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Equality and Diversity Report 

 

The equality and diversity data for Cardinal Newman College staff detailed below was compiled 

using data relating to June 2019.   

Declaration Rates 

100% declaration for gender and age, 97.9% declaration for disability, 100% for Ethnicity, 81.1% for 

religion/belief and 21.3% for sexual orientation.  

Workforce Representation 

In respect of workforce gender representation, 70.1% are female and 29.9% are male. 13.17% of the 

college staff are from Black & Minority Ethnic backgrounds (BME). The staff BME representation in 

College is in line with the BME percentage of the school teacher workforce which is currently 13.8%.  

The percentage of staff who have a disability is at 4.5% which is significantly lower than the UK 

population estimate of 19% of working age adults who have a disability.  

71.6% of staff declared a religion or belief which is in line with the UK population of whom 67.8% 

declare a religion of belief. 30.8% of staff at Cardinal Newman College declared they were Roman 

Catholic, 25.8 % of staff declared they were Christian. This is followed by 6.6% of staff declaring they 

are of other religion, 3.6% declaring they are Muslim, 2.4% declaring they are Church of England, 

1.8% declaring they are Hindu and 0.6% declaring they are Methodist.  

There is a broad distribution of age across the staff workforce. Members of staff under the age of 27 

constitute the least concentrated age bracket representing 5% of staff. This is followed by staff over 

the age of 67 representing 6.4% of staff.  Staff numbers in the remaining age brackets are broadly 

consistent. 

The college undertook a data cleanse in academic year 18/19 and, as a part of this, information was 

gathered in relation to sexual orientation. Only 21.3% of staff declared their sexual orientation and 

therefore the data will not be an accurate representation of the whole workforce. From the data we 

have 0.9% staff who identified themselves as bisexual, gay or lesbian with the remaining 20.4% 

identifying as heterosexual.  

Staff Representation by Grade 

Support Staff  

When analysing the distribution of support staff by spine point as a whole, 72% of support staff fall 

at or below point 30 of the support staff salary spine, currently pro rata to £24,162. The most heavily 

concentrated spine points are points 14-18 (living wage) and points 22 to 26 (£18,780 to £21,541) 

with 26.3% and 22.9% of support staff placed on these points respectively. Following this, 18.6% of 

support staff are placed on points between 27 to 30 (£22,142 to £24,162(. The remaining 28.69% of 

support staff are distributed across the support staff salary spine fairly evenly.  

Breakdown of Ethnicity by grade 



Analysis of support staff by ethnicity and grade demonstrates that some ethnicities do appear to be 

concentrated towards the lower end of the support staff salary spine; namely, Indian staff, African 

staff and White Other European staff. In addition, it is important to note that whilst no one ethnicity 

is solely concentrated towards the higher end of the support staff salary spine, there is an absence 

of BME staff at the highest points of the scale. This breakdown of ethnicity by grade has remained 

consistent when compared to the previous year.  

Breakdown of Disability Status by grade 

91.5% (previous year 93.9%) of support staff have reported that they don’t consider themselves to 

have a disability and 1.7% (previous year 0.9%) of support staff have not disclosed this information.  

6.8% (5.2% previous year) of support staff consider themselves to have a disability.  

Staff who have reported a disability fall between living wage and point 31 of the support staff salary 

spine. Whilst this is in line with the majority of support staff, no member of support staff who has a 

disability is on the higher end of scale. The low number of support staff who have reported that they 

have a disability may impact upon this.   

Breakdown of Gender by grade 

Males and females are represented across all points of the salary spine. However, there is a larger 

percentage of female staff on the lowest points of the spine compared to men, with 31.03% of 

females on points 14-18 compared to 12.9% of males. This gap has reduced very slightly when 

compared to the previous year as 33.3% of females were placed on points 14-18 compared to 9.68% 

of males.  

There appears to be no significant differences between the proportion of males and females at the 

top of the pay spine.  

Breakdown of Age by grade  

The distribution of age across the pay spine is fairly consistent in each age bracket with no cause for 

concern demonstrated.  

Teaching Staff  

Placement on the teaching staff salary spine is determined by years’ experience of teaching and is 

consistent across the board, therefore analysis of management responsibilities for different 

characteristics has been undertaken.  

Breakdown of Ethnicity by grade 

6.7% of teaching staff are from BME backgrounds 2.47% of staff receiving a management allowance 

are BME employees which demonstrates BME staff are underrepresented at management level. 

There is an absence of BME staff at the highest level of management allowances. 

Breakdown of Disability Status by grade 

3.4% of teaching staff have declared a disability. 6.1% of staff receiving a management allowance 

have declared a disability, therefore, staff who have a disability are well represented at management 

level. This is a significant increase from the previous year (from 1% to 6.1% of staff who have 

declared a disability at management level) which may be due to the data cleanse that occurred 

during the academic year allowing our data to be more accurate.   



Breakdown of Gender by grade 

Both males and females are represented across the management scale. There is a slight 

disproportion of males receiving management allowances when compared to females, with 54.9% of 

males receiving a management allowance compared to 43% of females receiving a management 

allowance. In addition, males are over represented at the highest level of the management ranges 

when compared to females.  

Breakdown of Age by grade 

There is representation of different age bands across the management allowance scale. There is a 

slightly higher prevalence of management allowances in staff aged 44 and over. It would appear 

there is a marginally higher percentage of staff on higher responsibility allowances in the age bracket 

of 54 and over when compared to other brackets. However, this age bracket has significantly fewer 

staff numbers compared to others (12 staff compared to 50, 64 and 48 in other brackets) which 

therefore impacts upon the figures. Otherwise, the trend within each age bracket is consistent in 

respect of the percentage of staff placed on management allowances. 

Recommendations update 

Recommendations 2017/2018 Update 

• Undertake a data cleanse to improve the staff 
equality data held on file. This should provide 
a clearer picture of key issues.  

• Data cleanse was completed. The increase 
in the percentage of teachers with 
management responsibilities who report a 
disability may be due to this.   

• The college became a disability confident 
employer in June 2018. In addition, 
consideration should be given as to where 
adverts are placed to ensure accessibility.  

• Consideration was given to specific 
channels of advertising but weren’t 
deemed appropriate. Statement of 
commitment to Equality and Diversity to 
be included in advert text to encourage 
applicants from diverse backgrounds.  

• Ensure internal opportunities for promotion 
reach all members of staff. 

• Internal opportunities for promotion were 
emailed to all staff, excepting one advert 
which was specifically targeted at the 
Health and Social Care department, as the 
role was only appropriate for members of 
that particular team.  

• Devise a Staff Development Programme and 
ensure all members of staff have the 
opportunity to request development.  

• The staff development programme was 
implemented, and this should continue to 
run this academic year.  

• Continue to ensure that interview panels 
have refresher training on equality and 
diversity.  

• Unconscious bias training was held on 1st 
February 2019 for staff involved in 
interview panels and received positive 
feedback.  

 • The college appointed 4 equality and 
diversity champions in the previous 
academic year. Whilst this wasn’t a 
recommendation from the previous report 
it should be noted that the E&D champions 
have made a significant contribution to the 



embedding of equality and diversity for 
staff and students across the college.  

 

Recommendations for 2019/2020 

• Include a statement expressing commitment to equality and diversity making reference 

to protected characteristics within advert descriptions.  

 

• Continue to ensure internal opportunities for promotion reach all members of staff and 

consider printing internal adverts where appropriate to increase accessibility.  

 

• Continue to ensure that the Staff Development Programme is updated in line with the 

colleges and staff development needs and continue to ensure all members of staff have 

the opportunity to request development.  

 

• Continue to ensure that interview panels have refresher training on equality and diversity 

when appropriate.  


