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1. INTRODUCTION 
 
This report provides an overview of Writtle University College’s activities in support of equality, diversity and 
inclusion during the academic year 2019/20, including indicators towards our agreed equality objectives and 
a summary of key staff and student data.  It also provides an overview of our targets and our progress 
towards achieving these, and summarises work carried out during 2019-20. 
 
Data used to support the narrative is either by academic year or point in time data related to mandatory 
reporting submissions or the latest available data at the time of the writing the report. 
 
 
 

2.  OUR COMMITMENT TO EQUALITY, DIVERSITY AND INCLUSION 
 
2.1 Policy Statement and responsibilities 
 
All aspects of equality and diversity are embedded in and implemented through policies, procedures and 
practices.  This report should be considered alongside the Equality, Diversity and Inclusion Policy (staff) and 
Gender Pay Gap Report, and a range of policies to facilitate a supportive working environment for staff, 
including:  Flexible working policy; special leave policy; and maternity and family policy.  These are part of 
the formal means through which we provide support to staff and our Inclusion and Learning Support teams 
work to support flexible delivery and reasonable adjustments in support of student need.  
 
The Board of Governors is responsible for setting and monitoring our strategic direction and has ultimate 
responsibility for upholding equality, diversity and inclusion and for the University College’s compliance with 
the Equality Act 2010.  The Board receives, via its Personnel and Remuneration Committee, regular updates 
to assess performance in relation to staff, and via the Academic Board and Education Committee it also 
receives regular updates to assess performance in relation to students.  The Board is also mindful of its own 
membership and the Search and Governance Committee oversees governor recruitment and welcomes 
expressions of interest from a range of candidates. 
 
All our staff have an individual responsibility for upholding equality, diversity and inclusion.  They are 
supported in this with awareness sessions at an organisation level and via updates on changes to legislation.   
 
Every member of staff and student has a responsibility to: 
 

• Treat staff, students and visitors with dignity and respect; 
• Listen to what others have to say and respect their point of view; 
• Speak out or report to an appropriate authority if they witness, or are aware of, bullying, 

vindictiveness, verbal or physical aggression and not assume that it is someone else’s responsibility; 
• Question their own prejudices and assumptions; 
• Be familiar with the responsibilities that equality legislation places on them and ensure that they are 

sensitive to issues of cultural diversity in their work. 

 
 



3.  OUR LEGAL OBLIGATIONS 

3.1 Equality Act 2010 
 
The university college has obligations as both an employer and an education provider, as set out in the 
Equality Act 2010.   This means that we must have due regard to the need to: 
 

• Eliminate unlawful discrimination, harassment, victimization and any other conduct prohibited by 
the Equality Act 2010; 

• Advance equality of opportunity between people who share a protected characteristic1 and those 
who do not by: 
 Removing or minimizing disadvantages suffered by people due to their protected 

characteristics; 
 Taking steps to meet the needs of people from protected groups where these are different 

from the needs of other people; and 
 Encouraging people from protected groups to participate in public life or in other activities 

where their participation is disproportionately low; and 
• Foster good relations between people who share a protected characteristic and those who do not 

by: 
 Tackling prejudice, and 
 Promoting understanding between people from different groups. 

In addition, we must: 
• Publish information to demonstrate out compliance with the Equality Act across our functions; 
• Prepare and publish equality objectives. 

3.2 Gender pay gap reporting regulations 
 
Writtle University College is subject to the Equality Act 2010 (Gender Pay Gap Information) Regulations 2017 (SI 
2017/172) and annually publishes Gender Pay Gap information which describes the percentage differences in 
pay between male and female employees.  
 
During 2019-20, a Gender Pay Gap Reporting Working Group was formed.  This group reviewed how these reports 
could be more meaningful to WUC in the future. As part of our continued commitment to ensuring Equality and 
Diversity, HR have trialled anonymous shortlisting during 2019-20, mainly linked to unconscious bias and gender. 
Of the recruitment campaigns trialed, we attracted an equal pool of male and female candidates and 
appointments were made equally, which had no impact on the gender imbalance at WUC.  These anonymous 
campaigns will continue to be trialed.   
 

3.3  Equality, diversity and inclusion related training and awareness training 
 
As an organisation, we promote the principles of equality, diversity and inclusion through training and 
awareness-raising activities.  This is covered at a variety of events including staff induction events and 
welcome events for students.   
 

                                                      
1 The protected characteristics are: age; disability; gender reassignment; marriage and civil partnership; pregnancy and 
maternity; race; religion or belief; sex and sexual orientation.   



We also have a range of mandatory online training programmes for all staff, which include equality and 
diversity and Dignity at Work modules. Completion rates for these programmes are shown in the following 
table. 

 
Completion rates for essential training, 2019-20 

 
Roles at WUC Equality and Diversity  

% Completion 
Dignity at Work 
% Completion 

Employees (full and part 
time) 

93.2% 94.3% 

Hourly Paid Lecturers 55.4% 53.8% 
Casual staff 78% 79.4% 

 

3.4  Equality Objectives 
 
As an organisation we endeavour to embed equality, diversity and inclusion within every action we take and 
every decision we make across WUC. The University College defined its equality objectives using analysis of 
data trends and benchmarking against sector best practice and innovation. Four key themes were identified 
that summarise what we want to achieve and under these we have developed our equality objectives.  It is 
recognised and viewed as positive that these themes and objectives overlap. 
 
Our key objectives are: 
 

1. Inclusion: we provide an environment that is accessible and welcoming 
2. Attainment: everyone can flourish and succeed to the best of their abilities 
3. Flexibility: we support different ways of working and learning 
4. Embedding: the active promotion of equality informs our culture and behaviour 

 
 
1 Inclusion: 
• Encourage equality, diversity and inclusion in the workplace as good practice 
• Create a working environment free of bullying, harassment, victimisation and unlawful discrimination, promoting 

dignity and respect for all, and where individual differences and the contributions of all staff are recognised and 
valued. 

• Take seriously complaints of bullying, harassment, victimisation and unlawful discrimination by fellow employees, 
customers, suppliers, visitors, the public and any others in the course of the organisation’s work activities. 

• Monitor the make-up of the workforce regarding information such as age, sex, ethnic background, sexual 
orientation, religion or belief, and disability in encouraging equality, diversity and inclusion, and in meeting the 
aims and commitments set out in the equality, diversity and inclusion policy. 
 
 

2 Attainment: 
• Make opportunities for training, development and progression available to all staff, who will be helped and 

encouraged to develop their full potential, so their talents and resources can be fully utilised to maximise the 
efficiency of the organisation. 

• Ensure that decisions concerning staff are based on merit (apart from in any necessary and limited exemptions and 
exceptions allowed under the Equality Act). 

• Ensure our teaching and learning and related support work enables all students to achieve to their full potential 
 



WUC continues to be committed to the principle and practice  of equal opportunities and equal treatment 
for all staff and students, regardless of sex, race, religion or belief, age, marriage or civil partnership, 
pregnancy/maternity, sexual orientation, gender reassignment or disability. It has a clear policy of paying 
employees equally for the same or equivalent work, regardless of their sex (or any other characteristic set 
out above). As such, it:  

• Evaluates all job descriptions of all new proposed roles and replacement roles using the HERA 
(Higher Education Role Analysis) system part of the JNCHES Pay Framework Agreement (51 point pay 
spine) to ensure a fair application of pay, which determines the level of Grade on WUC Single Pay 
Spine (SPS);  
• Remunerates all roles on the University College SPS, except for University College Senior Leadership 
roles who are placed on spot salaries as determined and agreed by the Personnel and Remuneration 
Committee of Governors; and,  
• Ensures individuals who have responsibility for determining pay levels (Grades and points) receive 
appropriate training on the HERA system by an accredited HERA individual external to the 
organisation.  

 
WUC’s gender pay gap year on year has continued to show a reduction.  For this year (as at 31/03/19) the 
mean has reduced by 0.7% and the median by 3.7%. The gender profile of WUC Staff remains a 
predominantly female workforce; the female proportion is 69.6% (as at 31 March 2019), compared to a 
30.4% male workforce. As at 31 March 2019 there are no employees or workers who had declared 
themselves as gender neutral, non-binary or other. It is our intentions for the 2021 Gender Pay Gap report 
to analyse our data further to produce specific FE and HE academic gender pay gap information, which will 
enable us to identify whether our pay gap is comparable within the respective sectors. 
 
3 Flexibility 
Review employment practices and procedures when necessary to ensure fairness, and update as relevant to take 
account of changes in the law. 

 



4.  FUTHER EDUCATION STUDENTS 
 
During 2019/ 20 WUC appointed a new Director of  FE and agreed a new management structure.  The new team are committed to building a strong and 
sustainable FE  provision at WUC with growth aligned to our strategic intent.  Within this our EDI commitments to be a more inclusive learning community  
mean  we will be working to agree  key objectives for this provision  by 2030 as part of the  Learning and Teaching strategy work underway during 2020/21.  
 
 
NB: Data is based on enrolments not learners.  Learners may have multiple enrolments as part of their study programme. 
 
4.1 Age 
 

Age (fund model) 
Leavers 
201718 

Leavers 
201819 

Leavers 
201920 

Ach % 
1718 

Ach % 
1819 

Ach % 
1920 

Ret % 
1718 

Ret % 
1819 

Ret % 
1920 

Pass % 
1718 

Pass % 
1819 

Pass % 
1920 

16-18 750 778 705 80.5% 84.1% 83.7% 96.0% 95.9% 92.9% 83.9% 87.7% 90.1% 
19+ (35 and 99) 263 260 187 93.2% 91.5% 89.3% 96.6% 94.2% 96.3% 96.5% 97.1% 92.8% 
Grand Total 1013 1038 892 83.8% 85.9% 84.9% 96.2% 95.5% 93.6% 87.2% 90.0% 90.7% 

 
This illustrates that the percentage pass rate for 16-18 year olds has increased each year from 2017-18 to 2019-20,  while there has been a drop in the pass 
rate for more mature students in the 19+ category.  The majority of the 19+ students that did not achieve in 19/20 were Dog Grooming students who missed 
their exam retake due to cancellation with COVID restrictions.  The students were able to resit their exam in November but unfortunately this was not 
counted within the 19/20 results.   
 
4.2 Gender 

Gender 
Leavers 
201718 

Leavers 
201819 

Leavers 
201920 

Ach % 
1718 

Ach % 
1819 

Ach % 
1920 

Ret % 
1718 

Ret % 
1819 

Ret % 
1920 

Pass % 
1718 

Pass % 
1819 

Pass % 
1920 

F 701 772 633 85.9% 85.5% 86.3% 96.4% 94.8% 94.0% 89.1% 90.2% 91.8% 
M 312 266 259 79.2% 87.2% 81.5% 95.5% 97.4% 92.7% 82.9% 89.6% 87.9% 
Grand Total 1013 1038 892 83.8% 85.9% 84.9% 96.2% 95.5% 93.6% 87.2% 90.0% 90.7% 

 
This illustrates that females continue to perform better than male students and   in 2020/21 we will be extending the work of success team to provide some 
sessions for male FE learners.  Our  strategic  focus on supporting white working class males through education to employment or further study, a key aspect 
of our 5 year APP strategy, will need to be extend to progression support or FE students in this population 
 
 



4.3 Ethnic group 

Ethnic group 
Leavers 
201718 

Leavers 
201819 

Leavers 
201920 

Ach % 
1718 

Ach % 
1819 

Ach % 
1920 

Ret % 
1718 

Ret % 
1819 

Ret % 
1920 

Pass % 
1718 

Pass % 
1819 

Pass % 
1920 

BAME 39 36 30 74.4% 80.6% 80.0% 94.9% 94.4% 90.0% 78.4% 85.3% 88.9% 
White 964 1002 862 84.5% 86.1% 85.0% 96.5% 95.5% 93.7% 87.6% 90.2% 90.7% 
Not known 10 0 0 50.0% 0.0% 0.0% 70.0% 0.0% 0.0% 71.4% 0.0% 0.0% 
Grand Total 1013 1038 892 83.8% 85.9% 84.9% 96.2% 95.5% 93.6% 87.2% 90.0% 90.7% 

 
This illustrates that White students continue to achieve higher than BAME students, although the gap has reduced considerably from 2017-18 to 2019-20 and 
is now less than 2%.  For 20/21 we are separately monitoring BAME students and discuss each students progress to be able to narrow this gap. 
 
 
4.4 16-18 High Needs Funding 
 

High needs funding 
Leavers 
201718 

Leavers 
201819 

Leavers 
201920 

Ach % 
1718 

Ach % 
1819 

Ach % 
1920 

Ret % 
1718 

Ret % 
1819 

Ret % 
1920 

Pass % 
1718 

Pass % 
1819 

Pass % 
1920 

High needs funding 40 26 12 62.5% 69.2% 66.7% 87.5% 100.0% 83.3% 71.4% 69.2% 80.0% 
No high needs funding 710 752 693 81.5% 84.6% 84.0% 96.5% 95.7% 93.1% 84.5% 88.3% 90.2% 
Grand Total 750 778 705 80.5% 84.1% 83.7% 96.0% 95.9% 92.9% 83.9% 87.7% 90.1% 

 
This illustrates that high needs funding students continue to achieve less than non high needs funding students, but the gap has been reduced.  For 20/21 we 
are separately monitoring HNF students and offering additional support and access to the learning hub during full lock down.  The target is narrow this gap by 
10% in 20/21 
 
 
4.5  16-18 Free School Meals 
 

Free School Meals 
Leavers 
201718 

Leavers 
201819 

Leavers 
201920 

Ach % 
1718 

Ach % 
1819 

Ach % 
1920 

Ret % 
1718 

Ret % 
1819 

Ret % 
1920 

Pass % 
1718 

Pass % 
1819 

Pass % 
1920 

16-19 learner eligible for free meals 44 41 17 72.7% 80.5% 64.7% 86.4% 95.1% 70.6% 84.2% 84.6% 91.7% 
Not eligible for free meals 706 737 688 81.0% 84.3% 84.2% 96.6% 95.9% 93.5% 83.9% 87.8% 90.0% 
Grand Total 750 778 705 80.5% 84.1% 83.7% 96.0% 95.9% 92.9% 83.9% 87.7% 90.1% 

 
4.6 Disability 
 

Disability 
Leavers 
201718 

Leavers 
201819 

Leavers 
201920 

Ach % 
1718 

Ach % 
1819 

Ach % 
1920 

Ret % 
1718 

Ret % 
1819 

Ret % 
1920 

Pass % 
1718 

Pass % 
1819 

Pass % 
1920 



Has difficulty/disability/health problem 303 331 334 81.2% 80.7% 81.4% 94.4% 93.1% 91.6% 86.0% 86.7% 88.9% 
No difficulty/disability/health problem 706 703 558 84.8% 88.3% 86.9% 96.9% 96.6% 94.8% 87.6% 91.5% 91.7% 
No information provided by learner 4 4 0 100.0% 100.0% 0.0% 100.0% 100.0% 0.0% 100.0% 100.0% 0.0% 
Grand Total 1013 1038 892 83.8% 85.9% 84.9% 96.2% 95.5% 93.6% 87.2% 90.0% 90.7% 

/



5.  HIGHER EDUCATION STUDENTS 
 
5.1 Overall population 
 

OVERALL POPULATION 
Age as at 31 August 
(of academic year) 

Overall distribution across age bands is broadly consistent between 2018/19 and 2019/20, with 
majority of students being between 19 and 24 years old. 
(Note: this is not the same as age at start (of course), which is often used in HE sector metrics, and 
measures the population by young (under 21) or mature (21 or above) as at the start of their course.  
This is age split is not available from Heidi Plus, which is the tool used to gather data from across the 
sector.) 

Gender The gender split remains significantly weighted to female, with over 78.0% of the student population 
for academic years 2018/19 and 2019/20 being female. 
 

Ethnicity The split across broad ethnic group (i.e. BAME and White) has remained consistent with majority 
(almost 93%) of WUC’s student population being white, however, 2019/20 shows the highest 
proportion of BAME students since 2015/16, at 7.1% 
 

Disability The proportion of HE students with a declared disability has increased by over 11 percentage points 
between 2015/16 and 2019/20, from 18% in 2015/16 to 29.0% in 2019/20. 
 

 
Population comparisons with WUC’s main comparator providers is available as appendix.  
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5.2 Age as at 31 August 
 

  Academic year 

Age at 31 August  Measure 2015/16 2016/17 2017/18 2018/19 2019/20 
18 years and under % 14.8% 12.9% 14.1% 13.2% 15.1% 
19 years % 19.2% 20.8% 19.6% 17.2% 18.2% 
20 years % 19.2% 20.5% 20.3% 20.6% 16.6% 
21-24 years % 24.9% 24.5% 24.9% 26.6% 28.3% 
25-29 years % 7.9% 7.7% 6.8% 8.5% 8.9% 
30 years and over % 13.9% 13.6% 14.3% 13.9% 12.9% 

Total 
Headcount (rounded 
to nearest 5) 805 775 805 750 810 

5.3 Gender 
 

  Academic Year 

Sex Measure 2015/16 2016/17 2017/18 2018/19 
2019/20 
(WUC only) 

Female % 72.7% 75.8% 77.2% 78.9% 78.4% 
Male % 27.3% 24.2% 22.8% 21.1% 21.6% 

Total 
Headcount (rounded 
to nearest 5) 805 775 805 750 810 

 
 
5.4 Ethnicity 
 

  Academic Year 

Ethnicity Measure 2015/16 2016/17 2017/18 2018/19 
2019/20 
(WUC only) 

Black and Minority Ethnic % 5.7% 5.3% 5.0% 4.8% 7.1% 
White % 81.4% 84.9% 85.4% 86.9% 92.7% 
Unknown/not applicable % 12.9% 9.8% 9.7% 8.3% 0.2% 

Total 
Headcount (rounded 
to nearest 5) 805 775 805 750 810 

 
 
5.5 Disability 
 

  Academic Year 

Disability Measure 2015/16 2016/17 2017/18 2018/19 
2019/20 
(WUC only) 

Known to have a disability % 18.0% 22.1% 25.7% 28.3% 29.0% 
No known disability/unknown % 82.0% 77.9% 74.3% 71.7% 71.0% 

Total 
Headcount (rounded 
to nearest 5) 805 775 805 750 810 
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HE Student Continuation (OfS methodology): Degree, UK domiciled, full time 

Continuation rates (based on OfS methodology for entrants and continuers) for UK domiciled full 
degree students by broad age (at start of course), gender, ethnic group and disability.  Integrated 
Masters (M22) has been included with degree (H00). 
 
Gaps in performance of different groups have been provided, as this is a key aspect of how the OfS 
monitor access and participation across providers. 
 

CONTINUATION (YEAR 1 TO YEAR 2)  
UK domiciled/Full-Time(FT)/Degree (incl. Integrated Masters) 

Age at start of 
course 

Continuation rates for young students (entrants who continue into their second year), have improved 
by almost 7 percentage points, from 82.9% for 2017/18 entrants, to 89.7% for 2019/20 entrants.  A 
similar observation can be seen for mature students.   
The gap in continuation between young and mature has reduced by 0.3 percentage points, from 10.5 
percentage points in 2017/18, to 10.2 percentage points in 2019/20. 

Gender Continuation rates for female students improved significantly for 2019/20 entrants, with 89.1% 
continuing, compared to 81.0% for 2017/18 entrants.   
Continuation rates for male students have fluctuated over the past three years, from 82.1% for 
2017/18 entrants, 90.5% for 2018/19 entrants, and then 82.1% for 2019/20 entrants.   
The lower continuation rates of male students together with higher continuation rates for female 
students, means there is a much wider gap in performance in this area for 2019/20 (7.0 percentage 
points). 

Ethnicity With BAME (entrant) population sizes less than n=15 for academic years 2017/18, 2018/19 and 
2019/20, changes in percentage values change significantly year to year.   
Data for 2019/20 entrants indicates there is still a gap between continuation rates of BAME students 
compared to White students, however the gap for 2019/20 is the narrowest it’s been since academic 
year 2017/18 (at 9.7 percentage points). 

Disability Overall continuation rates for students with a declared disability and those without a known disability 
have improved since academic year 2017/18. 
Continuation rates for students with a disability have improved year on year (from 80.4% in 2017/18, 
85.4% in 2018/19, and 87.0% 2019/20). 
By comparison, continuation rates for students without a disability have fluctuated during the period 
(81.5% in 2017/18, 90.4% in 2018/19 and 87.9% 2019/20), however, overall direction of travel 2017/18 
to 2019/20 is positive. 
The gap between continuation rates for students with a disability and those without has been at its 
narrowest at 0.9 percentage points in 2019/20. 

 
 
UK/FT/Degree (incl. Integrated Masters): Age at start 

• Young <21 years of age at start 
• Mature =>21 year of age at start 

Academic year 
started/age at start 

% continued 
or qualified Gap 

2017 81.2%  

Mature 72.4% 10.5pp 
(young) Young 82.9% 

2018 88.8%  
Mature 80.8% 9.7pp 

(young) Young 90.5% 
2019 87.7%  

Mature 79.5% 10.2pp 
(young) Young 89.7% 

Grand Total 85.8%  
(WUC Retention and Progression report) 
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UK/FT/Degree (Incl. Integrated Masters): Gender 
 

Academic year 
started/gender 

% continued or 
qualified Gap 

2017 81.2%  
M 82.1% 1.1pp 

(male) F 81.0% 
2018 88.8%  

M 90.5% 2.0pp 
(male) F 88.5% 

2019 87.7%  
M 82.1% 7.0pp 

(female) F 89.1% 
Grand Total 85.8%  

(WUC Retention and Progression report) 
 
UK/FT/Degree (Incl. Integrated Masters): Ethnicity 
 

Academic year 
started/broad ethnic group 

% continued 
or qualified Gap 

2017 81.2%  

BAME 63.6% 18.6pp 
(white students) 

White 82.2% 
Not known 100.0%  

2018 88.8%  

BAME 57.1% 33.2pp 
(white students) White 90.3% 

2019 87.7%  

BAME 78.6% 9.7pp 
(white students) White 88.3% 

Not known 100.0%  

Grand Total 85.8%  
(WUC Retention and Progression report) 

 

UK/FT/Degree (Incl. Integrated Masters): Disability 
 

Academic year 
started/broad disability 
group 

% continued 
or qualified Gap 

2017 81.2%  

Has declared a disability 80.4% 1.1pp 
(no disability) No known disability 81.5% 

2018 88.8%  

Has declared a disability 85.4% 5.0pp 
(no disability) No known disability 90.4% 

2019 87.7%  

Has declared a disability 87.0% 0.9pp 
(no disability) No known disability 87.9% 

Grand Total 85.8%  
(WUC Retention and Progression report) 
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HE Student Achievement (Good Degrees) 
The following tables show the distribution of good degrees (1st or 2.1) awarded to all UG degree 
students (where qualification aim is degree) by academic year (of award made).   
 
Note: No restrictions on mode of attendance of student domicile have been applied (and so are 
not directly comparable with Access and Participation Indicators).  The tables exclude Integrated 
Masters programmes. 
 
Gaps in performance of different groups have been provided, as this is a key aspect of how the OfS 
monitor access and participation across providers. 
 

ACHIEVEMENT (GOOD DEGREES (1st or 2.1))) 
All UG Degree students (qual aim MHC41 = H00) by academic year (of award made).  No restrictions on model of 

attendance or student domicile applied 
 

Age at start of 
course 

The proportion of young degree students being awarded a good degree has increased year on year 
between 2017/18 to 2019/20, from 49.5% in 2017/18 to 57.8% in 2019/20.   
Overall however, the proportion of mature students achieving a good degree has remained above 
the proportion of young students achieving a good degree. 
The overall direction of travel between 2017/18 to 2019/20 shows an increased proportion of 
mature students achieving a good degree, with 64.3% achieving a good degree in 2017/18, and 
69.2% in 2019/20. 
The gap between young students achieving a good degree and mature students achieving a good 
degree, has narrowed by 3.4 percentage points during the period (14.8 percentage points in 
2017/18, to 11.4 percentage points in 2019/20). 

Gender The proportion of male students achieving a good degree has increased significantly, from 42.4% in 
2017/18 to 60.0% in 2019/20. 
Greater proportions of female students have continued to achieve good degrees compared to male 
students over the period, however there has been only small incremental increases (by 2-3 
percentage points per year).  Therefore the gap between male and female students has narrowed 
significantly, from 15.3 percentage points in 2017/18, to 2.7 percentage points in 2019/20. 

Ethnicity The BAME population size across each of the three years is particularly small (less than n=20 per 
year), which limits the usefulness of measuring by percentage. 
However, the data does indicate a positive direction of travel, with more BAME students achieving a 
good degree in 2019/20 compared to 2017/18, and the attainment gap narrowing. 

Disability The proportion of students with a declared disability achieving a good degree has increased year on 
year, from 41.5% in 2017/18, to 53.7% in 2019/20.  
An attainment gap still exists between students with a declared disability, and those with no known 
disability, with a higher proportion of those without a disability achieving a good degree.  However, 
this gap has narrowed by 6.5 percentage points during the period (from 17.8 percentage points in 
2017/18 to 11.3 percentage points in 2019/20). 
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Good Degrees: Age at start 
 

Age at start 
%Good 
Degrees 
1718 

Gap 
2017/18 

%Good 
Degrees 
1819 

Gap 
2018/19 

%Good 
Degrees 
1920 

Gap 
2019/20 

Mature 64.3% 14.8pp 
(mature) 

63.5% 10.4pp 
(mature) 

69.2% 11.4pp 
(mature) Young 49.5% 53.1% 57.8% 

Grand Total 54.6%  57.2%  62.0%  

(HE WAM data (Qlikview model)) 

 

Good Degrees: Gender 
 

Gender 
%Good 
Degrees 
1718 

Gap 
2017/18 

%Good 
Degrees 
1819 

Gap 
2018/19 

%Good 
Degrees 
1920 

Gap 
2019/20 

M 42.4% 15.3pp  
(female) 

48.6% 11.1pp  
(female) 

60.0% 2.7pp  
(female) F 57.7% 59.7% 62.7% 

Grand Total 54.6%  57.2%  62.0%  

(HE WAM data (Qlikview model)) 
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Good Degrees: Ethnicity 
Note: WUC BAME population is particularly small, and therefore percentage values can vary.  
 

Broad ethnic 
group 

%Good 
Degrees 
1718 

Gap 
2017/18 

%Good 
Degrees 
1819 

Gap 
2018/19 

%Good 
Degrees 
1920 

Gap 
2019/20 

BAME 35.3% 21.2pp 
(white 

students) 

25.0% 35.7pp 
(white 

students) 

50.0% 13.6pp 
(white 

students) White 56.8% 60.7% 63.6% 
Not known 0.0%  0.0%  0.0%  

Grand Total 54.6%  57.2%  62.0%  

(HE WAM data (Qlikview model)) 
 
 
Good Degrees: Disability 
 

Disability group 
%Good 
Degrees 
1718 

Gap 
2017/18 

%Good 
Degrees 
1819 

Gap 
2018/19 

%Good 
Degrees 
1920 

Gap 
2019/20 

Has a known 
disability 41.5% 

17.8pp 
(no 

disability) 
47.4% 

12.9pp 
(no 

disability) 
53.7% 

11.3%  
(no 

disability) No known disability 59.0% 60.3% 65.0% 
Not known 0.0%  0.0%  100.0%  

Grand Total 54.6%  57.2%  62.0%  

(HE WAM data (Qlikview model)) 

 
WUC has agreed a plan to improve student outcomes and a 5 Year APP strategy to better support target groups who are underrepresented in our 
enrolments.  This work is supported by the Student Success team and the Inclusion and Wellbeing team.  As part of the work on our learning and 
teaching and people strategy will be agreeing plans for training and development of staff, including allyship and other work designed to enable all 
staff to better support students and each other as we build a genuinely inclusive learning community.  The Learning and Teaching strategy will set 
targets for attainment to 2030.
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6.  EQUALITY, DIVERISTY AND INCLUSION FOR OUR STAFF  
 
6.1 Introduction 
 
The University College recognises that equality of opportunity and the promotion of diversity are 
not only ethically fundamental, they are crucial to its academic, social and commercial success. 
Writtle University College (WUC) is committed to encouraging equality, diversity and inclusion, 
and eliminating unlawful discrimination within our workforce. 
 
We value the differences that a diverse workforce brings to the organisation. An inclusive 
environment provides many benefits, including diversity of ideas and creativity, greater inclusion 
resulting in greater diversity, a non-tolerance approach to bullying and harassment, increased 
morale among all of our employees and correspondingly our students, a wider range of 
experiences and skills in our workforce. By supporting, encouraging and promoting equality and 
diversity, WUC has the opportunity to attract and retain students and staff from all backgrounds.  
 
Equality means that everyone is treated fairly. Diversity means recognising that everyone is 
different; differences should be respected and encouraged, in order to understand and value the 
benefits that diversity brings. Inclusion aims to ensure that everyone feels valued at work, able to 
raise issues, ideas and suggestions, in the knowledge that this is encouraged and welcomed. 
 
Our aim is for our workforce and our customers to be truly representative of all sections of 
society, and for each employee to feel respected and able to give their best. The principles of non-
discrimination and equality of opportunity apply to the way in which we should all treat each 
other in day to day interactions and are embedded within normal ways of working and the culture 
of WUC. This includes in pay and benefits, terms and conditions of employment, dealing with 
grievances and discipline, dismissal, redundancy, parental leave, requests for flexible working, and 
selection for employment, promotion, training or other developmental opportunities.  
 
Equality and Diversity statistics are produced annually in December, and published to the 
University College website in full. The statistics are compiled on; Gender, Age, Ethnicity, Sexual 
Orientation, Marital Status, Disability and Religious Belief. The following paragraphs look at; 
Gender, Age, Ethnicity and Disability statistics in further detail, referring to the most recently 
available statistics, as at 31st December 2019. Where relevant, comparisons are made to the most 
recently available Census data of 2011, specifically in relation to the local area of Chelmsford, 
sourced from the Office for National Statistics (ONS). 
 
6.2 Gender 

 
 
The gender make up of WUC employees has not changed significantly over recent years, remaining 
consistently at approximately a two thirds female, one third male split. In comparison to our student 
data published in 2020, HE students are predominantly female at 79% of students (January 2020), whilst 
our FE students show a similar trend to our employee figures, with 70% female and 30% male 
proportions (October 2020). According to the census data of 2011, the proportional gender split in 
Chelmsford was 49.3% male, and 50.7% female. 
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6.3 Age 

 
 
It is difficult to make a meaningful comparison relating to the most recently available census data 
in relation to Age, due to the natural exclusions directly due to age – for example, young adults and 
children, who will not be represented in the employee data, and the differences between how WUC 

has recorded age groups and how 
the census data allocated age 
groups.  
The employee age statistics show 
that over half of WUC employees 
are aged between 40 and 59. We 
have a very small population of 
under 20’s, and despite there 
being no formal retirement age, 
there are a minimal number of 
employees who choose to work 
past the state pensionable age. 
 
 

 
 
6.4 Ethnicity 
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As shown in the above table, 96.07% of the workforce have confirmed their ethnicity as white. There 
has not been any significant change in this figure over recent years. For comparison, at 31/12/2018, 
96.5% of employees specified their ethnicity as white. The most recently available census data from 
2011 advises that in Chelmsford, 93.7% of residents are white. Whilst this year has shown a minor 
improvement towards representation of the local populous, there is a gap of 2.37%, which would be 
equivalent to around 7 members of staff who identified as Black or Minority Ethnic.  
 
The following chart depicts the detail of the 3.93% of employees who identify as Black and Minority 
Ethnic, or have chosen not to advise their ethnicity. 
 

 
A small proportion of the workforce (0.66%, 2 employees) have chosen not to declare their ethnicity at 
Writtle. Comparably all FE students have declared their ethnicity, whilst 0.4% of HE students have 
chosen not to.  
 
6.5 Disability 

 
 
As at 31st December 2019, 89.51% of employees reported that they have no known disability. This shows 
a minor change against 2018’s figure of 90.76%. Figures have remained fairly consistent over recent 
years, with approximately 10% of staff declaring that they have some form of disability. The most 
commonly reported disability relates to a specific learning difficulty, such as dyslexia or dyspraxia, 
however there has been an increase in the number of staff who have reported that they have a mental 
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health condition. This is encouraging, as it appears that employees feel more comfortable in being able 
to declare and discuss their mental health.   
Additional details in relation to the staff profile are published to the University College website and can 
be found by clicking on the following link: http://writtle.ac.uk/Equality-and-Diversity.  
 
The University College’s Recruitment & Selection process aims to be all inclusive and as an organisation 
we continue to endeavour to ensure that the sources used for advert placement reach and encourage 
applications from as wide a field as possible. Discrimination in any form is not tolerated and the 
University College is committed to being positive about people with disabilities. Equality data is collected 
through voluntary disclosure at point of application. However, we further encourage completion of the 
disclosure form on appointment.  
 
 
The University College has mechanisms and policies which enable staff to raise equality issues, discuss 
them and enable appropriate action to be taken to address concerns raised. In the year 2019-20 there 
were no complaints considered to have been raised under “protected characteristics” as defined by the 
Equality Act.  
 
  

http://writtle.ac.uk/Equality-and-Diversity
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7.  KEY WORK AND ACHIEVEMENTS 2019-20 
 
7.1 Tackling Sexual Violence 
 
Sexual Violence is a well-documented issue within Higher Education. WUC has made progress in 
recent years in tackling sexual violence against students, but we recognise there is still much work 
to be done in this complex, sensitive and important area of work.  
 
Actions taken in 2019/20 included investments in the training of two more Sexual Violence Liaison 
Officers, taking the total at WUC to three.  Staff also attended several external conferences and 
training sessions.   General Investigation training has also taken place for a wider pool of staff who 
may be called upon to deal with investigations under the disciplinary policy.  
 
Work was undertaken to raise student awareness and provide student training, including Consent 
Matters which was rolled out to all FE and HE students from September 2020 in tutorials.  
 
We have also invested in enhanced door security and CCTV around campus and in the foyer of halls 
of residence.  
 
In 2020/21 we propose offering awareness of harassment and sexual misconduct training for all 
students and staff, including the NUS workshops to students around consent and the Bystander 
initiative under their I Ψ Consent banner. WUC will also further develop the WUC webpages to 
support students in reporting or seeking support for sexual or domestic violence as well as those 
students reported or perpetrating sexual or domestic violence.  
 
7.2  Black Lives Matter 
 
In June 2020, WUC published a black lives matter statement in response to the killing of George 
Floyd in Minneapolis, USA and the Black Lives Matter movement.  This statement reiterated that we 
stand with our students and co-workers to fight against systemic racism and we reaffirmed our 
commitment to diversity and inclusion, and our zero-tolerance approach to discrimination in all its 
forms. 
We committed to working towards change, including: 

• Proactively diversifying our staff base, governors and honorary degree holders 
• Encouraging student and staff feedback to create an ongoing and open dialogue surrounding racism 

and prejudice 
• Reviewing our policies and addressing any and all structural barriers to achievement 

 
7.3 Marketing, Accessibility and Communications 
  
The Recruitment and Marketing department continuously reviews its externally facing content and 
material in order to satisfy new legislative and guidelines in respect to equality, diversity and 
inclusion. Every effort if made to ensure WUC positively embraces and promotes equality and 
diversity.  Throughout the year, as part of our social media, website news coverage and printed 
media, we aim to cover profiles and success stories of current students and graduates from a wide 
range of different backgrounds and are continuously developing this area. 
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A wide range of photos are used across marketing materials (prospectus, course leaflets, website 
and digital advertising).   We aim to update our photographic library annually by conducting a formal 
photo shoot as well as ongoing capture through specific course events and activities. Through this 
process we aim to use a diverse range of images across our course areas and in staff/student 
representation.  All photos used for marketing materials have been approved through the use of a 
GDPR consent form.  
  
  
The publications are available in numerous formats by request and the website contains 
‘accessibility’ page which is available at the top of the website. Learner Services area contains 
relevant and important information and the images used on website aim to be diverse were 
possible.  Our website is now mobile responsive so user experience improved across all devices. 
  
Downloadable prospectus for both HE and FE education are available on the website with ‘zoom-in’ 
feature for those with visual impairments. The marketing team respond to feedback on colours and 
font to ensure the printed versions are accessible. 
  
7.4 Schools liaison and events 
  
WUC has good relationships with regional schools and engages throughout the academic year by 
participating in workshops and events, such as careers fairs, assemblies and mock interview days. 
Since March 2020, all events have been cancelled and in many cases put into an online format. We 
are providing both live webinar events as well as recorded versions. We have developed a number 
of tools for schools and students to develop awareness of our courses – this includes the Virtual 
Open Day hub, with videos as well as downloadable course booklets, subject presentations.    
  
As part of our access work, we are continuing to develop relationships with POLAR4 low 
participation schools to work with students to raise aspirations around higher education by running 
a series of interactive workshops and campus visits and developing a ‘master class’ programme for 
prospective students. Delivery of both in person workshops and campus tours have proved to be 
more challenging as a result of the Covid-19 pandemic. To support this we have launched a WUC 
Outreach Hub, bring together materials to promote higher education, schools and student 
resources for developing study skills, writing personal statements and videos on student life, 
application information as well as blogs from our student ambassadors on a range of topics.   We 
have worked closely with our Uni-Connect to offer 1:1 mentoring support and a student buddy 
scheme.  We have launched our university life webinar series ‘Ask a Student’ ‘Understanding 
Student Finance’ and ‘Home from Home’ to support this, involving a range of student ambassadors 
from different backgrounds. 
  
We relaunched the Discover Writtle Day in July 2020 to help advise key influencers within schools 
however due to the pandemic this was a virtual event.  This event will helped to inform teachers 
and careers advisors about the opportunities available to their students across WUC courses. 
  
Over the course of the year we have continued to develop our links with Ebony Pony Club, Brixton, 
by supporting members with virtual material, including a campus tour, and access to the Virtual 
Applicant Hub and Outreach Hub. This followed an in-person opportunity in January 2020, in which 
13 members of Ebony Horse Club were offered VIP access to an on-campus event. Ebony’s staff and 
students received free, priority seats at an in-demand demonstration by world eventing champion 
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Ros Canter. This educational opportunity allowed young people to enjoy a display from an award-
winning sector-leader while also viewing Writtle University College’s equine facilities. 
 
7.5 Student Ambassadors 
  
Our Student Ambassadors are employed to help support on campus open days as well as online 
webinar events and taster events. As part of our recruitment process we aim to ensure that we 
promote equality and diversity by having male and female ambassadors as well as students from a 
wide range of backgrounds.   
  
WUC aims to positively promote E&D through its communications activity, including newsletters, 
social media content and website stories. 
  
As part of a PR calendar, WUC identifies national events/campaigns that can be utilised to enhance 
E&D communications both internally and externally.  Over the course of 2020, we ran a social media 
and email campaign focused on the Black History Month, communicating events taking place in 
Essex area. 
  
Over the course of the year, we have continued to promote our ‘return to education’ for mature 
learners, thinking about alternative career routes and using student stories via social media. 
 
7.6 IS&T Support 
 
IS&T support is provided to all staff and students, and there is specific support for those with 
additional needs, including the Jack and Jess voices which allow text to be converted to speech 
(headphones are available to borrow). Extra software is available when requested, including Dragon 
Naturally Speaking to allow speech to text conversion.  The computer suite has a rise and fall desk 
that can be adjusted to a height appropriate for the user.  Learning Support Team loan 
laptops/tablets including any adjustments to meet the needs of the user. 
 
IS&T can provide a number of devices that can be used to assist students, such as Cameras and 
Dictaphones. Departmental staff support all students with use of equipment such as copiers, 
laminators and binding machines. 
 
Hearing loops are installed in the larger University College lecture rooms (Northumberland and Main 
hall), and a portable unit is available for use when required. 
 
 
7.7 Students’ Union 
 
The Students’ Union (SU) has continued this year to create a more equal and diverse institution 
despite the challenges of the Covid-19 pandemic.  The Students' Union believes in making student 
life a full experience and offers a range of societies, clubs and sports teams to ensure that there is 
something for everyone, including, LGBTQIA+ Society, Christian Union Society, Mature Student 
Society, and Disabled Students Society. 
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8.  CONCLUSIONS AND NEXT STEPS 
 
The university college is finalising the new WUC Strategy for 2020-30 which will be published in 
July 2021.  Equality, Diversity and Inclusion will be key elements of this strategy and together with 
our access and participation work, will inform our activities moving forward, both for our staff and 
our students.   
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