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1 Introduction 
 
Bishop Auckland College is committed to creating an environment where students, 
customers, staff, governors and all stakeholders celebrate equality and diversity and where 
everyone in the College community is treated with respect and where diversity is valued.  
 
This report for 2017 -18 includes: 
 
• Progress on the areas for development identified in the report of 2016/17  
• Equality and Diversity activities within the college during 2017/18 
• An update on how the College continues to respond to its responsibilities to meet the 

required duties and as part of the colleges drive for continuous improvement  
• Staffing profile, Governor profile and the Recruitment of Staff analysis 
• Areas for development 2018/19 
 
 2 General Equality Duty  
 
Within the Equality Act the General Equality Duty means that, as a public body the College is 
required to have due regard to: 
 
• Eliminate discrimination harassment, victimisation and other prohibited conduct  
• Advance equality of opportunity 
• Foster good relations 

 
The Colleges values reflect the commitment to the General Equality Duty:  
 
‘Promote safeguarding and equality of opportunity in all aspects of our work, valuing the 
richness of ideas that diversity brings’. 
 
3 Single Equality Scheme 
 
The Single Equality Scheme identifies the relationship between the General Equality Duty 
and Bishop Auckland College’s equality objectives and outlines the College’s commitment to 
ensure that the operational environment is, as much as possible, free from prejudice and 
discrimination.  The scheme also identifies the commitment to increase the satisfaction of its 
customers, enhance its reputation, strengthen its roots within communities, meet the wider 
needs of its learners and customers, and match or exceed the requirements of legislation 
and external funding agencies. 
 
Bishop Auckland College’s equality objectives identified in the Single Equality Scheme are: 
 
• Raise the awareness and skills of staff to promote fairness, equality and good relations 

in the context of their role 
• Raise the awareness of learners to promote understanding and good relations between 

diverse groups 
• Provide an environment that welcomes, respects and protects diverse people 
• Monitor learner representation and success and take action to promote equality 
• Monitor representation amongst all staff and take action to promote equality 
• Consult and involve representative staff, learners and stakeholders to assess the 

suitability of these equality objectives and identify priority areas for action 
• Evaluate the impact of the College’s Equality Policy, Single Equality Scheme and Action 

Plan. 
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The College has developed a Single Equalities Action Plan to drive forward developments 
associated with the equality objectives in line with both the general equality duty and the 
commitment to fully embedding equality and diversity across college. 
 
4 Leadership and Management 
 
The College Governing Body designates the Principal/Chief Executive as having overall 
responsibility for compliance with equality legislation including the Single Equality Scheme 
and overseeing its progress. 
 
The Principal/Chief Executive, supported by Directorate and Senior Leadership Management 
Team, is responsible for ensuring the organisation takes action to comply with equality 
legislation. 
 
The Equality and Diversity Working Group is chaired by the Principal/Chief Executive will 
include staff representation from across the College, learners and external bodies..  
 
The remit of the group is to: 
 
• Develop, implement, and monitor policy to ensure compliance with equal opportunities 

legislation 
• Monitor and review the Singles Equality Scheme in line with legislation, codes of 

practice and good practice 
• Monitor progress in meeting the specific targets relating to the equality objectives  

 
The College has a strategic lead, responsible for Equality and Diversity but recognises that 
all College managers are responsible for ensuring the effectiveness of the Single Equality 
Scheme by giving their support and ensuring that staff, learners and customers understand 
the College’s expectations for each person under this scheme.  Human Resources will 
advise staff on their responsibilities under this Scheme with particular regard to employment 
matters. 
 
Equality and Diversity are firmly embedded within all areas of the organisation. All individuals 
within Bishop Auckland College including staff, learners, customers and governors are 
responsible for proper observation of the principles of the Single Equality Scheme.  In 
particular this relates to the treatment of others so that the environment is, as much as 
possible, free from prejudice and discrimination. The College’s commitment to equality and 
diversity is reflected in the College’s strategic plan and Equality and Diversity Policy, located 
on the college website. 
 
5 Equality Standard Gold Award 
 
Equality is actively and well promoted to staff, learners, employers and parents through a 
variety of ways including training, curriculum and enrichment activities, documents and focus 
groups. The college has received recognition of its work through the achievement of the 
Equality North East Gold Standard. An assessment of the College’s ongoing practice in this 
area took place in March 2017.  The College was successful in maintaining the Gold Award.  
Some of the comments from the Assessor included: 
 
• ‘As ever the work you do for learners and promoting E&D is outstanding’.   
• ‘The activities included as examples I know are just one of many fantastic initiatives you 

have to engage both staff and learners in E&D and the college’s objectives’ 
• ‘Continue being that fantastic college you are!’ 
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6 Equality and Diversity Activities 
 
Equality and Diversity are actively promoted through: 
 
• Tutorial and enrichment programme 
• Teaching and Learning 
• Support for staff and students  
• Awareness raising for staff and students 
• Staff training 

 
6.1 Tutorial programme  
 
A wide range of topics on Equality and Diversity are covered within the group tutorial 
programme including Equality and Diversity, Challenging Youth Racism, Prevent including 
British Values, Safeguarding, Anti-Bullying, Student Resilience (Mental Health) and 
Citizenship. 
 
6.2 Teaching and Learning 
 
Teaching and Learning documents, observation reports, course performance reviews, 
curriculum and cross college self-assessment reports include specific reference to Equality 
and Diversity activity within the teaching environment.  Activities across the curriculum, 
monitored through observations of teaching and learning, indicate a good range of relevant 
and valuable learning and assessment activities and resources are used to promote equality 
and raise awareness of the diversity that can be beyond learners’ usual environment.  Staff 
utilise opportunities very well, planning for and responding to varied cultures and individual 
needs in the local and wider community. In the last academic year Bishop Auckland College 
were successful in leading an Outstanding, Teaching, Learning and Assessment (OTLA) 
Project, funding by the Education and Training Foundation (ETF). This enable further 
development of teaching and support staff to ensure that development of learners 
knowledge and understanding of equality and diversity is consistent across all curriculum 
areas.  
 
6.3 Enrichment Activities  
 
A calendar of events includes input from external agencies and partners and a particular 
focus each month coincides with religious and cultural events.  Awareness raising and 
student participation have included Black History month, Chinese New Year, Holocaust 
Memorial Day and Easter Celebrations. 
 
6.4 Support for Students  
  
The use of transition information and initial assessments for young learners 16 - 18 with 
identified needs has resulted in the provision of a wide range of effective support in place for 
learners.  This has included in and out of class support for literacy and numeracy, mentoring, 
help with housing and referral to external agencies. Support has also been provided to 10 
Young Carers and 20 Young Parents during 2017/18.   
 
6.5 Staff Training  
 
The College is committed to the promotion of Equality and Diversity for all the staff which is 
reflected throughout the journey of a member of staff at Bishop Auckland College.  Equality 
and Diversity is considered within recruitment, induction, training, management training and 
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ongoing awareness raising activities.  This results in 100% of staff within Bishop Auckland 
College being trained in Equality and Diversity.   
 
In addition to this, members of the teaching and learning team deliver mandatory and 
bespoke CPD to those staff working directly with students on a range of topics which 
include, but not limited to reference to resources, questioning techniques and addressing 
differentiation.  
 
Staff also undertake Fundamental British Values Training which is now embedded into the 
PREVENT Training that all staff complete. 
 
Staff also have access to an online Equality & Diversity Awareness course which they 
complete as an annual refresher on Equality & Diversity.  
 
 
7 Local Demographic Data 
 
Demographic information available in relation to County Durham has been sourced from the 
Office of National Statistics Mid-year Population estimates (June 2016).  There are currently 
522,143 people living in County Durham with: 
 
• The gap between the number of males and females in narrowing, mainly due to an 

increase in the number of men aged 65 and over (a male/female split of 49.2%/50.8%) 
• County Durham has had the fifth largest population increase out of the 12 North East 

Authorities since 2001 
• A continuing rise in people aged 65 and over.  The increase in the County was higher 

than that across the region and nationally 
• A gradual fall in children and young people aged 0 to 17 
• Population growth noticeably higher for the male population.  This can be seen 

regionally and nationally 
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8  Staffing and Human Resources 
 
 The following data is based on staffing within the College in the last year: 
 
8.1  Staff Data 

8.1.1 Full Staff Profile data 
 

Based on 301 members of staff 

Gender Total 

% of 
Total 
Staff 

Male: 84 28.5 
Female: 216 71 
Not known: 1 0.5 
 
Age Band   
20 or under:   9     3 
21-30:           67 22 
31-40:           82 27 
41-50: 80 26 
51-60: 50 17 
61 or over: 9      3 
Not known:            4  2 

   
Sexual Orientation   
Bi-sexual: 1 0.5 
Gay/Lesbian: 6 2.5 
Heterosexual: 251 83 
Prefer not to say:                                15 5 
Not known:                        28 9 

   
Ethnic Origin   
Bangladeshi:                                      0 0 
Chinese: 0      0 
Asian or Asian British: 1 0.5 
Other-Asian:  0 0 
Black-African:  1    0.5 
Indian: 1 0.5 
Mixed Other:  1 0.5 
Black Caribbean:  0 0 
Pakistani:             0 0 
Black-Other:  1 0.5 
White British:         286   95 
White Other: 0 0 
Not known: 10 3.5 
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Religion Total 

% of 
Total 
Staff 

Agnostic 3 1 
Christian            20 7 
Church of England 142     47 
Hindu 1 0.5 
Buddhist            1 0.5 
Humanist            1    0.5 
Methodist 11 4 
Prefer not to say 1 0.5 
Roman Catholic 27 9 
No religion 58 19 
Not known 36 11 
 
Disability   
Yes: 11 4 
No:          270 90 
Not known: 20 6 
    
 
Transgender   
Yes 0 0 
No 185 62 
Not known 116 38 
 
    
Marriage/ Civil partnerships  
Single 87 28 
Married 143 47.5 
Living together 29 10 
Divorced 19 6 
Civil Partnership 1 0.5 
Not known 20 7 

  Widowed       2           1 
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8.1.2  Staff Profile Graphs 
 
 
Gender 
 
 

 
 
 
 
 
 
 
Age Group 
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Sexual Orientation 
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8.1.3 Key facts on Staff Profile  
 
 

Gender 
• The gender gap has remained largely the same from the 2015/16 and 2016/17 reports 

with the percentages of males and females employed by the College. 
 

Age Band 
• An increase can be seen in the number of staff in the 41-50 age group this year, however 

numbers in all other groups remain largely stagnant. 
 

Sexual Orientation 
• The percentages of staff under each category of sexual orientation have remained much 

the same in the last three years however a positive can be seen this year in that those 
selecting ‘prefer not to say’ or not making any disclosure at all on their sexual orientation 
has reduced. 
 

Ethnic Origin 
• Numbers of BME staff against White British staff at the College have remained the same 

as in the 2016/17 report. 
 

Religion 
• The trend has reversed from last year in that the number of staff belonging to the Church 

of England is actually back on the increase however as it was last year, there is a further 
increase seen in those with no religion. 
 

Disability 
• The number of staff members who have disclosed a disability has further increased since 

the 2016/17 report. 
 

Transgender 
• The percentage of transgender/non-transgender staff has remained the same this year, 

but those who have made no disclosure at all has reduced slightly. 
 

Marital Status 
• The number of staff members disclosing they are married has decreased this year 

whereas those who are single has increased. 
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8.2 Recruitment Figures 2017-18 

 
The following figures are taken from recruitment over the last year: 

 
8.2.1 Recruitment Data 

 
Based on 485 applicants… 
 
Gender 
   No. of 

Applicants 
% No. of 

Applicants 
Shortlisted 

% No. of 
Applicants 
Appointed 

% 

Male 132 27 98 74 35 36 
Female 353 73 223 63 85 30 
Not known 0 0 0 0 0 0 
  
Age Band  

            

  No. of 
Applicants 

% No. of 
Applicants 
Shortlisted 

% No. of 
Applicants 
Appointed 

% 

20 or under 30 6 19 63 3 16 
21-30 126 26 77 6 30 39 
31-40 116 24 71 61 32 45 
41-50 115 24 72 61 26 36 
51-60 70 14 51 73 22 43 
61 or over 26 5 21 81 5 24 
Not known 2 1 1 100 1 100 
 
Sexual Orientation 

            

  No. of 
Applicants 

% No. of 
Applicants 
Shortlisted 

% No. of 
Applicants 
Appointed 

% 

Bi-sexual 1 0.5 1 100 0 0 
Gay/Lesbian 6 2 4 67 3 75 
Heterosexual 465 95 305 66 113 37 
Prefer not to say 11 2 10 90 1 10 
Not known 2 0.5 1 50 1 100 
 
Ethnicity 

  No. of 
Applicants 

% No. of 
Applicants 
Shortlisted 

% No. of 
Applicants 
Appointed 

% 

Bangladeshi 0 0 0 0 0 0 
Black – African 2 1 1 50 0 0 
Black – Caribbean 1 0.5 0 0 0 0 
Black – Other 0 0 0 0 0 0 
Chinese 1 0.5 0 0 0 0 
Indian 0 0 0 0 0 0 
Not known 2 1 1 50 0 0 
Other 2 1 2 100 0 0 
Other - Asian 2 1 1 50 0 0 
Pakistani 2 1 0 50 0 0 
White 473 97 315 67 118 37 
 
 
 
 
 
Disability 
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  No. of 
Applicants 

% No. of 
Applicants 
Shortlisted 

% No. of 
Applicants 
Appointed 

% 

Yes 11 2.5 4 36 2 50 
No  473 97 316 67 116 37 
Not known 1 0.5 1 100 0 0 
 
 
Religion 

  No. of 
Applicants 

% No. of 
Applicants 
Shortlisted 

% No. of 
Applicants 
Appointed 

% 

Agnostic 0 0 0 0 0 0 
Anglican 0 0 0 0 0 0 
Atheist/No 
Religion 

205 42 133 65 54 83 

Buddhist 0 0 0 0 0 0 
Church of 
England 

172 36 113 65 49 43 

Christian 67 14 46 69 11 24 
Hindu 0 0 0 0 0 0 
Humanist 0 0 0 0 0 0 
Islam 3 1 1 33 0 0 
Jehovah’s 
Witness 

0 0 0 0 0 0 

Jewish 0 0 0 0 0 0 
Methodist 1 1 1 100 0 0 
Pagan 0 0 0 0 0 0 
Not known 5 1 3 60 1 33 
Quaker 0 0 0 0 0 0 
Roman Catholic 32 7 24 75 3 12 
Spiritualist 0 0 0 0 0 0 
 
Marital Status 
  No. of 

Applicants 
% No. of 

Applicants 
Shortlisted 

% No. of 
Applicants 
Appointed 

% 

Married 185 38 115 62 42 37 
Single 169 35 111 66 33 30 
Civil Partnership 3 1 1 33 0 0 
Divorced 32 6 29 91 15 52 
Separated 8 2 5 63 0 0 
Living together 80 16 53 66 24 45 
Not known 0 0 0 0         0 0 
Widowed 8 2 4 50 1 25 
 
 
Transgender 
  No. of 

Applicants 
% No. of 

Applicants 
Shortlisted 

% No. of 
Applicants 
Appointed 

% 

Yes 0 0 0 0 0 0 
No 482 99 319 66 117 37 
Not known 3 1 2 66 1 50 
 
 
 
 
8.2.2 Comparative Figures of recruitment applicants 2015-2018  



 

16 
 

Bishop Auckland College is committed to promoting diversity and equality of opportunity 

Gender 
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• There has been a slight increase in male applicants this year from last, which is positive. 
Moreover, the % of male and female applicants actually appointed to positions at the 
College is much the same. 

• Applications from those aged 20 or under, or in the age group, 21-30 have actually 
decreased in number whereas those in groups from 41 to 60+ have increased. 

• Although the % of applications received from people of each sexual orientation has 
remained very similar, an increase has been seen in the % of gay/lesbian applicants 
appointed as opposed to heterosexual applicants which has decreased. 

• A similar number of applications was received from those disclosing a disability, as well 
as a similar number appointed as in the last report. 

• There have been more applications received from those belonging to the Church of 
England which mirrors the overall staff profile as the number of staff belonging to the 
faith has also increased again this year. 

• There has been an increase in applications received from single applicants this year 
although numbers from all other marital statuses have remained much the same. 

• A decrease in Transgender applicants has been seen this year although as the number 
was previously low, this is not too much of a concern. More applicants than in previous 
years are now making disclosures regarding this characteristic. 

• No concerns are highlighted in the number of applicants for positions and the % of staff 
who are successful with regard to each protected characteristic. 

8.3 Maternity/Paternity Leave 
 

In 2013-14, the College began reporting on staff who had taken maternity/paternity leave so that 
it could monitor the number of staff who undertake maternity/paternity leave and the number of 
staff who do return to work following their leave.  
 
Figures for 2017-18 are as follows: 
Maternity Leave – 5 members of staff  
Paternity Leave – 2 members of staff 
Shared Maternity Leave – 1 member of staff 
 
Of the 5 members of staff who took maternity leave in 2017-18, 1 has already returned to work 
and the remaining 4 are still on maternity leave. The staff member who has already returned to 
work, had already reduced her working hours through the Flexible Working Policy following a 
previous occasion of maternity leave.  
 
One member of staff actually took Shared Maternity Leave on top of his paternity entitlement in 
line with recently introduced legislation. 
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8.4 Information on staff who have left the College in 2017/2018 
 
8.4.1  Data 
 

 Based on 46 leavers… 
 
Gender    Total   % of Total Leavers 
Male:      15  33 
Female:     31   67 
 
Age Band 
20 or under:            3   6 
21-30:            8 18 
31-40:        5              11 
41-50:                   10              22 
51-60:       17              37 
61 or over:         3   6 
 
Sexual Orientation 
Bi-sexual:           1   2 
Gay/Lesbian:          2   4 
Heterosexual:      36              79 
Prefer not to say:                            2                                  4  
Not known:                                     5                                 11  
 
Ethnic Origin 
Bangladeshi:                                  0                                 0 
Chinese:      0              0 
Asian British:                                  0 0    
Other-Asian:       0              0   
Black-African:                                1               2  
Indian:                                            0               0 
Other:        0                          0  
Black Caribbean:                  0              0  
Pakistani:      0              0 
Black-Other:       0              0 
White British:     45              98 
White Other:                  0               0 
  
Disability 
Yes:      2           4 
No:                 43               94 
Not known:     1      2 
 
Transgender 
Yes:       0                                  0 
No:                                                22                48 
Not known:     24                52 
 
Marital Status 
Married:                             21                 47  
Divorced:      3   6 
Single:                                           17                          37 
Living Together:      3                                  6   
Widowed:      1                                  2 
Not known:      1                                  2  
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8.4.2 Analysis 
 
As in previous years, the profile of staff who have left the College since the Equality and Diversity 
report was produced for the 2016-17 academic year does not show any specific pattern and is relative 
to the overall profile of the College. Moreover, reasons for leaving discussed in Exit Interviews still 
show no cause for concern that any person left as a result of unfair treatment on the grounds of being 
from a minority group. 
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8.5 Comparison of staff profile against students, and governors 
The following is a comparison of the staff, student and the College Corporation Equality & Diversity profiles correct as of 2017-
18.   

 
 

 Staff 
(%) 

Students 
(%) 

Corporation 
(%) Comment 

G
en

de
r 

Male 28.5 40 40 
 
In comparing the numbers of males to females 
within staff, students and Corporate Board 
members, it can be seen that there is an overall 
female majority in all of these groups; however the 
gap is slightly narrower between male and female 
students and Corporate Board members than it is 
for staff.   

Female 71 60  
60 

Not known 0.5 0 0 

Et
hn

ic
ity

 

Bangladeshi 0 0.1 0  
An overwhelming majority of White British staff, 
students and Corporate Board members is present 
at the College. There is more representation from 
wider BME groups seen in student numbers than is 
currently seen in the staff profile.    

Indian 0.5 0.2 0 
Pakistani 0 0.3 0 
Asian or 

Asian British 0.5 0.3 0 
African 0.5 0.2 0 
Arab 0 0.1 0 

Caribbean 0 0.3 0 
Other Black 0.5 0.2 0 

Chinese 0 0.1 0 
Other Asian 0 0.1 0 
White/Black 

African 0 0.4 0 
White/Black 
Caribbean 0 0.3 0 

Other Mixed 0.5 0.2 0 
White Irish 0 0.3 0 

White British 95 95 100 
Other White 0 1.5 0 

Not given 3.5 0.1 0 
Other 0 0.1 0 

Gypsy/Trave
ller 0 0.2 0 

A
ge

 G
ro

up
  

 

20 or under 3 30 0  
As in previous reports, due to there being a higher 
number of young people in FE, the percentage of 
those 30 or under is always far higher than that of 
staff or Corporate Board members. 

21-30 22 22 10 

31-40 27 17 0 

41-50 26 15 40 

51-60 17 12 20 

61 or over 3 4 30 
Not known 2 0 0 

D
is

ab
ili

ty
 

Yes 4 21 0 
 
A trend has been noted in previous years’ reports in 
that students do tend to disclose disabilities more 
frequently than staff or Corporation members do, 
especially where there are mental health conditions 
or learning difficulties.    
 

No 90 79 100 

Not known 6 0 0 
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8.6 Equality and Diversity information in relation to staff who were subject to 

Disciplinary action in 2017/18 
 

Due to the low number of formal disciplinary proceedings taking place in 2017/18, it 
was felt that staff members may be identified from their profile and therefore it has 
been decided not to report the breakdown, but it can be noted that no issues were 
highlighted in those disciplined with regard to any protected characteristics.   

 
8.7 Equality and Diversity information in relation to staff who invoked the 

Grievance Procedure within 2017/18 
 
 No staff took out formal grievances within the year 2017/18, all issues were able to 

be dealt with informally so there is no monitoring data to be analysed against this 
procedure.  No issues have been highlighted through any staff who have raised 
informal issues through the HR department with regard to any protected 
characteristics. 

 
8.8 Equality and Diversity information in relation to staff were absent from work 

with sickness in 2017/18 
 

Protected Characteristic  Key points  Action Required 

Age A mixture of ages 
demonstrates no obvious 
issues in this area 

No action required 

Disability Of the top 5% of staff with 
regard to the highest  
Bradford Score, three 
people have declared a 
disability/long term 
condition 

Staff with a 
disability/medical 
condition will continue 
to be supported by 
Management and HR 
and any reasonable 
adjustments made 
where required. 

Gender Of the staff in the top 5% of 
absence in regard to the 
highest Bradford score, 
73% are female.   
 

No action required 

Race Of the top 5% of staff with 
regard to the highest 
Bradford score, only one 
was BME      

No action required 

Religious Belief No issues identified No action required 
Sexual Orientation Of the top 5% with regard to 

the highest Bradford Score, 
one member of staff is 
gay/lesbian 

No action required 

Gender reassignment No issues identified No action required 
Maternity/pregnancy related Of the top 5% with regard to 

the highest Bradford Score 
one staff member was 
known to be pregnant and 

No action required 
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when absent from work with 
pregnancy-related illness, 
this was taken into account 
and disregarded for the 
purposes of the Bradford 
Factor score.                 

Marriage and Civil 
Partnership 

Of the top 5% with regard to 
the highest Bradford Score 
there is a mixture of 
married, divorced, living 
together and single staff.       

No action required 

 
8.9 Training and Development - Key facts on Training and Development  
 

• All staff have equal access to CPD and are advised of all CPD events by e-
mail 

• Where staff are on maternity/paternity/adoption leave, are kept up to date with 
any relevant training through ‘Keeping in Touch’ days 

• Information which is sent out with regard to CPD events does always contain 
information about how staff can ensure any special requirements are met 

• Special requirements have previously been requested and these have been 
accommodated.   

• The Training & Development/HR Advisor maintains a confidential list of 
special requirements already known.  This enables the staff members to be 
contacted automatically to confirm that their special request has already been 
accommodated rather than them having to contact the department each time 
there is a CPD activity they wish to attend. 

• In the staff survey for 2017/18, some excellent feedback was received in relation to 
CPD including: ‘The training and development option in the college for staff is brilliant. 
I also think the college takes the wellbeing of their staff and students as a priority and 
think there are great options for staff well-being’ and ‘things that are working well are 
Management, safeguarding, equality and diversity and CPD’. 

• In 2017/2018, 100% of staff attended training on Equality and Diversity. 
 

 
 
8.9.1 Equality and Diversity information relating to attendance on CPD 

activities 
 
 The attendance at CPD activities mirrored the staffing profile and no issues have 

been highlighted through monitoring of this information. 
 

 
8.9.2 Equality and Diversity information in relation to evaluations completed 

in 2017-18 
 

Analysis of evaluations from feedback over the year has highlighted no concerns with 
any characteristic group. 
 

8.10 Equality and Diversity in relation to promotion opportunities: 
 

Due to the fact that all permanent promotion positions are selected through the 
recruitment process, this activity is already monitored and no issues have been 
identified. 
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8.11 Gender Pay Gap Analysis 
 
Gender Pay Gap Report 2018 
 
The following information relates to the pay differences between males and females 
employed by Bishop Auckland College. 
 
There is a requirement for employers with over 250 staff to publish this information. 
 
The report includes the following: 
 

• Mean gender pay gap 
• Median gender pay gap 
• Mean bonus gender pay gap 
• Proportion of males and females receiving a bonus payment 
• Proportion of males and females in each pay quartile 
• Written statement 

 
 
Mean gender pay gap 
 
 Male Female Percentage difference 
Mean average pay (hourly 
rate) 

£14.44 £13.24 8.3% 

 
Median gender pay gap 
 
 Male Female Percentage difference 
Median average pay (hourly 
rate) 

£14.99 £11.84 21.0% 

 
Mean bonus gender pay gap 
 
 Male Female Percentage difference 
Mean  0 0 0.00% 
 
Median bonus gender pay gap 
 
 Male Female Percentage difference 
Mean  0 0 Not applicable 
 
Proportion of males and females receiving a bonus payment 
 
 Male Female Percentage difference 
Bonus payment 0 0 Not applicable 
 
 
Proportion of males and females in each pay quartile 
 
Gender Lower  Lower Middle Upper Middle Upper 
Male 14.9% 31.3% 35.3% 33.8% 
Female 85.1% 68.7% 64.7% 66.2% 
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Written Statement 
 
The snapshot data indicates that there is a difference between the median and mean 
average salaries for males and females. 
 
One of the benefits of working for Bishop Auckland College is the flexible working policy, a 
range of family friendly policies and also a number of flexible/term-time only contracts.  
Whilst these are open to males and females alike, predominantly these roles attract a higher 
proportion of females rather than males.  A second factor is the higher proportion of females 
generally working in Further Education (FE) colleges, which is a general trend across the FE 
sector.  Therefore, when compiling statistics which look at mean and median averages, 
these factors have a substantial impact on the data. 
 
Further analysis, however, shows that this method of reporting does not take into account 
equal pay for equal jobs.  Evaluation of roles confirms that males and females working in the 
same role receive the same salary. 
 
The proportion of females across all quartiles is higher than males, which is consistent with 
the College having a predominantly female workforce.  In line with this, the Directorate 
(Senior Staffing) at the College is made up of 80% female staff, which is actually marginally 
higher than the overall female ratio of staffing, therefore highlighting that there are no 
barriers to females progressing within the College.   
 
Analysis of a selection of regional FE colleges would indicate that the headline gender pay 
gap in FE is largely similar across the sector within this region. 
 
Bishop Auckland College always interviews and selects on merit and analyses recruitment 
data, which highlights no areas of bias.  The College always endeavours to encourage 
applicants from under-represented groups and have a policy in place, should staff feel that 
their role has been graded incorrectly.  We will continue to monitor the gender pay gap and 
put actions in place, wherever possible and where required to reduce this. 
 
 
8.12 Staff Benefits – all staff benefits are available to all staff members and there have 
been no issues identified. 

 
8.13 Mental Health 
 
In College, issues surrounding the mental health of staff and students continues to be a high 
priority. Alongside national campaigns, the College has continued to promote mental health 
awareness, including World Mental Health Week in May 2018 in which awareness sessions 
were open to both staff and students with a good uptake from each group.  
 
 

 8.14 Staff Survey 2018 
 
In the annual Staff Survey undertaken in 2018, 99% of respondents agreed that they are 
familiar with the College’s Equality & Diversity policies. 
 
8.15 Equality North East Awards 2018 
 
As well as currently holding the Gold Standard Equality Award through Equality North East, 
this year the College has also won two further awards; The Equality North East Award for 



 

28 
 

Bishop Auckland College is committed to promoting diversity and equality of opportunity 

Educational and Training (organisations of over 50 staff); and the Award for Outstanding 
Practice. Some of the comments made at the awards ceremony included:  
 
‘PRIDE BAC (an event which the College organised), provided a safe arena for 
students and staff to talk to other people about LGBT issues and gain information 
about local organisations and support available’ 
 
‘PRIDE BAC was a fantastic idea with great outcomes’ 
 
‘Another year of fabulous, inspirational outstanding practice being carried out’ 
 
 
 
 
 
 
 
 
 
 
 
9 Student Profile 
 
Student data is actively interrogated during both retention and achievement to analyse the 
achievement rates of different groups of learners and to ensure action is implemented to 
close any gaps. Functional Skills was included in headline success rates for the first time in 
2013/14 which did have a negative impact upon success rates in comparison to the two 
previous years when functional skills was not included.  Following analysis of equality and 
diversity data, actions identified to reduce any achievement gaps are included within college 
development plans to monitor and capture progress. 
 
The following headline information is a summary from the analysis completed providing a 
profile over three years:  
 
Age 
 
 Starts Success Rate % 
 15/16 16/17 17/18 15/16 16/17 17/18 
16 - 18 1346 1389 1336 76.4 81.4 82.2 
19+ 3053 2513 3273 91.6 92.8 92.5 
 
Learner numbers for young people and adults have continued to reduce over the past three 
years which is in line with local demographic data on young people and the impact of 
reduced adult funding. Adults still continue to outperform young people and the gap has 
reduced by 1.1% to 10.3%. The comparison is not a like for like measure as the majority of 
16 – 18 learners are on full time programmes of a one year duration whereas many adult 
learner programmes are short courses.  
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Gender 
 
 Starts Success Rate % 
 15/16 16/17 17/18 15/16 16/17 17/18 
Male (all ages) 1648 1514 1912 85.6 86.9 88.3 
Male (16-18) 725 751 750 77.9 81.0 79.9 
Male (19+) 923 763 1162 91.7 92.7 93.8 
Female (all ages) 2751 2388 2696 87.7 89.9 90.4 
Female (16-18) 621 638 585 74.7 82.0 85.3 
Female (19+) 2130 1750 2111 91.5 92.9 91.8 
 

The gender balance of young college learners in 2017/18 was 44% female and 56% male.  
This gap has remained the same as 2016/2017.  
 
Young females have outperformed young males in 2017/18 by 5.4%. Success for young 
people has increased across both genders with a greater increase for females. 
 
The gender split between male and female adult learners in 2017/18 was 35%/65% 
respectively, the same as the previous year.  
 
Adult male learners outperform young male learners by 13.9% and adult female learners 
outperform young females by 6.5%.  The performance gap across adult male and females is 
2% in favour of males. 
 
 
Learning Difficulty or Disability 
 Starts Success Rate % 
 15/16 16/17 17/18 15/16 16/17 17/18 
Disability (all ages) 1058 1164 1163 83.9 89.1 90.1 
Disability (16-18) 455 509 470 78.7 83.7 85.3 
Disability (19+) 603 655 693 87.9 93.3 93.4 
No Disability (all 
ages) 3341 2738 3445 87.9 88.6 89.3 

No Disability (16-18) 891 880 865 75.3 80.1 80.6 
No Disability (19+) 2450 1858 2580 92.5 92.6 92.3 

 
Overall the number of students disclosing a learning difficulty or disability has remained 
relatively unchanged on previous years and for 2017/18 it is 25%. Young people declaring a 
learning difficulty or disability in 2017/18 was 35%; a decrease on the previous year of 2%. 
Adults declaring a learning difficulty or disability was 21%, a decrease of 5% on the previous 
year. 
 
Success rates for all learners disclosing a disability is 0.8% above learners with no learning 
difficulty or disability.  
 
Young people with a disability or learning difficulty outperform learners without a disability or 
learning difficulty by 4.7%.  
 
Adults with a learning difficulty or disability perform better than young people with a learning 
difficulty or disability by 8.1%.  
 
At curriculum level there are some significant performance gaps in some areas for young 
people with the highest gaps in Catering, Access to HE, Traineeships and Music.  Success 
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rates for adults also indicate performance gaps in several learning areas with key areas 
being Access to HE, HSC and Painting & Decorating. 
 
Ethnicity 
 
 Starts Success Rate % 
 15/16 16/17 17/18 15/16 16/17 17/18 
BME (all ages) 124 135 245 76.6 91.1 87.3 
BME (16-18) 33 43 35 60.6 86.0 85.7 
BME (19+) 91 92 210 82.4 93.5 87.6 
Non BME (all ages) 4275 3767 4363 87.3 88.7 89.7 
Non BME (16-18) 1313 1346 1300 76.8 81.3 82.2 
Non BME (19+) 2962 2421 3063 91.9 92.8 92.9 
 

BME students represent 5% of the student cohort an increase of 1.5% on the previous year.  
The success rate for young BME students has reduced by 0.3% in 2017/18 and is higher 
than non BME learners by 3.5%. However the number of young BME learners remain low at 
2.6%.  
  
Adult BME students make up 4.5% of the student cohort and success rates have reduced to 
87.6%; 5.9% decrease on 2016/17 figures.  Across all learners the performance gap has non 
BME learner success rates 2.4% higher than BME learners.  
 
 
Disadvantage Uplift 
 
 Starts Success Rate % 
 15/16 16/17 17/18 15/16 16/17 17/18 
Ward uplift  (all 
ages) 2541 2177 2617 84.9 88.2 90.1 

Ward uplift (16-18) 855 833 818 75.1 81.6 83.6 
Ward uplift (19+) 1686 1344 1799 89.9 92.3 93.1 
No uplift (all ages) 1858 1725 1991 89.8 89.4 88.7 
No uplift (16-18) 491 556 517 78.8 81.1 80.1 
No uplift (19+) 1367 1169 1474 93.7 93.4 91.8 

 
Young learners from disadvantaged wards make up 61% of the 16 – 18 student cohort and 
the performance gap is relatively the same for young people who are from a disadvantaged 
ward uplift area and those who are not. 
 
Adult learners from disadvantaged wards make up 55% of the adult learner cohort and 
those from a disadvantaged ward uplift outperform those from a non-ward uplift by 1.3%. 
 
Headline success rates for all learners from non-ward uplift areas are under 2 percentage 
points below those from a ward uplift area.   

 
Across the curriculum there are some inconsistencies in performance where learners from a 
ward uplift perform less well. Areas with the higher performance gaps are Access to HE, 
Brickwork and Motor Vehicle. 
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Financial Support 
 
 Starts Success Rate % 
 15/16 16/17 17/18 15/16 16/17 17/18 
Support (all ages) 887 794 633 79.4 83.4 85 

Support (16-18) 695 616 493 79.3 81.3 85.1 
Support (19+) 192 178 140 79.7 90.4 87.1 
No Support (all 
ages) 3471 3100 3911 89.2 90.1 90.1 

No Support (16-18) 651 773 842 74.3 81.4 81.1 
No Support (19+) 2820 2327 3069 92.7 93.0 92.7 
 
In 2017/18 the success rates for young people in receipt of financial support was 4% higher 
than young people not in receipt of financial support.   
 
A small number of young people (44) were in receipt of a vulnerable bursary and retention 
was higher for learners in receipt of financial support.  

 
 
Additional Learning Support 
 
Learners access a wide range of support to achieve their learning goals both in and outside 
class by a range of staff including: teachers, learning support assistants (LSAs), student 
progress mentors, learning coaches and study support staff.  
 
Of the 543 learning aims for young people supported by LSAs, 88.3% were retained, 1.0% 
points higher than last year and 3.1% points higher than young people who did not have 
LSA support. There has been a significant improvement in achievement for those learners 
supported by LSAs of 2.5% in comparison to learners who do not receive support. 
 
Through the effective use of transition information e.g. Education, Health and Care Plans, 
timely support is given to learners on funded qualification aims. This has resulted in retention 
and achievement rates well above other college learners e.g. achievement of +9.1% points 
and retention +9.2% points higher than all college Study Programme learners. 
 
In addition to the Aspire Centre, there were 73 students with EHCPs across college in 
vocational areas.   In all cases, a Learning Support Assistant provides additional support in 
both theory and practical classes where required, whilst helping learners to become more 
independent and encouraging them during their time at College to access new ideas and 
concepts. 
 
 
Study Support 
 
Of the 85, 16-18 learners receiving one-to-one study support, 87.5% successfully achieved 
their qualification, +6.0% points improvement to last year and +5.3% points above all 16-18 
learners. Whilst very low numbers, the achievement rate of the 16, adult learners receiving 
study support dropped by 3.4% points to previous year and remains below other adult 
learners.    
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High Needs Learners 
 
High needs learners achieve well at the College.  Provision for learners with ‘SEND’, in the 
College’s designated high needs ‘Aspire’ Centre, is outstanding. The centre provides a very 
effective vocational opportunity for learners to progress in post-16 education in the County.  
Learners follow 4 pathways which include RARPA, independent living, travel and essential 
skills.  The College has, once again, included purposeful external work placements for high 
needs learners this year, with 40/42 learners attending.  Individual timetabling has been 
developed to match the aspirations and needs of learners, and sport enrichment and 
enterprise is embedded into every programme of study.  In an initiative with Durham County 
Council, supported internships were delivered in 2017/18 for high needs learners, with 3 
students completing in-year. Further supported internships are planned in for 2018-19, with 
an initial 6 learners highlighted to follow this programme to date.  
. 
 
10 Developments for 2018/19 
 
• Strengthen support for young males to improve retention by providing positive role 

model and male progress mentor support. 
• Ensure a close match between students declaring a learning difficulty and the 

allocation of Learning Support.  
 

11 Conclusion  
 
Equality and Diversity will continue to be promoted and celebrated through the curriculum 
and enrichment activities. Rigorous monitoring of both staff and student profiles are in place 
alongside close monitoring of the performance of groups of learners to identify any action 
required to address underperformance and under representation 
 
The College remains committed to Equality and Diversity and will continue to advance 
equality and good relations to ensure equality of opportunity is wholly embedded and offered 
to all who learn and work at the college. 
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