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Progress to targets set after 2008/09 review
A number of targets were set last year, other carried over from the previous year.  Both are listed below alongside progress to date:

	TARGET
	PROGRESS TOWARD

	Review the proportion of Pakistani males refused a place at College

Raise Pakistani male attainment at A/AS to the peak reached in 2007 

Reverse the deterioration in White female attainment at AS and achievement at GCSE

Raise the retention of white females, especially at AS level

Raise the attainment of Pakistani students at GCSE 

Monitor the number of White British females on the discipline system

Reduce the number of White British females dropping to 3 AS

Raise the retention rate for students with a learning difficulty/disability   
STAFFING:

Continue current proportion of applications from ethnic minority groups

Target to shortlist more applicants from ethnic minority groups

Publicise training courses to support staff and ethnic minority staff in particular

A more balanced gender profile amongst the staff, closer to 50/50 from current 59% female, 41% male

A more balanced gender profile across middle and senior management

All staff to complete the staff details form

Move from 9% to 15% of all staff aged under 30

Steps to ensure more staff report a disability once incurred


	Sharp fall to just two students in 09/10
Rose by 14 UCAS points at A level but fell by 4 at AS

Sharp improvement at GCSE, fall at AS and rise at A level

Continue to have the lowest retention rate at BTEC and AS 

Sharp improvement for boys but deterioration at level 2 numeracy/literacy
Continue to be the most likely group to change course

Higher than the College average for all LDs and disabilities in 09/10

Applications from minority ethnic groups steady at 27% in last 3 years

Down to 15% from 17% in 2009/10
88% of course places attended by White British staff
60% female and 40% male

As of 01.09.10

Better balance of male/female staff in middle management posts

All bar 1 completed in 09/10

22% as of 01.09.10
Such attempts are ongoing



The findings of this year’s review will be presented at staff INSET.  Targets for both the pastoral and curriculum areas should be fed into the document and then monitored.  

 SECTION B: STAFFING
Applications for posts
Applications for all posts (Internal & External) 2009/10
	Code
	Ethnicity 
	Male 
	Female

	11
	Bangladeshi
	4
	4

	12
	Indian 
	19
	30

	13
	Pakistani
	27
	16

	14
	Other Asian
	1
	0

	15
	African 
	12
	4

	16
	Caribbean 
	1
	2

	17
	Black other
	0
	1

	18
	Chinese 
	2
	1

	19
	White Asian
	0
	2

	21
	Wh/Bl Caribbean
	1
	0

	22
	Mixed 
	1
	2

	23
	White British
	184
	299

	24
	White Irish
	6
	7

	25
	White other
	10
	11

	98
	Other 
	1
	0

	 99
	Do not wish to say
	7
	4

	 
	TOTAL
	276
	383


In 2009/10, 58% of applications for all posts came from female candidates and 42% from male candidates. Of which 73% were received from applicants with a white British background and 27% from applicants from an ethnic minority group. From the candidates that applied and who stated they were from an ethnic minority group; 51% were male and 49% were female.  

As in previous years, applications received were predominantly from white British females at 45%.  
3% (18) of all applicants for 2009/10 were registered disabled.  This increase could perhaps be due to increased awareness and understanding of disability, and better recording practices, rather than the college actually attracting more applicants with a registered disablility.  

Applications for Teaching posts 2009/10
	Code
	Ethnicity 
	Male 
	Female

	11
	Bangladeshi
	4
	4

	12
	Indian 
	17
	22

	13
	Pakistani
	25
	12

	14
	Other Asian
	1
	0

	15
	African 
	12
	4

	16
	Caribbean 
	1
	2

	17
	Black other
	0
	1

	18
	Chinese 
	2
	1

	19
	White Asian
	0
	1

	21
	Wh/Bl Caribbean
	1
	0

	22
	Mixed 
	1
	2

	23
	White British
	170
	232

	24
	White Irish
	6
	7

	25
	White other
	8
	10

	98
	Other 
	1
	0

	 99
	Do not wish to say
	6
	1

	 
	TOTAL
	255
	299


Out of the 554 applications for teaching posts for 2009/10, 402 (73%) were from white British applicants and 145 (26%) were from people from an ethnic minority group. 1% declined to state their ethnicity, which is a continued fall from 2% in 2008/9. The percentage of applications from ethnic minority applicants has increased since 2007/08 from 23% to 26%. 

The percentage of applications received for teaching posts in 2009/10 compared to 2007/08 from female candidates declined from 60% to 54% and 40% from male candidates rose to 46%, therefore becoming more balanced in terms of the gender split. Significant changes in applications were; 8 applications received from Bangladeshi candidates, an area normally underrepresented in the past, also a rise in the number of applications received from Indian candidates, which was 8% in 2006/07 down to 5% in 2007/08 and now back up to 7%. However, the previously noted increase in the number of female applicants from Indian and Pakistani backgrounds, from 5% in 2006/07 to 8% in 2007/08 has now slightly decreased to 6%. 

Applications for Support Staff posts 2009/10
	Code
	Ethnicity 
	Male 
	Female

	11
	Bangladeshi
	0
	0

	12
	Indian 
	2
	8

	13
	Pakistani
	2
	4

	14
	Other Asian
	0
	0

	15
	African 
	0
	0

	16
	Caribbean 
	0
	0

	17
	Black other
	0
	0

	18
	Chinese 
	0
	0

	19
	White Asian
	0
	1

	21
	Wh/Bl Caribbean
	0
	0

	22
	Mixed 
	0
	0

	23
	White British
	14
	67

	24
	White Irish
	0
	0

	25
	White other
	2
	1

	98
	Other 
	0
	0

	 99
	Do not wish to say
	1
	3

	 
	TOTAL
	21
	84


Out of the 105 applications received for support staff posts, 80% were from female candidates and 20% male. 77% were from a white British background and 20% of the people who applied were from an ethnic minority background which is a decline from 2008/9 (22%), 3% did not wish to say. 

Short listing 

Short Listing for all posts 2009/10

	Code
	Ethnicity 
	Male 
	Female

	11
	Bangladeshi
	0
	0

	12
	Indian 
	2
	3

	13
	Pakistani
	5
	5

	14
	Other Asian
	0
	0

	15
	African 
	0
	0

	16
	Caribbean 
	0
	0

	17
	Black other
	0
	0

	18
	Chinese 
	0
	0

	19
	White Asian
	0
	0

	21
	Wh/Bl Caribbean
	1
	0

	22
	Mixed 
	0
	0

	23
	White British
	38
	68

	24
	White Irish
	0
	2

	25
	White other
	1
	0

	98
	Other 
	0
	0

	 99
	Do not wish to say
	0
	0

	 
	TOTAL
	47
	78


19% of the applications received for all posts in 2009/10 were short listed for an interview. Of those applicants that were short listed, 62% of them were female and 38% were male. Notably only white, Indian, Pakistani, White Irish, White other and Wh/Bl Caribbean candidates were short listed. Overall 85% (106) were white, 8% (10) were Pakistani, and 4% (5) were Indian.  White females continue to be the group most likely to be shortlisted (54%) but this had decreased dramatically from 2008/09 when this figure was 88%.  8 ethnic minority females were shortlisted which is a significant increase from 2007/08 when this figure was zero. An area for consideration for next year would be to continue the work on actively encouraging people from more diverse ethnic backgrounds to apply for positions within the college.   

Short Listing for Teaching posts 2009/10
	Code
	Ethnicity 
	Male 
	Female

	11
	Bangladeshi
	0
	0

	12
	Indian 
	2
	3

	13
	Pakistani
	5
	5

	14
	Other Asian
	0
	0

	15
	African 
	0
	0

	16
	Caribbean 
	0
	0

	17
	Black other
	0
	0

	18
	Chinese 
	0
	0

	19
	White Asian
	0
	0

	21
	Wh/Bl Caribbean
	1
	0

	22
	Mixed 
	0
	0

	23
	White British
	30
	53

	24
	White Irish
	0
	2

	25
	White other
	1
	0

	98
	Other 
	0
	0

	 99
	Do not wish to say
	0
	0

	 
	TOTAL
	39
	63


18% of the applicants who applied for teaching posts were short listed for an interview. Only 30 out of the 170 (18%) white British males that applied were short listed, compared with 53 out of 232 (23%) of white British females.  

However, none of the applicants who declared themselves as Bangladeshi, African, Caribbean or Chinese were invited for an interview. 

Short Listing for Support Staff posts 2009/10
	Code
	Ethnicity 
	Male 
	Female

	11
	Bangladeshi
	0
	0

	12
	Indian 
	0
	0

	13
	Pakistani
	0
	0

	14
	Other Asian
	0
	0

	15
	African 
	0
	0

	16
	Caribbean 
	0
	0

	17
	Black other
	0
	0

	18
	Chinese 
	0
	0

	19
	White Asian
	0
	0

	21
	Wh/Bl Caribbean
	0
	0

	22
	Mixed 
	0
	0

	23
	White British
	8
	15

	24
	White Irish
	0
	0

	25
	White other
	0
	0

	98
	Other 
	0
	0

	 99
	Do not wish to say
	0
	0

	 
	TOTAL
	8
	15


From the applications received for support staff roles, 23 out of the 105 (22%) were short listed for interview, 65% (15) were female and 35% (8) were male. Out of the 23% (24) of applications from ethnic minority applicants, for support staff roles, none of them were short listed for an interview. 

Appointments 

During 2009/10 there were 34 appointments in all, 12 were male (35%) and 22 were female (65%).  Of the appointments made, only 5 (15%) were non-white. 5 ethnic minority candidates were appointed, which is the same figure as 2008/09. 
Training 
Record of Training undertaken by SMT 
	Ethnicity
	Male
	Female
	%

	23
	5
	4
	100

	Total
	5
	4
	


Training by Teaching Staff 2009/10

	Ethnicity
	Male
	Female
	%

	13
	5
	1
	8

	23
	26
	34
	82

	12
	3
	1
	5

	21
	1
	0
	1.4

	98
	1
	0
	1.4

	XB
	0
	1
	1.4

	Total
	36
	37
	


Training by Support Staff 2009/10

	Ethnicity
	Male
	Female
	%

	23
	15
	34
	96

	12
	0
	1
	2

	98
	1
	0
	2

	Total
	16
	35
	


In total, staff attended 133 training courses in 2009/10.  Of these 89% (118) were attended by White British staff members.  Given that the college is made up of 81% White British staff members, it appears that ethnic minorities are slightly under-represented in attendance at training courses.  Males attended 43% of courses, and females attended 57% of courses.  This figure is quite in-line with the college ratio of 40% male and 60% female.

It must be worth noting that the college has moved away from individual training sessions towards providing full staff training which promotes inclusivity.  This is much more cost effective and a better use of funding.  This method provides every staff member with opportunities for professional development.
Staff Profile by Ethnicity, Age, Disability and Gender  2009/10
Ethnicity 

	Code
	Ethnicity 
	 
	 
	Total
	%
	Nat

	
	
	Male
	Female
	
	
	%

	11
	Bangladeshi
	0
	0
	0
	0
	 

	12
	Indian 
	3
	4
	7
	4
	3.5*

	13
	Pakistani
	4
	2
	6
	3
	 

	14
	Other Asian
	0
	0
	0
	0
	 

	15
	African 
	0
	0
	0
	0
	2.80%^

	16
	Caribbean 
	0
	0
	0
	0
	 

	17
	Black other
	0
	0
	0
	0
	 

	18
	Chinese 
	0
	0
	0
	0
	1.2

	19
	White Asian
	0
	0
	0
	0
	 

	20
	Wh/Bl African
	0
	2
	2
	1
	 

	21
	Wh/Bl Caribbean
	1
	1
	2
	1
	1~

	22
	Mixed 
	0
	0
	0
	0
	 

	23
	White British
	58
	99
	157
	81
	82.6

	24
	White Irish
	1
	2
	3
	2
	 

	25
	White other
	1
	1
	2
	1
	3.9

	98
	Other 
	2
	1
	3
	2
	 

	XB
	 
	0
	1
	1
	0.5
	1.2

	 99
	Do not wish to say
	 
	 
	12
	6
	 

	
	
	7
	5
	
	
	3.9

	 
	Total
	77
	118
	195
	 
	 

	 
	 
	 
	 
	 
	 
	 


* Data for ‘Asian heritage’

^ Data for ‘Black’
~ Data for Mixed Race
In 2009/10 the percentage of white British staff has increased from 77% in 2007/08 to 81%, the number of staff from ethnic minorities has significantly increased from 5% in 2006/07 to 12%. However, the number of people who did not wish to specify their ethnic origin remained high and continues to be the second largest ethnic grouping. 4% of the workforce are of Indian origin followed by 3% of Pakistani heritage, 2% white Irish, 1% of other white, Wh/Bl African and Wh/Bl Caribbean.  
National Benchmark
The final column allows a comparison with national average.  The College is more diverse by 1.4% than the national benchmark, though African staff are under-represented and Asian heritage over-represented versus the national average.

Data for the North West region suggest 10.6% of staff in SFC/FE are from BME groups; this contrasts with 19% at BSFC.
Age 

	Age
	Male
	Female
	Total 
	%
	Nat* %
	Nat TS %

	21-30
	17
	26
	43
	22
	15.7
	9.8

	31-40
	16
	32
	48
	25
	20.8
	20.9

	41-50
	25
	34
	59
	30
	18.2
	30.7

	51-60
	13
	23
	36
	18
	27.9
	27.7

	61+
	7
	2
	9
	5
	7.2
	10.8

	Total 
	78
	117
	195
	 
	 
	 

	%
	40
	60
	 
	 
	 
	 

	
	
	
	
	
	
	


In 2009/10 the average age of a member of staff continues to be 44 years old, 53% of the workforce is aged 40 plus, and the targets set to increase the number of aged below 40 employees appears to have been met whereby now there is much more even distribution between the below 60 age groups.

National benchmarks (*full time staff in SFCs/FE 2009-10): the staff profile is ‘younger’ than the national average, with a significantly lower proportion aged 51-60. This is a very similar profile to that of teaching staff.
Gender

In 2009/10, women make up 60% of staff and men account for 40%. On the Management Team (including Senior Managers, Heads of Departments and Senior Tutors) of 34, 47% are male and 53% are female.  This is a move towards a much more even split than previously seen in 2007/8 whereby 60% were male and 40% female.  
National benchmarks: Women made up 43.5% of full time staff in 2009-10, with 70.7% of part-time staff 
Disability

The college is currently aware of 12 members of staff that would be covered by the Disability Discrimination Act. 
National benchmarks: In 2009-10, 3.2% of staff in FE/SFCs declared they had a disability

Time Series Analysis 

Applications for posts by Ethnicity

	 
	2002/03
	2003/04
	2004/05
	2005/06
	2006/07
	2007/08
	2008/09
	2009/10

	Bangladeshi
	 
	 
	 
	 
	 
	1
	1
	8

	Black African
	2
	1
	2
	 
	3
	5
	4
	16

	Black Caribbean
	1
	2
	4
	1
	5
	 
	3
	3

	Black Other
	 
	 
	1
	 
	 
	 
	 
	1

	Chinese 
	 
	 
	 
	1
	1
	 
	1
	3

	Indian
	2
	1
	9
	4
	16
	5
	25
	49

	Pakistani
	2
	 
	6
	8
	14
	7
	21
	43

	White British
	74
	36
	57
	90
	152
	81
	216
	483

	White Irish
	 
	 
	 
	 
	 
	 
	5
	13

	White other
	 
	 
	 
	 
	 
	 
	9
	21

	Other Asian
	1
	 
	3
	2
	1
	2
	1
	1

	Other
	1
	 
	2
	1
	3
	9
	1
	1

	White Asian
	 
	 
	 
	 
	 
	 
	 
	2

	Wh/Bl Caribbean
	 
	 
	 
	 
	 
	 
	 
	1

	Mixed
	 
	 
	 
	 
	 
	 
	6
	3

	Do not wish to say
	22
	19
	15
	4
	0
	0
	6
	11

	 
	 
	 
	 
	 
	 
	 
	 
	 

	Total
	105
	59
	99
	111
	195
	110
	299
	659

	% white
	70.476
	61.017
	57.576
	81.081
	77.949
	73.636
	72.241
	73.293


Applications by Gender

	
	2002/03
	2003/04
	2004/05
	2005/06
	2006/07
	2007/08
	2008/09
	2009/10

	Male 
	45%
	54%
	39%
	49%
	50%
	37%
	32%
	42%

	Female
	55%
	46%
	61%
	51%
	50%
	63%
	68%
	58%


Short listing by Ethnicity

	
	2004/05
	2005/06
	2006/07
	2007/08
	2008/09
	2009/10

	White
	92%
	94%
	86%
	93%
	83%
	85%

	Ethnic minority
	8%
	6%
	14%
	7%
	17%
	15%


Short listing by Gender

	
	2004/05
	2005/06
	2006/07
	2007/08
	2008/09
	2009/10

	Male
	38%
	52%
	47%
	24%
	27%
	38%

	Female
	62%
	48%
	53%
	76%
	73%
	62%


Appointments by Ethnicity 2003-2010 

	
	2003 
	2004 
	2005 
	2006 
	2007 
	2008 
	2009
	2010

	White


	8
	10
	8
	11
	7
	14
	26
	29

	Ethnic minority
	0
	0
	1
	0
	2
	3
	5
	5

	Total
	8
	10
	9
	11
	9
	17
	31
	34


Selection is of course, strictly upon merit, but the small number of non-white appointments is disappointing.  Given that 11% of Boltonians (2001 Census) and 50% of the student body are of minority ethnic origin, the staff profile does not yet reflect the student body.

Appointments by Gender 

	
	2002 %
	2003 %
	2004 %
	2005 %
	2006 %
	2007 %
	2008 %
	2009 %
	2010 %

	Male
	56(9)
	62(5)
	50(5)
	55(5)
	45(5)
	33(3)
	12(2)
	23(7)
	35(12)

	Female
	44(7)
	38(3)
	50(5)
	45(4)
	55(6)
	67(6)
	88(15)
	77(24)
	65(22)

	Tally
	16
	8
	10
	9
	11
	9
	17
	31
	34


During 2009/10 there were 34 appointments in all, 12 were male (35%) and 22 were female (65%).   This is a positive improvement upon last year as in 2008/09 8 out of the 31 appointments were male (26%) and 23 were female (74%).

Staff Profile by Ethnicity 2003-2010

	Ethnicity (Teaching Staff)
	2003 %
	2004 %
	2005 %
	2006 %
	2007 %
	2008 %
	2009 %
	2010 %

	White British
	91
	92
	90
	87
	78
	77
	80
	81

	White Irish
	0
	0
	3
	3
	2
	2
	2
	2

	Wh/Bl African / Caribbean
	0
	0
	0
	0
	0
	0
	1
	2

	Pakistani
	5
	4
	4
	4
	2
	3
	4
	3

	Indian
	4
	4
	3
	4
	2
	5
	3
	4

	Other
	0
	0
	0
	2
	16
	2 
	2
	2

	Do not wish to say
	0
	0
	0
	0
	0
	11
	8
	6


Looking at how the college’s staff profile has evolved since 2003, it is pleasing to see that the college has an increasing number of teaching staff from ethnic minority backgrounds. However, the previous increase in the number of Indian members of staff to 5% in 2008 has declined to 4%.  Overall the percentage of non-white members of staff has increased from 10% in 2008 to 11% (not including those who did not wish to say). 

This suggests that the target set in 2005 to achieve 11% has been met in order to become more in-line with Bolton’s data, however the staff profile still does not reflect the student body.    

Staff Profile by Gender 2003-2010

	
	2003 %
	2004 %
	2005 %
	2006 %
	2007 %
	2008 %
	2009 %
	2010 %

	Male
	46
	47
	50.5
	50
	46
	43
	41
	40

	Female
	54
	53
	49.5
	50
	54
	57
	59
	60


56% of staff employed were female in 2001/02, falling to 54% in 2002/03 and 53% in 2003/04. In 2004/05 females made up 49.5% of teaching staff but 54% of all staff.  By 2005/06 there was an equal (50%) gender balance of teaching staff.  In 2008 there was an increase to 57% majority of female staff.  This majority continues to rise as females make up 60% of all staff.
In 2007/08, women made up 57% of staff and men 43%. Out of the 10 Student Managers, 80% were female and 20% male. On the Senior Management Team (including Heads of Departments) of 15, 60% were male and 40% female.  
In 2009/10 women made up 60% of staff and men 40%. Out of the 14 Senior Tutors, 71% were female and 29% male.  This is still a significant difference. On the Senior Management Team (including Heads of Departments) of 20, 60% were male and 40% female, therefore this figure remains constant from 2007/08.  The significant differences whereby males are over-represented in curriculum roles, and females are over-represented in pastoral roles could reflect perceptions of ability to perform these roles, and this could be a target upon which to reflect.

Staff Profile by Age 2005-2010

In 2004/05, the largest proportion of staff were aged 50-60 years (37%, was 30% in 03/04), followed by 40-50 years (26%, was 34%).  65% of the staff are 41 years old or over (was 64%).  27% of the staff were aged 40 or under, 22% aged 31-40 (was 26%) and 6% aged 21-30 (was 9%).  By 2005/06, 19 of 48 teaching staff (40%) and 26 of 72 support staff (36%) were aged over 50.  The next most common age range was 40-49 with 33% of teaching staff and 29% of support staff in this bracket.  Those aged below 30 made up a small proportion of the total (4% of support staff and 4% of the teaching staff).

By 2007/08, the average age of a member of staff is 44 years old, 68% of the workforce is aged 40 plus. With the most popular age range of 40-49 at 35%. The college encouraged younger applicants, notably 20-29 year olds to even out age profile as they only represented 13% of staff. However the latter figure is a marked improvement on the 2005/06 of just 4%. 

In 2009/10 the average of staff members continues to be 44 years old, as in 2008/9.  53% of the workforce is aged 41 plus, and the most popular age bracket remains as 41-50 with 30%.  The 21-30 category has seen a significant rise from 4% in 2005/06, to 13% in 2007/08, to 22% in 2009/10.  Therefore the previously set target to increase applications from this age group to 15% of total staff has been met, and now a more even distribution between the under 60 age groups can be observed.

CONCLUSIONS (STUDENTS)

This review has been completed by gender/ethnicity and also for students with a disability/learning difficulty.  Data tables follow that exemplify the analysis.  Consistent trends (over 3 years) are in bold.
British – Pakistani heritage students {13}

1.  Average attendance of 89%, a three year improvement
2.  Most likely of all ethnic groups to apply for a place at BSFC as a proportion of the Year 11 roll in partner schools
3.  Fall in Pakistani heritage students refused a place to two males I 10/11
Most likely group to apply post-enrolment

4.  Males are the most likely to appear on the discipline system and in a disproportionately large number (2.35 cards per student in 09/10)

5.  6.  Retention above the College average at AS (98%), below at A2 (88%) 
7.  Second lowest success rate at AS and A2
8.  Most likely to receive EMA (81%)
9.  Females achieved highest average points score at AS and A2 in 2010; males improved at A2 but remain lowest at AS 

10.  Improving A2 points score and Value Added for males
11.  Sharp rise in value added for females at A2 in last 3 years

12.  Grade 5 on ALPS value added at A level (males and females)

13.  Performance well below the College average on Vocational Courses, both male and female
14.  Sharp improvement in performance at Maths GCSE, some improvement in English
British – White {23}
1.  Lowest average attendance of major ethnic groups (87%) but a rise on the previous year
2.  Substantially more likely than students from other ethnic groups to change a course, especially females

3.  Least likely ethnic group to apply for a place at BSFC as a proportion of Year 11 roll in partner secondary schools
4.  White girls remain the most likely to drop a course from within the female category.

5.  Retention below the College average (84% male at AS; 60% at BTEC)

7.  Lowest success rate at AS for males, females at A2
8.  Less likely to receive EMA 59%
9.  White females were the most likely female ethnic group to be placed on a discipline card (1.18 instances) 

10.  Most likely group to receive counselling

11.  Rising average points score at A level (females). 

12.  Lowest average points score at AS level (Males) 

13.  Highest performers in GCSE Maths (males); 
15.  Highest achievers on Vocational courses (Males), females lowest performing; most likely to achieve distinction or distinction* at BF

16.  ALPS grade 5 at AS in 2009

17.  Highest increase in enrolments of all ethnic groups

British- Indian heritage students  {12}
1.  Highest average attendance of major ethnic groups at 91%
2.  Second most likely to receive EMA (81%)
3.   Second highest performers in maths GCSE; second highest at A/AS (females)
6.  Retention and success rates highest on all courses
7.  Large proportion of applicants from Year 11 on the LA role
8.  Grade 4 on ALPS value added indicator for males and females at AS 
9.  Increasing number of merit grades at BTEC First (females)
10.  Greatest proportion of students at DD on BTEC National Certificate

Black-African students - {15}
1. Average attendance above the College average at 91.9%
2.  Lowest proportion on a discipline card 
3.  Sharp increase in applications from Black African students as a proportion of the LA Year 11 role; second most likely group to apply at enrolment stage
4.  Black African females continue to be highest performers at A level 
5.  Black African males continue to be highest performers at AS level in terms of average points score
6.  Very high rate of retention on all courses except BTEC
Other students (small numbers, e.g. Chinese, Bangladeshi)

1. Chinese students- highest rate of retention on all courses
2. Chinese students- lowest rate of attendance (73.9%)
3. Bangladeshi students- least likely to receive EMA
Students with a disability/learning difficulty
1.  Students who declared a learning difficulty achieved on or around the College average with regards to their results at GCSE, AS and A level in 2009; sharp fall in performance of those with dyslexia in 2010 relative to other learning difficulties.
2.  100% of students with a specific disability or learning difficulty who applied actually enrolled in September 2009 (enrolment numbers above the number who applied.
3.  Retention was especially high for those with a learning difficulty.  Significantly higher for those with a recorded disability than for those without.
4.  Students with a disability or a learning difficulty were much less likely to appear on the discipline system than students with no disability or learning difficulty.  
5.  Less likely to change their course than those without a disability/learning difficulty, bar those with ‘other medical condition’
6.  Attendance rate around the College average for those with a learning difficulty/disability: 83.7% for disability; 86.2% for those with a learning difficulty.  
Summary of key targets for next year: Students
	Action
	By Whom
	By When

	Continue to review the number of Pakistani heritage students, and those with dyslexia, on the card system
Raise the attainment and success rate of White British males and females and Pakistani heritage boys at A/AS level

Raise the attendance of White British students

Reduce the number of White females who drop to three AS levels

Continue to raise the performance of ethnic minority students at levels 1 and 2 in Maths and English


	EO team, STs
HoDs/SMT

HoDs/SMT

STs/SMT

All department staff

	Ongoing

Ongoing

July 2012
July 2012
Ongoing




CONCLUSIONS (STAFFING)

Applications:

· A continued increase in applications from ethnic minority groups to the highest on record. (27%, up from 26% in 2008/09, up from 19% in 2006/07)
· Stability in the number of applicants who ‘do not wish to declare’ their ethnicity (23% in 2003 to 32% in 2004, to 17% in 2005 to 8.8% in 2006, to 0% in 2007, 2% in 2008/09, 2% in 2009/10)

· Slight decline in the number of applicants from ethnic minority groups for support staff posts (20% compared to 22% in 2008/09, which was previously up from 16% in 2006/07)
· Increase in the number of applications candidates with a disability (3%, 0% in 2008/09, previously down from 5% in 2007/08, 3.9% in 2006/07).
Shortlisting:

· White females continue to be the group most likely to be shortlisted (54%) but this had decreased dramatically from 2008/09 when this figure was 88%.  
· 8 ethnic minority females were shortlisted which is a significant increase from 2007/08 when this figure was zero.
· None of the applicants who applied for teaching posts and declared themselves as Bangladeshi, African, Caribbean or Chinese were invited for an interview.
· Out of the 23% (24) of applications from ethnic minority applicants, for support staff roles, none of them were short listed for an interview.
Appointment:

· 34 appointments in all, 12 were male (35%) and 22 were female (65%).  
· 5 (15%) ethnic minority candidates were appointed, which is the same figure as 2008/09. 
Training: 

· Of the 133 training courses 89% (118) were attended by White British staff members so it appears that ethnic minorities are slightly under-represented in attendance at training courses.  
· Males attended 43% of courses, and females attended 57% of courses, therefore in-line with the college ratio of males to females.
Staff profile:

· In 2009/10 the average of staff members continues to be 44 years old. 
· The most popular age bracket remains as 41-50 with 30%.  
· The 21-30 category has seen a significant rise from 4% in 2005/06, to 9% in 2007/08, 13% in 2008/09, to 22% in 2009/10.  
· Staff gender profile 40% male 60% female in 2009/10 (compared to 41% male, 51% female in 2008/09).
· Staff ethnicity profile continues to be higher than the sector average (11% versus 7% nationally, was 12.6% in 2008/09) and equals the ethnic profile of the town (11%) but below that of the student body (50%).  
· The number of females on the senior management team has remained constant since 2008/09 (40% of total, including HODs). Up from 29% in 2006/07. 
· 1 person has not completed the personal details form

Disability: current staff

· 6.7% of staff have declared a disability, up from 3.1% in 2006/07. Though there may be under-reporting.
Summary of key targets for next year: Staffing

	Action
	By Whom
	By When

	Continue current proportion of applications from ethnic minority groups (73% or better)
Target to shortlist more applicants from ethnic minority groups, particularly for support staff roles (increase to 10%)

A more balanced gender profile amongst the staff, closer to 50/50 from current 60% female, 40% male

A more balanced gender profile across middle and senior management (to 55% male)
All staff to complete the staff details form 

Steps to ensure more staff report a disability once incurred
	EO team

HoDs/SMT

HoDs/SMT

HoDs/SMT

All staff

All staff 


	Ongoing

Ongoing

July 2013

July 2013

July 2011

Ongoing
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