CCCG Annual EDI Report
2019-20

Our Public Duty under the Equality Act
This report provides information on how Capital City College Group is meeting its
responsibilities under the Equality Act 2010 Equality Duty.
The Equality Duty applies in relation to the protected characteristics of age, disability, gender reassignment, pregnancy
and maternity, race, religion or belief, sex and sexual orientation. The Group has further duties to publish one or more
equality objectives that support the aims of the Equality Duty and to publish information demonstrating our compliance
with the Equality Duty on an annual basis.
The Group has duties under the Equality Act 2010 to promote equality - the Equality Duty. The Equality Duty requires that
CCCG has ‘due regard’ in carrying out its activities of the need to:
• eliminate unlawful discrimination
• advance equality of opportunity between people who share a protected characteristic and those who don’t
• foster or encourage good relations between people who share a protected characteristic and those who don’t
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Equality, Diversity and Inclusion Report
2019-2020
This report provides an overview of the diversity profile of the Group’s workforce and
the student population, followed by some key examples of how the Group promotes
and integrates equality, diversity and inclusion into the student experience.
Our aim is to become a truly inclusive organisation and more representative
of student body and the local communities we serve. This is fundamental in our
ability to continually impact on students’ lives and to successfully fulfil our public duty.
In 2019-20 we have been on a journey of reflection on our culture and how to take our
equality, diversity and inclusivity commitments further. This work has been informed
by our key initiatives including consulting with our employees through a Race
Discrimination and Inclusion staff survey and EDI focus groups taking place in the
next academic year as well as a range of student activities which have aimed to
explore the themes of Inclusion and Wellbeing.
This annual review provides a snapshot of the work that has taken place across the
Group in the period and the key actions we are taking to advance equality of
opportunities.
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Commitments
We committed as a Group to ensure that:
• All colleagues, students and visitors should experience a supportive and nurturing
environment, free from bullying, harassment, discrimination or victimisation
• Inappropriate behaviour and discriminatory practice are challenged
• Colleagues, students, applicants for employment or study, visitors and other
persons in contact with the Group are treated fairly, with dignity and respect
• Fair and equitable practices and procedures were designed to help members of
our community to feel comfortable, and where individual differences are
recognised and valued
• Support is provided to colleagues, students and our partners to help them
understand and meet their equality and diversity responsibilities and share the
Group’s corporate responsibility to embed equality, diversity and inclusion through
the provision of its services and function.
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Progress
In 2019-20 the Group achieved the following against its objectives
•
•
•
•
•

Maintained the UKIED kitemark Gold Embedded standard
Created ED&I Committees with representatives across the Group
Worked to embed Inclusion in the curriculum and student development activities
Participated in AOC’s Aspiring BAME Leaders & Governor’s scheme
Introduced regular monitoring of student and employee diversity

• Continued to undertake Equality Impact Assessments to ensure the work we do is fair and
does not disadvantage those who identify with protected characteristics.
Training needs information was used to identify a range of activities for a central programme
of activities under the following themes:
•

Equality and Diversity

•
Mental Health Well Being
•
Prevent Duty and Our (British) Values
We have made a commitment to accelerate our actions relating to Equality Diversity and
Inclusion and ensure we can monitor their impact across the Group.

5

The Curriculum and Student Support

Curriculum and Student Support
Activities in 2019-20
Equality, Diversity and Inclusion are central to the work of Capital City College Group. This underpins the vision of the Group to
transform lives through providing exceptional education and training. The Group’s commitment to Equality, Diversity and Inclusion
is reflected and is dependent on the continued successful promotion through the curriculum, enrichment activities and the range of
direct and indirect student support services.

College of Haringey and North East London
• 447 students participated in 27 Mental Health Awareness workshops delivered by the Enfield and Haringey mental health team.
• 448 students participated in 28 LGBT+ awareness workshops across the college delivered by The Tottenham Hotspur
Foundation exploring issues facing diverse communities and encouraged students to recognise their own leadership role in
creating change. Student Comment: “Having this workshop has helped me to understand the discrimination and violence faced
by the LGBT community”
• 271 students have taken part in 11 online Black Lives Matters workshops discussing the death of George Floyd in the USA and
racial inequalities in the UK.
• 194 students attended a film and presentation promoting British Values called “Hate”. The film produced by YouTube comedian
Humza Arshad, who delivered the presentation in conjunction with the Metropolitan Police counter terrorism unit. It drew out
many issues for discussion these included, radicalisation, safeguarding, intolerance, and keeping our community safe.
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Student Enrichment Inclusion Activities
City and Islington College
• Enterprise Week - Business Students – took part in Black and Minority
Ethnic enterprise panel/women in enterprise/Women leaders
• Finance – Grant Thorton Accountancy – Black and Minority Ethnic insight
day into finance sector
• Young Enterprise/Breaking Barriers – Foundation Learning – breaking down
stereotypes
• Roles models for diverse backgrounds. Inspires students to take ownership
of their life choices
• Arsenal Football Club – Employability Programme – Diversity in Sport
• 4 Music – Competition with work experience for Black and Minority Ethnic
students
• University Partnerships – Widen Participation Programmes –
Kings/UCL/Leicester/Oxbridge/Middlesex/UAL
• AccessVFX – pursuing inclusion, diversity, awareness and opportunity within
the VFX, Animation and Games industries

8

Student Enrichment Inclusion Activities
City and Islington College
• Developing a mentoring scheme for under-represented students
• October: Black and Minority Ethnic Panel Speakers event - the panel shared
their experience of success and expressed some of the challenges and
obstacles they overcame to get there. Students then engaged in a Q&A section
• Alter Ego Theatre Productions performed multiple showings of a true story,
aimed at challenging learners’ views and awareness surrounding
radicalisation/extremism
• December: For Interfaith Month we hosted several external workshop sessions
aimed at breaking down barriers and challenging perception, including talks
from Grenfell Tower
• Survivors – these focused on the social economic/demographic of the victims
and how this impact/ed their experience.
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Student Enrichment Inclusion Activities
Westminster Kingsway College
• To celebrate Black History Month we invited guest speakers from industry to
speak to our students about their careers and journey, the event was attended
by representatives from Goldman Sachs, Google, Mousetrap and NHS to
name a few
• To celebrate Interfaith Month at WKC, we hosted a Winter Fayre involving
student lead musical performances, stalls and decoration, Festive Film
Showings and held a number of workshops for students including:
• Nisa Nasheem - An interfaith organisation that promotes community action
and collaboration between Jewish and Muslim women. Guests challenged
stereotypes, whilst inspiring students to focus on similarities – not
differences, celebrating diversity
• Tolerance and Intolerance in Society: An Andalusian Case Study – This
focused on two main topics: Establishing belonging in a global society and
identity politics and challenging stereotypes
• Islamic Spain as a model of good practice for co-existence
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Student Enrichment Inclusion Activities
Westminster Kingsway College
• Grenfell Tower Workshop - A workshop around understanding The Grenfell
Disaster, the injustice that survivors still face, their socioeconomic class and the
questions this raises for us as a society.
• Positive Voices – World Aid’s Day (2nd December)
• The Terrence Higgins Trust ran a community project where people with HIV
shared their personal stories to raise awareness of HIV, confront stigma and
promote good sexual health for everyone.
• For LGBTQ+ History Month, all recognised LGBTQ+ flags were displayed along
the balconies at Kings Cross alongside an interactive display where students
matched images of the flags to their corresponding definitions. We also held a
number of LGBTQ+ themed film screenings and debates, as well as a LGBTQ+
Speakers Event, where a panel of LGBTQ+ professionals inspired students by
sharing their personal and professional experiences. An LGBTQ+ celebratory stall
was held for learners, with edible treats, rainbow badges/lanyards, music and
Stonewall Q&A worksheets.
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Monitoring Information
2019-20

Age
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Age Overview and Actions
Employees
The highest proportion of employees are in the 45-54 age group (25%) . This reflects the FE
national average of 29% for age group 45-54. Thereafter the main age groups are 55-64 at 22%
and 35-44 at 22%. The Group’s age profile means overall there is a good balance in the proportional
representation between the main age groups. The data also shows the Group does have a high
proportion of staff at aged 55 and over 30%. This increased by 4% on 2018-19, while the proportion
of age group 16-24 currently remains the same as in 2018 at 8%.
Students
The age profile for student intake shows students age 16-24 account for 51% of the total number of
students in 2019-20
Those aged 19+ account for 66% of the student body which is similar to the previous year where
67% (21,000) of students were over 19.
Actions
We will begin to plan interventions that support succession planning and will use HR monitoring
data to help anticipate the implications of the age profile for key posts. This will allow us to futureproof the Group in terms of talent, experience and knowledge retention.
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Ethnicity
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Senior Management
We have been working to increase the balance in Gender
of the General Leadership Team. In
2019-20 48% of the General Leadership Team are 48%
female and 52% male.
The Ethnicity of the General Leadership Team is similar
to 2018/19 and is 79% White. We are working to increase
the number of Senior Leaders in the Group who identify
as Black, Asian or Minority Ethnic who are currently
underrepresented.
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Ethnicity Overview and Actions
Employees
Our total number of BAME employees (33%) is lower than the
London average at (41%) but higher than the national average of
(10%) for the sector as reported by the Education and Training
Foundation workforce data.
There are 18% of employees who identify as Black and 29% of
students within the same category.
There are 28% of employees where ethnicity is unknown.
Students
62% of our student population are from non-white backgrounds.
This is in line with other similar inner-city colleges within England.
Actions
We will be carrying out a campaign to encourage employees to
declare their ethnicity in early 2021.
We will be reviewing our recruitment and selection processes to
attract a more diverse pool of candidates.
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Disability
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Disability Overview and Actions
Employees
The current overall proportion of employees declaring a disability is at 5% this is unchanged on 2018-19. The disclosure of disability
is in line with the norm for the FE sector (6%) and above the 3% for the general UK workforce. It is, however, lower than the 18%
cited by Prime Minister's Strategy Unit for the level of disability amongst those who are employed. The level of ‘not known/blank’ for
the Group is at 33% considerably above the 4% for the FE sector and just above the 23% for the general working population. The
Group holds Level 1 of the Employers ‘A Disability Confident Committed’ award.
Students
The number of students who have declared a disability is 15%, which has increased on 2018-19 where 9% of the student population
were disabled. The number of students where disability is unknown is 4%.
Actions
The group has made a commitment to provide evidence that it meets the core actions for Level 2 of the 'A Disability Confident
Committed' Employer award, such as:
• Consult with colleagues who have a disability on their perception of issues, barriers or concerns
• Support employees to manage their disabilities or health conditions
• Ensure managers are aware of how they can support.
We have started to work on the ‘Why are we asking’ campaign and HR Business Partners working with their respective Colleges to
support a targeted approach.
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Gender
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Gender
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Gender Overview and Actions
Employees
63% of employees are Female and 37% of employees are Male.
This is comparable with the FE college norm of 61% female employees. 58% of students are Female and 42% are Male.
The HR system has the option to select Other in addition to Male and Female however there are no employees who have selected this
category. In this coming year we will be launching a consultation on how we record our data and the labels we use to identify gender.
41% of Female employees work in part-time roles compared to only 25% of Male employees.
The Education and Training Foundation report the FE college norm is that 46% of employees are employed in part-time roles.
There are less Females in part time roles at CCCG than the FE college norm of 61%.
Students
58% of our students are Female and 42% are Male. This information is based on ILR data, which gives a binary choice.
Actions
To look at descriptors to ensure they reflect identities.
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Religion and Belief
It appears that our employees are representative of our
local community in the areas in which we operate.
However, half of employees did not declare their religion or
belief.
The Group imposes no formal dress code on its students or
staff and welcomes the variety of appearances resulting
from individual styles and choices. The wearing of items
arising from particular cultural/ religious norms (e.g. hijab,
kippah, mangal sutra,) is seen as part of this diversity.
Multi-faith prayer rooms are available at our main sites.
We do not currently hold data on the religion of our student
population.
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Sexual Orientation
The number of employees who have declared their
sexual orientation is 71%. We will be running a
campaign in 2020-21 to encourage employees to share
this information.
We do not currently hold data on the sexual orientation
of our student population.
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Starter and Leaver Data

Recruitment
2019-2020
We want our workforce to be more representative of all sections of society at all levels in the
organisation. The range of perspectives and experience diversity brings is an asset to our
organisation and we want to create an inclusive, welcoming environment for students and
employees.
We strive to ensure that opportunities at CCCG are open to all. We treat all job applications
equally, regardless of age, disability, gender identity or gender expression, race, ethnicity,
religion or belief, sex, sexual orientation or any other equality characteristic.
In 2019-20 there were 2077 applications for roles and 219 (10.5%) hired. This includes
existing employees who were promoted or moved to a new role within the group. The highest
number of applicants were white, female and under 35. The proportion of successful
candidates was marginally higher from those under 25 who identified as Asian or Black.
In late 2019 CCCG launched a new merged recruitment system and we will be further
developing the reporting capacity in 2021 which will allow us to undertake further analysis
into the types of roles Black Asian and Minority Ethnic employees are being successful in
being shortlisted and appointed to.
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Recruitment Data
Hires by Protected Characteristic 2019-20
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Recruitment Data
Hires by Protected Characteristic 2019-20

Click to add text
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Leavers
The turnover rate of those under 24 who left due to their contract coming to an end is 52.9%. We will be
reviewing and carrying out further investigation into our leaver data to get a clearer picture.
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Leavers
The turnover of White employees is 4% lower than those who identify as Mixed or Asian. We will be
reviewing and analysing our leaver information.

30

Leavers
The % of Male employees leaving the organisation is marginally higher than females against the
total turnover rate of 9.9%.
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Pay Gap Reporting

Gender Pay Gap
7.9%, our mean gender pay gap is significantly less than the national gender pay gap of 16.2%.
• Our median gender pay gap of 8.5% is also significantly less than the national median gender pay gap of 17.3%.
• We also compare favourably with the FE average of approximately 10%. Full details are available on our website.
These nationally recognised factors may contribute to the
gender pay gap:
• Men are more likely than women to be in senior roles.
• Women are more likely to be in front-line roles at the
lower end of the pay scale.
• Men are more likely to be in higher paid technical and
IT-related roles.
• Women are more likely to have taken breaks from work
that have affected their career progression.
• Women are more likely to work part-time.
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Future Areas of Focus
2020-2023
We are currently analyzing the results of a recent Diversity and Discrimination
survey together with feedback from our Black Lives Matter Network and a range
of employee focus groups. We will continue to work and consult with:
• Our Equality, Diversity and Inclusion Network
• Student Networks
• The Board
• External experts

To shape our Equality, Diversity and Inclusion objectives going forward,
these will be published in April 2021.
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