learners – Higher Education participation rates 
and performance 
 
 
Learner participation by Age Group 
 
Mature learner (21+) participation rates have been higher than under 21 participation rates for three 
years with the gap widening in 2017/18.  
 

 
 
 
Achievement rates by Age Group 
 
Achievement rates have improved for younger HE learners with a decline in achievement rates for 
mature learners. 
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Learner participation by Sex 
 
Participation rates are highest in the mature category where the participation gap between males and 
females is closing although still dominated by male learners. In the younger cohort, male participation 
rates are significantly higher.  This is a result of high concentration of male learners at the Pagefield 
campus studying Engineering and Civil Engineering courses. 
 
 

 
 

 
Achievement rates by Sex 
 
Younger males below the age of 21 perform particularly well compared to younger females where 
there is a decline in achievement rates since 2015/16.  Achievement rates for mature male and 
female learners is inconsistent with a decline in mature male learners having most impact on overall 
achievement rates in 2017/18. 
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Learner participation by Ethnicity 
 
Participation rates for BAME learners is exceeding local population rates for BAME learners and is 
increasing particularly in the mature market. Overall numbers of learners are small at 13. 14 and 23 
learners over the last three years. 
 

 
 
 
Achievement rates by Ethnicity  
 
Low numbers of learners from a BAME background provides unreliable data sets for comparison 

 
 
Learner participation by Disability/Learning Difficulty/Health Problem 
 
There has been an increase in the proportion of learners identifying that they have a disability/learning 
difficulty.  This figure is now 17% compared to 10% in 2015-16. 
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Achievement rates by Disability/ Learning Difficulty 
 
For those learners declaring a disability/learning disability, achievement rates improved significantly 
between 2015-16 and 2017-18. As such, the gap in performance has improved significantly for both 
cohorts since 2015/16.   
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Our Staff 
 
Staff Age Profile 
 
The College employed 494 staff at the end of the academic year 2017/18, including hourly paid staff. 
The age of Wigan and Leigh College staff ranges from 17 to 71 with the highest proportion of staff 
between 51-60 years. 
 

 
 
Staff Gender Profile 
 
We currently employ more females (300) than males (194) at Wigan and Leigh College.  
 

 
 
The gender profile for Wigan & Leigh College is slightly lower than the FE sector average which is 
64% female. We actively promote non-stereotypical gender recruitment in our internal and external 
recruitment adverts as we endeavour to challenge the stereotypical recruitment cycle.  
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Gender Pay Reporting 
 
The gender pay gap is the difference between male and female earnings expressed as a percentage 
of male earnings. The publication for the first Gender Pay Gap Report was 30th March 2018. 
 
The gender pay gap differs from equal pay. Equal pay deals with the pay differences between men 
and women who carry out the same jobs, similar jobs or work of equal value.   The College pays on a 
grade system for job types so equal pay for a role is offered to all successful candidates regardless of 
their gender. 

The College data prepared in line with the requirements of the report are detailed below. 
 
GENDER PAY CALCULATION COLLEGE DATA 
GENDER PAY CALCULATION COLLEGE DATA 
Average gender pay gap as a mean average 6.05% 
Average gender pay gap as a median average 25.48% 
Average bonus gender pay gap as a mean average 0% variance 
Average bonus gender pay gap as a median average 0% variance 
% of Females who received a bonus 2.34% 
% of Males who received a bonus 4.12% 

 
The mean calculation for the College is 6.05%; this is below the national figure of 18% as calculated 
by the Office of National Statistics and well below that of the education sector as a whole which is 
reported as 25% with FE standing at around 10% (FE Week 2016). 
 
The College figure also falls within the region of most UK organisations in that it reports a gender pay 
gap toward men, “74% of organisations across the UK report a gender pay gap towards men”. 
(www.gov.uk) 
 
The College median figure is 25.48% which reflects the high numbers of females within the 
organisation as well as the concentration of female workers in the part-time and term time roles at the 
lower part of the pay range.  This is indicative of other education providers and reflected in the 
national picture with “Seventy-three per cent of part-time workers are women, and 41% of women 
work part-time compared with 12% of men”. (CIPD 2017) 
 
The middle and upper quartile figures show even distribution of male and female (50/50 in Q3) and 
the upper quartile shows we have more women than men in our management roles.  The College has 
a high number of females in management and senior management roles with 67% of its management 
team being female and 33% male.  Of the Executive Team, similar proportions apply with 60% of the 
most senior roles in the organisation held by females. This shows that the College promotes and 
attracts women into these more senior roles successfully. 
 
For the College, the median gap can be attributed to the range of flexible working arrangements 
offered by the College (i.e. term time roles) that work with the business needs of education.   
 
The strategies in place to address the gap are as follows: 
 

• The College continues to work on strategies to attract more males into part-time and term time 
roles through promotion of the opportunity to work in this way more flexibly. 

 
• Support for women returning to work through further promotion of job sharing, compressed 

hours, part-time and term time opportunities, parental leave, shared parental leave and 
paternity leave which are all already options within the College. 

 
• Encouraging men to take advantage of the policies and procedures already in place at the 

College around caring responsibilities.   
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• Consideration of the promotion of case studies of those who have already taken advantage of 

these policies. 
 

• Further development of our working from home arrangements which are currently in place for 
academic staff during holiday periods that may influence male take up of more flexible working 
options in the long term. 

 
• Development of strategies and induction for those returning to the workforce following a career 

break or maternity leave 
  
Staff Disability Profile 
 
We currently have 26.52% staff who have not specified whether they have a disability. This figure has 
reduced from 31.9% last year. The percentage of staff who disclosed a disability during 2017/18 is 
1.62% which remains similar to last year’s figure of 1.6%. We have made increased efforts in 2017/18 
to request and record this data from staff via survey activity rather than relying solely on return of 
paper based forms.  
 
We continue to be a Disability Confident Employer in line with the national scheme and have worked 
with the scheme to ensure that we are compliant with their requirements.  We prominently display and 
promote the Disability Confident symbol on our letterheads and corporate information and state that 
we particularly welcome applicants with a disability. We continue to work with Access to Work, 
Occupational Health and other specialist organisations to ensure the best support is provided. 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.  
 
We ensure that all members of staff have the opportunity to develop and progress in their role. We 
monitor this through annual individual staff performance development reviews and staff satisfaction 
surveys.  
 
We have delivered training to key 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.  Reasonable adjustments are embedded in our 
policies and practice to ensure effective support for those with a disability, including mental ill health. 
 
Staff Ethnicity Profile 
 
Wigan and Leigh College has a predominantly White British workforce (95.6% compared to 96.6% 
last year).  This is in line with the last available census in 2011 at 95.5%. The proportion of staff who 
have not identified their ethnicity is 22.06% compared to 29% last year.  As with other criteria, steps 
are being taken to encourage a climate where staff feel able to disclose and identify their 
characteristics.  This has been undertaken for current staff through promotion of the reasons for 
collecting the information through the iTrent system.  Staff can also confidentially update their 
information via iTrent.  In addition staff are encouraged to provide this information on appointment 
through a confidential process as part of the collection of personal information.  Information is also 
requested at application stage and the team are developing processes to analyse this information 
moving forward. 
 
Staff Sexual Orientation Profile 
 
We currently have 63.56% staff who have not specified their sexual orientation.  This has declined 
considerably from 82.5% last year. Further efforts are currently being made to improve this data in the 
same way strategies are being explored for encouraging disability disclosure in order to create a 
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climate where staff feel secure to disclose.  Of the staff that have disclosed information, 2.01% have 
identified as LGBT compared to 4% last year. 
 
Staff Religion/Belief Profile 
 
The majority of staff at the College have not specified their religion (62.55%) although this has 
declined from 83.8% last year. Of the staff that have disclosed information, 53% are Christian 
(compared to 61% last year), 8.1% follow another religion (compared to 14% last year) and 39% have 
identified as having no religion, are atheist or agnostic (compared to 18% last year). The College 
provides a chaplaincy service across all sites which are available to staff and learners. We continue to 
promote key religious dates and flexible working for prayer and religious celebrations. The College 
supports staff as much as possible to take leave for religious observance 
 
Staff profile against other protected characteristics 
 
In relation to the following protected characteristics, disclosure is encouraged from initial application 
through to successful appointment and beyond.  For current staff, we have introduced a new HR 
system that will enable individuals to input this information for themselves; this will work alongside a 
campaign to encourage staff to disclose personal data. 
 
Staff Survey 
 
There were high levels of staff engagement and satisfaction reflected in the 76% return rate from the 
Staff Survey carried out in the summer of 2017. The Communication Strategy including all staff 
briefings continues to be successful and informative for staff with excellent feedback on a regular 
basis.  In addition communication was identified as a positive through the Staff Survey with an 81% 
positive response rate in the communication category.  The Staff Survey results for the College were 
above the benchmark results in all sections of the York College Survey group.  The Staff Survey will 
be undertaken again in the summer of 2019. 
 

 
Case Study 
 
The College works with the national Disability Confident Scheme and are an accredited Disability 
Confident Employer.  In addition the College provides a range of services for all staff to support 
any staff with a disability or health condition including a monthly occupational health clinic and 
Employee Assistance Programme. 
 
The College has supported a number of staff with existing conditions or conditions developed 
during their employment at the College. 
 
One example that shows the range of support and adjustments that have been utilised for staff is 
in individual with a diagnosed medical condition which is classed as a disability due to its long 
term impact on day to day living.  The condition impacts through increased vulnerability to viruses 
as well as having a debilitating and tiring effect.  In order to support this member of staff a range 
of flexible working arrangements have been put in place and regularly reviewed as they require 
adjustments as the impact of the condition changes.  This has included working from home, 
flexible days and reduction in particular duties that impact on the condition at particular times of 
the year.  The employee is supported by their line manager and the HR Team through regular 
update meetings as well as regular reviews with the occupational health adviser.  This has 
ensured that the employee has remained in work and is able to carry out the duties of their role 
with this support.  
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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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