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Introduction 
 

Welcome to the Isle of Wight College (College) Annual Equality, Diversity and Inclusion report 2019-20. 
 

Under the Equality Act 2010, the College has a duty to publish specific information on the progress which has been made 
on equality, diversity and inclusion with regard to: 
 

• Eliminating discrimination, harassment and victimisation 

• Advancing equality of opportunity for those who share a protected characteristic 

• Fostering good relations between people who share a protected characteristic and those who do not. 
 

This report provides an overview of the diversity profile of the College’s workforce and the student population, followed 
by some key examples of how we continue to effectively integrate and embed equality, diversity and inclusion into the 
student experience. 
 

We hope that the information provided helps you gain an insight into how the College has engaged with equality, diversity 
and inclusion and which not only successfully fulfils our public duty but also continually improves students’ lives. 
                              
 

 
 
 

Debbie Lavin                                              Dr Nicholas England 
Principal                                                          Chair of Corporation 
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About the Isle of Wight College 
 

 
 
 

The Isle of Wight College is proud of its reputation for providing high quality teaching and learning and a vibrant and lively 
place to learn.   
 

We know it takes more than just studying for a qualification to be successful in life and that is why our students stand out 
from the crowd.  We provide inspiration for our students to be self-confident, energetic and ambitious; promoting values 
of respect, integrity, honesty and openness in all they do. 
 
 

Students can expect: 

• high quality teaching and learning 

• excellent resources and facilities 

• effective care and support  

• interesting enrichment activities 

• expert advice 

• mutual respect  
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Leadership and Management: Equality, Diversity and Inclusion 
 

Management commitment and leadership of equality, diversity and inclusion operate via a network of key individuals and 
groups. This infrastructure provides a vital platform for College staff to work together to promote equality, diversity and 
inclusion in the culture, procedures and processes across the College.  
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Embedding equality, diversity and inclusion 

The College continues to be exemplary in the methods used to promote and embed equality, diversity and inclusion into 
the student journey.  A particular strength of the College are the effective ways in which we continue to provide for 
students’ personal development, models of appropriate behaviour and their welfare as part of providing a broader 
understanding of equality, diversity and inclusion within their role as citizens. College staff remain committed to ensuring 
they maximise every opportunity to foster understanding and tolerance of the diverse communities beyond the Isle of 
Wight and will use a range of strategies to promote and develop students’ awareness and understanding to tackle 
discrimination. 
 

Monitoring 
 

In line with best practice, we continue to monitor the profile of our students and staff.  This section looks at each of the 
protected characteristics for both staff and students (where applicable) and identifies any changes or trends in the data. 
 
 
 
 
 
 

 
 

 
 

College 

life 



 
 

7 

 

Diversity profiles by the nine protected characteristics of students and staff  
 

Protected characteristic: AGE  
 

Students: Student age profile:  
The age profile of students remains broadly consistent with students aged 
16-18 years old accounting for 34% (1436) of the intake and those aged 
over 19 years old accounting for 63% (2645). 
 
 

The difference in the student age profile can largely be explained through 
the very significant number of students aged over 19 years old who 
participate in distance learning courses provided by the College. 
 

 
 
 
 
 
 
Staff age profile: 
There has been a 3% decrease in the number of staff aged 45 and over 
compared to the previous year. The proportion of staff aged 44 or under 
has increased by 3% to 44.3%.  This reflects staff turnover with a larger 
proportion of new staff in younger age categories and a larger proportion 
of staff leaving in older categories.  
 

The overall age profile reflects the Isle of Wight demographics where the 
population is disproportionately older compared to the national average.  
This also reflects changing work patterns, with more people choosing to 
work beyond the state retirement age or choosing flexible retirement or 
flexible working arrangements when they reach 55 plus. 
 

The college is supportive of flexible working and many roles at the college 
are tailored to term time only or part time hours, which encourages a 
wider range of applicants. The increase in the proportion of staff who are 
aged 44 or younger is also positive in terms of succession planning and 
ensuring the college is able to replace key posts as people choose to retire. 

  
Staff: 

  

Under 16, 
259 5%

16-18
1559, 33%

19+, 2983, 
62%

2018/2019 Age Groups

Under 16 16-18 19+

Under 16, 
129, 3%

16-18, 
1436, 
34%

19+, 2645, 
63%

2019/20 Age Groups

Under 16 16-18 19+

2018/19 Age Groups

60+ = 20% 45-59 = 39.25%

30-44 = 30.5% u30 = 10.25%

2019/20 Age Groups

60+ = 20% 45-59 = 36%

30-44 = 34% u30 = 10%
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Age (continued) 
 

HR strategies contain steps to address the impact of an ageing workforce.  The aim is to recognise and support talent 
through succession planning for key posts. This includes supporting staff to develop skills and achieve qualifications in 
order to gain promotion and highlighting the benefits of the college as a long-term employer through the range of benefits 
that are available for employees, such as pension arrangements, flexible working and access to college facilities such as  
the gym.  The college is also using apprenticeships as a means of encouraging routes to employment and higher-level 
apprenticeships as an opportunity to develop and retain existing staff in the under 30 and 30-44 age range. 
 
Please see further information on gender pay gap on page 20. 
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Protected characteristic: DISABILITY 
 

Students: The data for students with a disability and/or learning difficulty increased by 4 percentage points on the 
preceding year. 
 

The proportion of students with a disability is 13% (536) and for those with a learning difficulty is 25% (1,042). The 
commitment to supporting students with a disability or learning difficulty remains a high priority for the college.  For 
students with profound multiple learning difficulties the college successfully operates the Pathways Centre which supports 
students to achieve their potential. 
 

 
 

 
 
 

Disability/ Learning Difficulty 30% No Disability/Learning Difficulty 70%

Not provided 0%

2019/20 Disabililty2018/19 Disability

Disability / Learning Difficulty 26% No Disability / Learning Difficulty 73%

Not provided 1%
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Support for students with a disability or learning difficulty 
 

Through a wide range of specialist-qualified staff, the college provides a high-quality learning experience for all students 
including those with a physical or sensory disability, mental health issues or learning difficulties. 
 

Despite the 2020 COVID-19 crisis students still managed to undertake a number of key activities that took place 
throughout the year, such as: 
 

• The college offers a successful Duke of Edinburgh award scheme for students. This is open to students across the 

college. The college’s Pathways Centre provides a bespoke programme adapted for students with SEND and 

complex needs. 81 students participated in the scheme during the year.  

• Total Duke of Edinburgh awards in 2019/20 were:  
o 5 Gold awards  

o 8 Silver awards 

o 13 Bronze awards 

• Due to COVID-19 some students could not complete the full award and were awarded DoE Certificates of 
Achievement as follows: 

o 2 Gold awards  

o 7 Silver awards 

o 10 Bronze awards 
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Staff: There has been a 1 percentage point increase in the number of staff who have declared a disability compared to the 
previous year 
 
 

 

 

 

The college is committed to continuing to encourage staff to disclose any of the protected characteristics such as a 
disability and will always do what we can to make reasonable adjustments to support staff in work. 
 
The college continues to be accredited to the Disability Confident Committed Employer scheme, which includes the 
commitment to provide evidence that we meet a set of standards including to: 
 

• Ensure the recruitment process is inclusive and accessible 

• Anticipate and provide reasonable adjustments as required 

• Support any existing employee who acquires a disability or long-term health problem. 

2018/19 Disability

Disability 6.5% No Disability 91.2% Unknown 2.3%

2019/20 Staff Disability

Disability 7.5% No Disability 90.5% Unknown 2.%
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Protected characteristic: GENDER REASSIGNMENT 
 
Students: Through the provision of support, requests for appropriate staff training and information from departments, we 
know anecdotally there has been a steady increase year on year of students declaring that they are gender reassigning. 
 

Staff: The college has established processes to ensure sensitive and personalised support for Trans staff, including those 
who are planning or undergoing reassignment or who have transitioned. This is based on best practice guidelines 
developed by national charities in association with the Government Equalities Office.  

 

 
 
 

Protected characteristic:  MARRIAGE and CIVIL PARTNERSHIP 
 
As a caring community, the college supports both students and staff through the development of policies and procedures 
to enable access to education and employment.   
 

The HR policies are developed in line with employment regulation requirements.  Policies are reviewed on a regular basis 
and staff and unions are consulted as part of this review process. 
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Protected characteristic: PREGNANCY and MATERNITY 
 
The college recognises the statutory rights of all employees. As a family friendly organisation the college wishes, where 
possible, to be supportive of employees with family commitments. The Family Policy details the statutory rights, college 
specific entitlements as well as the obligations for employees.    

The Family Policy covers the following leave entitlements: Maternity, Adoption, Shared Parental, Paternity, Fostering and 
Parental Leave.  The policy is reviewed on a regular basis and staff and unions are consulted as part of this review process. 
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Protected characteristic:  RACE (ETHNICITY) 
 

The college has a culture of high expectations.  All staff remain aspirational and are focussed on sustaining high student 
achievement rates – the number of students who stay until the end of their course and pass their qualification.  The 
college is proud of the continued focus of helping students to achieve, which saw the overall college achievement rate 
being maintained at its high level of 92% (excluding maths and English) 

The college recognises that improving achievement rates for students is an ongoing process.   

The key actions are: 

• The analysis of results by curriculum areas  

• Agreement on what needs to be done next, including setting of challenging targets and monitoring of student 
progress. 

These actions provide the college with a clear focus on ongoing improvements for students who continue their learning 
journey here. Through the combined efforts of staff at all levels of the organisation, we continue to identify and 
implement initiatives to support the improvement of achievement rates for all groups of students. 
 
 
 
 
 
 
 
 
 

Ethnicity and Age Achievement rate %  
(excludes maths & English 

16-18 2016/17 2017/18 2018/19 2019/20 

White British 86 86 85 87 

Non-white British 85 80 85 89 

19+     

White British 96 97 97 96 

Non-white British 97 95 97 93 

All     

White British 92 92 92 92 

Non-white British 92 89 92 91 
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Diversity profile – staff and students 
 

During the year 2019-20, the College employed 363 people, which equates to 259.8 full time equivalent (FTE) and had 
4,210 full time and part time students enrolled on one or more courses. 
 

The proportion of students from a black or minority ethnic group (BME) is 7% (311 students) and the proportion of BME 
staff is 5.8% (21 staff). These figures are broadly in line with the Island context where 95% (source: Isle of Wight Council – 
Facts & Figures January 2018 – base data Census 2011) of the population identify themselves as white, British. 
 
 

Ethnicity profiles - Students:  
 

 
 

 

 

 

2019/20 Student Ethnicity

BME 7% White British 93%

2018/19
Student ethnicity

BME 10% White British 90%
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Ethnicity profiles - Staff: 
 

  
 

  

2018/19
Staff ethnicity

BME 6% White British 94%

2019/20
Staff ethnicity

BME 6% White British 94%
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Ethnicity profiles – management: 
 

  
 

Protected characteristic: RELIGION and BELIEF  
 

The two main religious beliefs identified by staff who have declared a religion or belief (363 staff) are Christianity at 58% 
and No Belief (including agnostic/atheist) at 33%.   
  

Management Profile

White British White Other

97% White British

3% White Other

Management Profile 19/20

White British White Other

97% White British

3% White Other
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Protected characteristic: SEX (GENDER) 
 

The proportion of female to male students remains broadly consistent to previous years. There continues to be a higher 
proportion of females (66.83%) working at the college than men (33.17%), with a 2.63% increase in the proportion of 
female staff over the last twelve months. 
 

 

 

 
  

2019/20 Gender

Female 56% Male 44%

2018/19 Gender

Female 56% Male 44%
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Gender: Staff Pay 
 

The college is proud of the gender diversity of its workforce and has a range of policies in place to enable flexible and 

family friendly working patterns, as well as robust recruitment and selection processes for both new staff and internal 

promotion.   Of the 47 new staff recruited in 2019/20, 74.5% were female (73.8% in the previous year). Of the 51 leavers, 

45.1% were male (34.1% in the previous year). Of internal promotion secured by 19 existing employees in 2019/20, 73.7% 

were female (78% in the previous year). 

Under the Equality Act 2010, men and women must receive equal pay for the same work, or work of equal value.  The 
college has policies and systems in place to ensure all male and female staff are paid the same rates of pay for the same 
job roles including a Pay Framework which is reviewed annually and provides an objective and transparent means for 
determining pay rates for job roles.  As part of our commitment to equal pay and promoting equal opportunities, the 
college undertakes an annual equal pay audit as part of the statutory duty to report on gender pay.  The key data for 
31 March 2020 is summarised below and further details and analysis of the reasons for the gender pay gap can be found 
in the full annual report at www.iwcollege.ac.uk/information/policies-legal/ 
 

Mean pay gap  

• Women’s mean average hourly wage is 11.7% lower than the male mean average hourly wage. In the previous year 

the figure was 8.3% lower.  

 
Median pay gap 

• Women’s median average hourly wage is 21.0% lower than the male median average hourly wage. In the previous 

year the figure was 16.2% lower.   

http://www.iwcollege.ac.uk/information/policies-legal/
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Staff recruitment and diversity 
 

The college continues to monitor and take specific action to ensure that there is no complacency in ensuring equality and 
diversity are at the centre of decision-making for recruitment and selection processes.  The college follows best practice in 
recruitment including anonymised shortlisting without information relating to the candidates’ background. Shortlisting 
and interview panels are monitored to ensure where possible a mix of equality characteristics are represented in decision-
making. Short-listing and interview decisions are routinely reviewed to ensure all decisions are objective and to ensure 
there is no conscious or unconscious bias.  
 

The recruitment of new staff is also monitored against equality characteristics and currently reflects the Island 
demographics for the working age population. Advertising for roles proactively promotes the college as a friendly working 
environment with a positive approach to flexible working and ensuring reasonable adjustments can be made to 
accommodate individuals with additional needs.  
 
The college is a member of the Disability Confident Scheme and proactively uses occupational health and a risk 
assessment process to support disabled staff and enable work place adaptations to enable them to fully participate in 
college life and to be able to carry out their role to their full ability. 
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Protected characteristic: SEXUAL ORIENTATION 
 

The college continues to encourage staff to disclose equality information in order that we may identify trends and 
developments in our recruitment outcomes and workforce profile.  The majority of staff who have recorded their sexual 
orientation have identified as heterosexual with 2.7% identifying as LGBTQ.  This is just below the estimated range by 
Stonewall of 5-7% for the UK population. 
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The progress we have made 
 

Each year new staff development priorities are identified against the Strategic Plan and the Learning Policy themes.  
Additional needs are also identified in staff appraisals.  The college has a duty to deliver mandatory training for health and 
safety, safeguarding, fire awareness, equality and diversity, Prevent duty and data protection. For the current academic 
year, 2020-21 a focus will be on supporting both staff and students with Mental Health, training staff to support students 
and colleagues and signposting to resources for support. This training is monitored through HR and termly teaching and 
learning reviews.  British Values are promoted throughout the college campus and teaching staff use the centrally devised 
scheme of work, which includes equality and diversity themes throughout the academic year. 
 
The college’s equality objectives were reviewed in 2020 to address equality gaps identified by staff and students and 
through the analysis of data, and to support the college achieve the Public Sector Equality Duty. 
 

Objective 1:  At the Isle of Wight College, we promote equality, diversity and inclusion as being fundamental to the 
college’s vision of ‘Putting Students First’ to make a positive difference to people’s lives and promote 
an inclusive and inspiring college community. 

 
Objective 1:1 Ensure compliance with the Equality Act 2010 (EA10) 1:2 Promote British Values 1:3 Advance equality 

achievement focussing on the areas of attainment, retention and employability 
 
Objective 2:  The Isle of Wight College will continue to promote equal opportunities for our students and staff, 

tackling discrimination, bullying and harassment to ensure our students and staff feel that the college is 
a welcoming and inclusive environment in which to learn and work. 
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Objective 2:1 Improving student and staff diversity 2:2 Tackle incidents of discrimination 2:3/2:4 Continue to 
promote equality, diversity and inclusion learning opportunities for students and staff 2:5 Promote 
British Values 

 
 

Embedding Equality, Diversity and Inclusion 
 

The college continues to be exemplary in the methods used to promote and embed equality, diversity and inclusion into 
the student journey.  A particular strength of the college is the effective ways in which we continue to provide for 
students’ personal development, models of appropriate behaviour and their welfare as part of providing a broader 
understanding of equality, diversity and inclusion within their role as citizens. 
 

College staff remain committed to ensuring they maximise every opportunity to foster understanding and tolerance of the 
diverse communities beyond the Isle of Wight and will use a range of strategies to promote and develop students’ 
awareness and understanding to tackle discrimination. 
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The curriculum: 

 
The excellent range of outstanding teaching and learning activities related to equality and diversity, promoting life skills to 
support future career or further education opportunities can be seen in the statements taken from the self-assessment 
reports below: 
 

Students, including those with SEND and/or who are disadvantaged, benefit from participating in a 
broad range of volunteering initiatives and charitable projects 

 

• Many students participate in activities related to charitable endeavours, community projects and fund raising that 

develop their wider skills. The college has a well-established programme enabling students to engage with local 

community organisations that helps develop their skills whilst forming close, positive relations between the college 

and its community.  For example, hospitality students completed a charity quiz and dinner events for a local 

children’s charity.   Charity events provide students at Platform One, one of the college’s franchise partners, live 

performance and technical opportunities, as well as supporting local initiatives. In wood occupation and painting 

and decorating, students participate in a variety of community projects to develop students’ wider skills such as 

time keeping, attendance and reliability. Performing Arts students raised money for the local hospice by 

participating in a virtual variety showcase.  
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• Many students participate in external work experience placements that greatly aid the development of their 

vocation and wider skills. This is often reflected in curriculum SARs. For example: 

o Land Based Studies SAR, 2020: ‘Learners benefit greatly from participating in a very wide range of work-related 

learning which enables them to develop skills linked to employers’ needs’. 

o Pathways SAR, 2020: ‘There were a range of external work placements with the workplace facilitator working 

hard to secure placement hours for the students. Placements included Safe Harbour Café, Samaritans and British 

Red Cross.’ 

o Platform one SAR, 2020: A comprehensive set of work experience opportunities at island and mainland venues 

including real industries commissions, live performance and technical opportunities. 

o Public services SAR, 2020: ‘Very effective utilisation of external links which helps learners prepare for job roles 

and future career paths’. 

o Foundation learning SAR, 2020: ‘There are progression routes offered for students with SEND on supported 

internship programmes. Students will continue to develop work readiness and young adulthood skills and will 

participate in work placements supported by a work pace facilitator so that they can transfer the skills into real 

life working environments.’ 

 
 
 
 
 
 

“Teachers have high expectations of students.  They use teaching, learning and 

assessment methods, which are effective in helping students to achieve and make 

progress. As a result, students enjoy their learning and are motivated to achieve” - 

Ofsted 2017 




