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Introduction

The College is committed to equality of opportunity and equality of access to our services. We value everyone studying and working at the College and
are passionate about developing an ethos and culture that challenges inequality and exclusion. This guidance sets out the key points that leaders and

managers need to consider in order to ensure that the College is compliant with the Equality Diversity and Inclusion paragraphs within the AoC Code of
Good Governance for English Colleges (2021).

Our shared responsibilities

Our aim is to ensure that equality diversity and inclusion principles are embodied in all aspects of the work of the College and the Corporation, and in
compliance with the Equality legislation currently in force and the College’s own EDI policies and processes embodied in the Single Equality Scheme and
all other relevant documentation. This includes the requirement that the College should be able to demonstrate that compliance and to ensure that

leaders and managers are confident that they have created a culture of awareness, sensitivity and compliance with all matters pertaining to equality
diversity and inclusion.

In addition to this document, it is essential that leaders and managers are familiar with the content of the following key documents:



This list is not exhaustive

Protected Characteristic Key Documents

Age Disability Equality Objectives Student Code of Conduct

Gender Re-assignment Staff Code of Professional Conduct Visitor Code of Conduct

Pregnancy and Maternity Race Recruitment and Selection Procedures

Religion and Belief Sex Safeguarding Young People — DBS Policy and Procedures Disciplinary Policy and
Sexual Orientation Procedures

Marriage and Civil Partnership Grievance Policy and Procedures Absence Policy and

Socio- economic Procedures

Health and Wellbeing Policy and Procedures (previously known as Stress Management policy)
Work Life Balance Policy Student Bursary

Scheme

Student Learning and Behaviour Policy Fitness to Study

Policy

Health and Safety Policy

Single Equality Scheme including Age Discrimination

EDI Compliance Checklist

Position Statement

Luton Sixth Form College embraces equality, diversity and inclusion and has embedded its commitment in a set of five core values which
underpin everything that we do. The College is committed to equality of opportunity and equality of access to our services. We value
everyone studying and working at the College and are passionate about developing an ethos and culture that challenges inequality and
exclusion. The College is committed to providing a non- discriminatory environment that is free from harassment, bullying and
victimisation, and to promoting equality of opportunity. The College opposes all unlawful or unfair forms of discrimination, harassment and
victimisation due to any of the protected characteristics such as age, disability, gender reassignment, marriage & civil partnership,

pregnancy & maternity, race, religion or belief, sex, or sexual orientation.



If staff, students or visitors ever feel that they have been subjected to any form of harassment, such as name-calling or other verbal abuse,
bullying or unwanted physical contact, discrimination etc., they are encouraged to report this to a member of staff (e.g., via the Main
Reception and/or the Information Centre). For students, this could be any subject teacher, their personal tutor, progress coach,
safeguarding and welfare team or any other member of staff, or through the Talk to Us facility. When an incident is reported is taken
seriously and dealt with sensitively.

In the College’s Self-Assessment Report 2022-23, the effectiveness of Leadership & Management (which includes an evaluation of the
work the College does in relation to equality, diversity and inclusion) was judged to be ‘good’. This judgement was supported by the Ofsted
Inspection Report published November 2023 which stated; Students value the inclusive culture at LSFC. Leaders ensure that students
celebrate the diverse nature of the student body through special events like their culture day. Students treat each other with respect.

Staff and students work closely to prevent any form of direct or indirect discriminatory behaviour. Regular reports are provided to leaders
and governors. Complaints received are handled well and if a student reports a concern, the College acts swiftly and involves appropriate
external agencies to ensure the best possible outcome. Through the use of clear policies and proactive intervention by staff, bullying or
discrimination is not tolerated, and the incidence of such behaviour is generally very low.

Members of the student council and other students are trained to promote College values and support fellow students at risk of
harassment.

Promotion of equality and diversity features prominently in college life and is effective. A much higher percentage of students of minority
ethnic heritage attend the College compared to the ethnic composition of the local population. Approximately 82% of the students identify
as Black Asian Minority Ethnic and 43.6% of staff describe themselves as ‘Other than White British’ and these relatively high proportions
determined the character of the College to a significant extent.

The Safeguarding Health and Inclusion Committee (SHIC) is chaired by the principal and attended by three college governors who
effectively monitor the progress of different groups of students in the College using relevant, comprehensive and timely data and by



receiving regular reports from staff responsible for improvement projects. The Committee receives reports about activities designed to
promote and understand the needs of different groups in the College, such as for example, the many students who chose to observe the
requirements of Ramadan during the examination period.

Leaders ensure that policies are detailed and cover legislative requirements well. There is a continuing focus on maintaining the diverse
community of the College as a harmonious, calm, safe and well managed environment where diversity is fully recognised and regularly
celebrated. Senior staff at the College are very aware of their responsibilities to promote equality and diversity issues. There is a very high
degree of social cohesion within the community and there are regular high-profile events which celebrate the cultural diversity within the
College.

Information about the College and Our Students

Luton Sixth Form College (the College) was the first sixth form college to be established in the country in 1966 and is located in largely
residential area some two miles north of the centre of Luton. It is the specialist sixth form provider for Luton.

Luton is one of the UK’s most diverse towns with over 140 nationalities and 100 languages spoken. It has a population of over 200,000,
which is projected to grow over the next 10 years by around 5%. Around 35% of the total population and 45% of the 16-year-old cohort is
of minority ethnic origin. Luton is currently ranked the 70th most deprived out of 317 local authorities, with four output areas in the top
ten per cent most deprived in the country. Luton’s highest deprivation rankings are in the Barriers to Housing and Services (25th), income
deprivation affecting older people (43rd) and crime indicators (58th), with the highest (least deprived) ranking in the Living Environment
(120th).

SOURCE:
https://www.luton.gov.uk/Environment/Lists/LutonDocuments/PDF/Planning/Observatory/2019-indices-of-multiple-deprivation-in-luton.pdf

The College offers a wide range of academic and general vocational programmes. It serves a diverse community in which around 82% of
the College’s students are from minority ethnic groups. The vast majority of these are Pakistani and Bangladeshi. Over half of the students


https://www.luton.gov.uk/Environment/Lists/LutonDocuments/PDF/Planning/Observatory/2019-indices-of-multiple-deprivation-in-luton.pdf

are female. Approximately 10% of students consider themselves to have a learning difficulty, disability or health condition. Each year
approximately 800 students are required to re- sit GCSE English and/or GCSE maths. Many students come from households without a
tradition of either post-16 or higher education. Around 70% of students live within the 5 most deprived districts of Luton (Source: EFA Data
Report and MIDES Deprivation Profile Analysis).

In 2022-23, the College enrolled 3072 funded students, nearly all of whom were aged 16-18. The vast majority of students follow advanced
level courses with approximately 55% following an academic programme of which 80% are in 12 subject areas including Chemistry,
Biology, Physics Mathematics, Business, Psychology & Law. 80% of students on Vocational subjects are in 10 subject areas including Bio-
Medical Science, Business, IT and Criminology.



Key for RAG ratings Completed successfully (G) G
Some progress- continued action required (A) A
No progress- action is required (R) !
AoC Code of Governance Requirement Evidence Action/Comments RAG

Section 9.1. The board must meet and should aim
to exceed its statutory responsibilities for
equality, diversity and inclusion in all aspects of its
affairs, including through its own membership,
actions, deliberations and reporting.

Governor representation on the College Safeguarding Health
and Inclusion Committee (SHIC) with nominated link governor
for EDI

Reports of meetings of SHIC provided to governors at

committee and Corporation meetings as well as a standing
item on EDI at termly Corporation meetings

Corporation approval of annual EDI Monitoring and
Compliance Report

Single Equality Scheme

Section 9.2. The board should define its diversity
and inclusion priorities in the context of its
students, the communities it serves and other
stakeholders. Where relevant, it should promote
diversity and inclusion throughout the other
principal responsibilities.

Annual Equality Diversity & Inclusion Monitoring and
Compliance Report

Board diversity monitored at termly Search & Governance
Committee meetings.

Current board membership reflects diversity amongst the
college and local communities — see Appendix A.

Section 9.3. The board must approve and review
the progress of the college’s equality, diversity
and inclusion objectives and should develop a
strategy in which it adopts agreed performance
indicators for implementation.

Annual Equality Diversity & Inclusion Monitoring and
Compliance Report includes addition of KPIs for workforce
strategy.

Section 9.4. The board must receive an annual
equality, diversity and inclusion monitoring report,
identifying the achievement of agreed objectives
and summarising data on equality and diversity
that ‘public bodies’ are required to produce under
the Public Sector Equality Duty.

Consideration and approval of Annual Equality Diversity &
Inclusion Monitoring and Compliance by the Corporation,
after review by SHIC and SLT.

See Appendix A —2022-23 Student Outcomes Data taken
from the College Self-Assessment Report (SAR)

The Annual College Improvement Plan will be reported on by




AoC Code of Governance Requirement

Evidence

Action/Comments

RAG

SLT and reviewed by the Corporation during the autumn term
where the impact of student interventions is evaluated, for

example in closing any achievement gaps from the previous
year’s summative data.

Section 9.5. The board should, in its annual
monitoring report and/or other EDI reporting:
9.5.1. outline equality and diversity data including
at least the protected characteristics at board,
leadership, staff and student levels

.5.2. outline diversity and inclusion plan and
targets relating to the above

9.5.3. outline progress towards achieving its targets
and assess the extent to which it reflects the
communities it serves

See Appendix A —2022-23 Student Outcomes Data taken
from the College Self-Assessment Report (SAR) and data from
the Annual workforce report which is presented to
Corporation by the Director of HR.

Annual Staff survey results reported by Director of HR and
presented to the Corporation — see Appendix

Section 9.6. The board, when addressing the
operation of its governance in the annual report,
should reflect on its actions on equality, diversity
and inclusion. This should include its contextualised
statement on its current status, a description of its
policy, any measurable objectives, and progress on
implementation.

Governor representation on the College Safeguarding
Health and Inclusion Committee.

Single Equality Scheme in place and published on website.
SHIC meeting notes provided to governors.

Corporation approval of the Annual Equality Diversity &
Inclusion Monitoring and Compliance Report

EDI Link Governor is a member of SHIC.

Section 9.7. The board should ensure adequate
resources and policies are in place to allow the
board and the executive to implement and
monitor EDI related objectives and activities.

Policy Schedule regularly reviewed by Director of Governance
& Compliance and approved by the Corporation.

Single Equality Scheme

Capital Bids process is overseen by the Director of Finance to
ensure that investment in student/staff resources is
adequate to meet the needs of all.

Relevant policy renewals and new policies are evaluated and

approved by the SHIC committee before they are taken to the
governing body for final approval.




AoC Code of Governance Requirement

Evidence

Action/Comments

RAG

Section 9.8. Boards should ensure there is
diversity in recruitment panels for senior post
holders and other senior roles and monitor the
strategies and extent to which the pools of
candidates for senior roles are diverse.

Recruitment process is conducted using the My New Term
Recruitment App

Shortlisting is carried out by a panel made up of 2 or 3
managers who individually shortlist candidates before the
coming together to discuss

All applications are anonymised and do not contain personal
details (name, gender, date of birth etc.)

See Appendix A - Annual Workforce Report data

Section 9.9. The board should encourage inclusive
and accessible membership and participation on
the board by:

9.9.1. Seeking to understand its responsibilities in
this area and periodically taking part in training on
diversity and inclusion.

9.9.2. Actively developing inclusive boardroom
culture, processes and behaviour.

9.9.3. Regularly reviewing the skills, experience and
diversity of background of its members to find
imbalances and gaps to inform governor
recruitment and training.

9.9.4. Making efforts to remove, reduce or prevent
obstacles which obstruct individuals, from
underrepresented groups or with protected
characteristics, from being board members.

9.9.5. Recognising the value of a diverse board and
establishing suitable diversity and inclusion
objectives for itself.

9.9.6. Ensuring that performance in diversity and
inclusion is examined as part of its regular
governance self-assessments and board reviews.

All governors undertake Smartlog training on EDI upon
appointment and thereafter every 3 years.

Webinars offered to all governors on EDI through SFCA, AoC,
ETF and other organisations as part of the Governor Training &
Development Plan

Chair of Corporation actively encourages inclusion and
participation of all governors in the boardroom and at other
governor and whole college events.

Governor Training Policy and Training & Development Plan in
place to develop all governors’ skills.

External board reviews every three years now mandatory
since 2022, to consider all aspects of boardroom culture,
processes and behaviour to be undertaken by independent
external specialist consultants.

Skills Audit reviewed at every Search & Governance
Committee to inform recruitment and identify training.
Targeted recruitment takes place occasionally to ensure that
the Corporation openly encourages applications from
underrepresented groups or those with protected
characteristics as necessary.

Governor Recruitment Policy for all board members to provide
equality of opportunity for all vacancies.

All board members recruited via application, selection and
interview process, including staff, student and parent




AoC Code of Governance Requirement

Evidence

Action/Comments

RAG

9.9.7. Ensuring reviews of chair performance
consider the inclusiveness of meetings and the
extent to which an environment is created where
board members can constructively challenge each
other, and all voices are heard.

governors.
Targets for EDI set for governors.

Questions in self-assessment questionnaire regarding chair’s
performance




Appendix A

Governor Data

Data relating to the diversity profile of governors for the academic year 2022-23 is noted below. This
information is reported to every Search and Governance Committee and is used to not only monitor
the current diversity profile of the Corporation but also to inform recruitment and succession planning.

Gender
Female 9 45%
Male 10 50%
Other 1 5%
Total 20 100%
Age
Under 25* (Student Governors) 2 10%
25-45 7 35%
Over 45 11 55%
Total 20 100%
Ethnicity
White British 6 30%
White Irish 1 5%
White Traveller 0 0%
Any other white background 0 0%
White and Black Caribbean 0 0%
White and Black African 0 0%
White and Asian 0 0%
Any other mixed ethnic background 0 0%
Indian 2 10%
Pakistani 6 30%
Bangladeshi 1 5%
Chinese 0 0%
Any other Asian background 0 0%
African 0 0%




Caribbean 3 15%
Other Black/African/Caribbean 1 5%
Arab 0 0%
Any other ethnic group 0 0%
Total 20 100%
Employment Status

Employed 13 64.71%
Self-Employed 3 11.76%
Retired 2 11.76%
Student 2 11.76%
Total 20 100%

Figures include:
12 Independent Governors
1 Parent Governor
2 Staff Governors
2 Student Governors
1 Associate Governor
1 Co-opted Audit Governor
Principal




Staff Data

The College is committed to the principles of equality, diversity and fairness. The Department regularly reviews
procedures, updates and streamlines processes wherever required. A specific focus on safeguarding and equality
continued to be the cornerstone of all processes.

Data relating to the recruitment and selection of staff is noted below and information relating to previous academic
years has been included for comparative purposes:

Looking at the data, there has been a decrease in both posts advertised and appointments compared to last year,
but this was still significantly higher than in previous years. It is also interesting to note that the number of
applications that were received for advertised vacancies is still extremely high, which indicates the current state of
the employment market as well as the fact that the College is an employer of choice.

Table 1
Recruitment and Selection Activities 2022-23 2021-22 2020-21 2019-20
Posts advertised 166 186 105 82
Applications received 594 512 458 375
Applicants shortlisted for interview 295 321 220 186
Appointments made* 142 167 90 74

* Including internal appointments, temporary staff and workers

When analysing the recruitment and selection data, of the total appointments made throughout the year, 32 of these
appointments or 22.5% were internal applicants (not including any of the internal reorganisation of posts that occurred
during the year). This is pleasing and is further evidence of the significant and consistent efforts that are being made to
provide existing staff with career development opportunities, thereby cultivating and growing internal talent and
improving staff motivation.

It is also important to review the diversity breakdown for those that apply for roles at the College, as well as the
diversity profile of new appointments. The key diversity data relating to applicants and new appointments are noted
below, with information from previous years included for comparative purposes, where available.

Table 2
Diversity Profile of Applicants to Vacancies 2022-23 2021-22
Men 28% 35%
Women 70% 64%
Ethnic Minority 59% 72%

* Please note that some staff prefer not to declare their diversity data

**Pplease note that historical data before 2021-22 is not available as this is a new measure introduced



Table 3

Diversity Profile of Newly 2022-23 2021-22 2020-21 2019-20
Appointed Staff

Men 33% 35% 44% 27%
Women 66% 62% 56% 73%
Ethnic Minority 55% 63% 64% 58%

*Please note that some staff prefer not to declare their diversity data

The data above is interesting as it shows that the diversity breakdown of those applying for roles is generally consistent
with the breakdown of those being appointed to vacant roles. The percentage of ethnic minority applicants has
decreased, and this has had a knock-on impact on the percentage of ethnic minority staff appointed. This is not of
significant concern as the data is still in line with the data in Table 8 below, which amalgamates the information on new
joiners with existing members of staff to get a global diversity breakdown for the College.

The Equality Staffing Report is one element of the College’s Equality and Diversity Annual Report and has been included
below for reference. The data table below is a snapshot of the distribution of staff in the various monitoring categories,
taken on the last day of the academic year. Data from previous academic years has been included for comparative
purposes. It is important to note that the data in the Equality Staffing Data Report has been rounded to the nearest whole

number.

Table 4
Gender 2022-23 2021-22 2020-21
Female 67% 66% 65%
Male 33% 34% 35%
Other 0% N/A N/A
Total 100% 100% N/A
Sexual Orientation 2022-23 2021-22 2020-21
Bisexual 1% 1% 1%
Gay 3% 3% 4%
Heterosexual 78% 71% 74%
Lesbian Less than 1% Less than 1% Less than 1%
Prefer not to say 10% 11% 10%
Unknown 10% 13% 10%
Total 100% 100% 100%
Age 2022-23 2021-22 2020-21
Up to 20 8% 8% 7%
21-30 20% 17% 22%
31-40 11% 14% 12%
41-50 22% 21% 20%
51-60 23% 22% 23%
61-70 12% 12% 10%
71-80 4% 5% 5%
81+ Less than 1% Less than 1% Less than 1%
Total 100% 100% 100%




Disability 2022-23 2021-22 2020-21
Yes 7% 8% Less than 1 %
No 83% 79% 83%
Prefer not to say Less than 1% Less than 1% 9%
Unknown 10% 13% 8%
Total 100% 100% 100%
Religion or Belief 2022-23 2021-22 2020-21
Atheism Less than 1% Less than 1% Less than 1 %
Buddhism 1% 1% Less than 1 %
Catholicism 2% 2% 2%
Celtic Less than 1% Less than 1% 0%
Christianity 26% 27% 30%
Don't Wish to Answer 8% 9% 9%
Hinduism 3% 2% 3%
Islam 30% 24% 26%
Judaism Less than 1% Less than 1% Less than 1 %
No Religion 18% 19% 19%
Other 1% Less than 1% Less than 1 %
Sikhism 1% 2% 2%
Spiritual Less than 1% Less than 1% Less than 1%
Unknown 10% 12% 8%
Total 100% 100% 100%
Ethnicity 2022-23 2021-22 2020-21
Not Known 8% 9% 2%

Not Stated 5% 4% 7%
Asian - Indian 6% 6% 6%
Asian - Pakistani 15% 12% 13%
Asian - Bangladeshi 8% 6% 6%

Any other Asian 2% 3% 2%
background

Caribbean 4% 3% 3%
African 3% 3% 4%

Any other black Less than 1 % Less than 1% Less than 1%
background

Mixed White and Black
Caribbean

Less than 1 %

Less than 1 %

Less than 1%

Mixed White and Asian

1%

2%

2%

Mixed White and Black
African

Less than 1 %

Lessthan 1 %

Less than 1%

Any other mixed
background

Less than 1 %

1%

1%

Chinese

Lessthan 1%

Lessthan 1%

Less than 1%




Any other ethnic group 2% 2% 2%
White British 41% 46% 48%
White Irish 1% 1% 1%
White Other European 2% 1% Less than 1%
Total 100% 100% 100%

*All Percentage are rounded to nearest whole number

Looking at the diversity data above, the general distribution across the various categories seems stable. Most staff
employed by the College are women and they make up 67% of the College population. As part of the College’s
commitment to flexible working, the College employs many staff on various contracts including full-time, part-time,
job-share, term-time only basis. Many of these roles are undertaken by women, who for caring responsibilities
(including children or elderly relatives) find these contracts attractive, as they can remain within the workforce while
they fulfil their family commitments. The College continues to encourage women into senior roles of responsibility.
The Senior Management Team consists of 10 members, 7 of whom are females, which amounts to 70% female

representation.




Achievement Gaps

Females outperformed males in pass rates at both A Level (97.8 females, 95.6 males) and Diploma
(95.3 females and 92.6 males). Males outperformed females on L2 First Certificate courses (males 88.7,
females 81.6). African females (93.4) underperformed at A level, whilst African females (87.5) and
African (88.9) and Pakistani (90.3) males underperformed on the L3 Diploma courses. On single award
vocational courses Pakistani (91.4) and White (91.4) males and Indian (88.9) and Caribbean (88.9)
females underperformed, whilst on L2 First Certificate courses Bangladeshi males (80.0) and African
(83.3), Bangladeshi (71.4), Caribbean (66.7) and White (75.0) females underperformed. Bursary
students outperformed non-bursary students on both single award vocational subjects (98.0) and L2
First Certificate (89.7) courses, whilst LLDD students underperformed on both L3 Diploma (90.3) and L2
First Certificate (80.0) courses but outperformed not-LLDD students on single award vocational
subjects (95.4).

Achievement rates for students according to gender and ethnicity (more substantial groups), economic

deprivation (i.e.: Student Bursary Fund/FSM recipient) or having declared a Learning
difficulty/Disability/Health Problem
Gender & Ethnicity
A level — Pass rates (AL3-2) IL3 Diploma - Pass rates (DP3-2, ND3-2, TD3-2)
18/19 VAL| 21/22 22/23 IComp 18/19 VAL| 21/22 22/23 Comp
Gender 22/23 Gender 22/23
Males 97.5 97.3 95.6 85.7 Males 100.0 95.1 92.6 77.8
Females 97.6 97.7 97.8 88.5 Females 99.0 924 95.3 84.2
L3 1 A level equivalent — 1- & 2-year pass rates AD3, CE3, [L2 First Certificate pass rates-
CT3, DI3, EC3, FD3, IC3, ID3, SD3
18/19 21/22 22/23 Comp 18/19 21/22 22/23 Comp
Gender VAL 22/23 Gender VAL 22/23
Males 92.1 93.8 85.0 Males 835 88.7 89.4
Females 93.7 94.3 85.4 Females 75.4 81.6 87.4
A level Pass rates ranking (AL3-2) A level Pass rates ranking (AL3-2)
18/19 21/22 22/23 Comp 18/19 21/22 22/23 Comp
Males
VAL 22/23 Females VAL 22/23
African 98.0 96.9 97.6 79.2 African 100.0 100.0 93.4 88.4
Bangladeshi 99.3 99.0 95.3 87.0 Bangladeshi 98.4 99.1 98.4 95.2
Caribbean 96.0 94.1 95.7 88.5 Caribbean 97.6 100.0 96.2 89.7
Indian 100.0 94.9 100.0 86.4 Indian 98.0 100.0 100.0 92.7
Pakistani 96.3 97.0 95.1 87.7 Pakistani 95.5 97.1 97.3 89.5
White 97.2 95.9 97.3 86.7 White 98.0 97.7 97.4 75.0




VOC Level 3 Diploma Pass rates ranking

(DP3-2, ND3-2, TD3-2)

[Males 18/19 21/22 22/23 Comp
VAL 22/23
African 100.0 94.7 88.9 69.2
Bangladeshi 100.0 95.0 100.0 85.0
Caribbean 100.0 100.0 100.0 62.5
Indian 100.0 80.0 100.0 87.5
Pakistani 100.0 95.1 90.3 79.1
White 100.0 96.2 94.1 77.3

L3 1 A level equivalent — 1 & 2 year Pass rates AD3,
CE3,CT3,DI3,EC3,FD3,IC3,ID3,SD3

VOC Level 3 Diploma Pass rates ranking

(DP3-2, ND3-2, TD3-2)

Females 18/19 21/22 22/23 Comp
VAL 22/23
African 100.0 100.0 875 94.1
Bangladeshi 96.2 95.3 97.1 94.6
Caribbean 100.0 100.0 100.0 83.3
Indian 100.0 100.0 100.0 100.0
Pakistani 100.0 88.6 97.1 91.9
White 97.0 92.3 100.0 64.0

L3 1 Alevel equivalent — 1 & 2 year Pass rates AD3,
CE3,CT3,DI3,EC3,FD3,1C3,ID3,SD3

[Males 18/19 21/22 22/23 Comp

VAL 22/23

African 100.0 100.0 81.4
Bangladeshi 92.9 96.8 84.7
Caribbean 100.0 94.7 100.0
Indian 87.5 100.0 91.3
Pakistani 89.7 91.4 84.5
White 98.1 914 90.6

L2 First Certificate +TD2 pass rates-

[Males 18/19 21/22 22/23 Comp
VAL 22/23

African 100.0 92.9 100.0
Bangladeshi 78.9 80 93.3
Caribbean 50.0 100.0 66.7
Indian 100.0 100.0 100.0
Pakistani 84.1 89.7 84.8
White 80.0 100.0 100.0

Females 18/19 21/22 22/23 Comp
VAL 22/23
African 100.0 95.9 92.5
Bangladeshi 92.0 93.3 90.9
Caribbean 100.0 88.9 78.3
Indian 100.0 88.9 94.7
Pakistani 92.7 94.8 89.5
\White 95.1 94.2 74.3
L2 First Certificate +TD2 pass rates-
Females 18/19 21/22 22/23 Comp
VAL 22/23
African 75.0 83.3 92.3
Bangladeshi 81.3 714 82.4
Caribbean 50.0 66.7 75.0
Indian 50.0 100.0 100.0
Pakistani 76.9 89.2 92.1
\White 25.0 75 87.5




Bursary Students — Qualification Achievement Rates

Scheme 2

Bursary Students 18/19 20/21 21/22 22/23 18/19
VAL TAG NAT BM
A - Level (AL3-2) No. of Starts 835 740 789 590
% Retention 92.7 98.2 87.7 95.8
2 Year % Pass 97.3 97.0 97.4 9.8 97.7
Scheme 2 % High grades 36.7 46.6 54.5 42.7
Level 3 Diploma No. of Starts 175 177 156 92
Scheme 2 % Retention 97.1 9.4 9.8 9.7
% Pass 98.8 98.8 96.0 93.3 99.1
% High grades 91.8 87.4 86.8 70.8
L3 1 A level equiv. No. of Starts 457 266
Scheme 2 % Retention 94.5 94.7
% Pass 924 98.0
% High grades 49.5 47.2
Level 2 Certificate No. of Starts 108 67 68 62
% Retention 94.4 98.5 97.1 93.5
% Pass 86.3 78.8 83.3 89.7 91.7
% High grades 49.0 22.7 43.9 32.8

Learning Difficulties/Disabilities/Health Problems for ALL LLDD students who have self-disclosed a
disability/learning (Inc. medical condition) data.

LLDD - YES 18/19 20/21 21/22 22/23 18/19
VAL TAG NAT BM
A Level (AL3-2) No. of Starts 392 342 421 375
% Retention 84.2 89.5 83.8 84.5
2 Year % Pass 97.0 97.4 9.3 97.2 97.7
Scheme 2
% High grades 33.0 47.4 42.5 43.2
Level 3 Diploma No. of Starts 83 78 81 88
% Retention 95.2 85.9 92.6 81.8
Scheme 2 % Pass 98.7 100.0 96.0 90.3 99.1
% High grades 82.3 83.6 64.0 68.1
L3 1 A level equiv. No. of Starts 279 219
% Retention 86.7 79.0
% Pass 92.6 95.4
% High grades 45.9 46.2
Level 2 Certificate No. of Starts 32 42 30 20
% Retention 90.6 90.5 100.0 75.0
Scheme 2 % Pass 96.6 78.9 83.3 80.0 91.7
% High grades 27.6 211 43.3 26.7




Appendix B

EDI activities during 2022-23

There was a continuing focus on maintaining the diverse community of the College as a harmonious, calm,
safe environment where diversity was fully recognised and regularly celebrated. Students received good
pastoral support as part of their tutorial programme, which included a number of awareness raising
activities including the Black History Month (BHM). The College continued to support the work of the
Salaam Group, Landmark Christianity Group and LGBT Group.

Further intervention activities included training sessions and focus groups with staff and students. This
resulted in a number of new or refined solutions being developed and refined (some of which are described

below):
No.| Solution Description
1| Yl0andY1l Standard subject content covered in lessons, to give a clear picture of what

Transition Taster
Week

to expect on the course.

2 | Pre-course Students from targeted schools choosing STEM related subjects were
Bridging invited in over the summer and encouraged to research the subject area
and attempt some work. This was intended to give them a clear idea of
the extra work needed to succeed at these
particularly difficult subjects.
3 | Parental Parents of targeted groups were offered support/workshops on how
Workshops they could
successfully support their child through college.
4 | Parent Parents of underperforming students were contacted by the
Consultation teacher/Student Achievement Coordinator to ensure that they were fully
aware of the current attainment
levels of their child and the support put in place by the College.

5 | Family Worker A Student Development Officer (SDO) worked closely with teachers to keep
families and professionals posted on vulnerable students’ progress and
highlight issues. The SDO met parents/visited homes/worked closely
with Student Behaviour and Achievement
Manager

6 | Study Club Additional Study Clubs were introduced after college and during the
holiday periods.

They included high achieving students sharing their approach to
learning with underperforming students.

7 | Mentoring A number of mentoring and coaching initiatives were introduced for
underperforming
students e.g. matching Academic Improvement Mentors (AIMS) with ‘at
risk’ students

8 | At-Risk Monitoring| Students identified as being at risk in 2+ subjects were given intensive

support from Student Behaviour and Achievement Manager including
meetings with families and
wider case conferencing.




No.| Solution Description
9 | LRC twilight The LRC opening times were extended in response to students

hours indicating that they
struggled to work at home and had limited space/resources available at
home.

10| Autistic Spectrum | Autistic Spectrum Condition (ASC) Lunch Group to develop social skills via

Condition (ASC) board/ card games and conversation and to eat together in a safe

Lunch & Study environment.

Group Autistic Spectrum Condition (ASC) Study Group allows ASC students to
study in a supported environment. This enables those students, who need
to keep home and study separate, to study in a conducive space.

Pre-exam Students with mental health conditions are provided with one to one

welcome room and/or small group specialist teacher support to aid them in their academic
studies.

11 | Progression University visits, work experience, student mentoring programme,

HE/Employability
Workshops, Futures Fair




Examples of equality and diversity promotion at Luton Sixth Form College

Staff counsellor who works with staff/teams on issues including mental health and well-being Staff
can update their protected characteristics any time via Cintra self-service.

Remote interviewing has the potential to make the process more accessible.

Health and Safety adjustments are made following risk assessments and care plans to support
staff/students.

Encouragement for teachers to consider referral for neurodiversity or other conditions for exam
access arrangements to level the playing field in examinations.

We provide full diagnostic dyslexia assessment, following screening, to support Level 3 student
success and make their transition to HE easier with access to Disabled Student Allowance.

We provide screening assessments for ADHD and Autism spectrum condition to support students
make the referral to their GP if they wish to have a formal diagnosis.

Salam Group run by Religious Studies staff members manages the prayer area, prayer times and
facilitates.

Friday prayers — this includes making reasonable adjustments for students who need it at prayer
times.

Chaplaincy service especially for Muslim students (Also under Salam Group) Christian Union.
Prayer and chaplaincy areas which promote equality.

Archery - social participation/mixing (This is also under the Salam group) Grappling club has been
introduced into the college.

RS trips to broaden minds and cultural experiences e.g., hat factory to see a variety of films, Wrest
Park, Mock interviews to assist with university and career applications.

The college celebrate LGBTQ+ month in February each year. The group met virtually via MS Teams
during lockdown.

AALS LPT run support sessions for students who have not yet fully developed their English literacy
skills.

AALS SEND provide Academic Mental Health support from a teacher.
AALS SEND provide specific learning difficulty diagnostic assessments and specialist teaching.

AALS SEND support ASC students to develop their social/communication skills in an informal
setting in a lunch club.

AALS SEND provide a discrete supported study base for students with autism.
Support national campaigns e.g., Dyslexia Awareness Week, Mental Health Awareness.

Supported Bronze D of E Award for SEND students.



Black History month is integrated into the curriculum in many ways for example:

In Law — Students looked at the Stephen Lawrence case and how the defendants were convicted
after a retrial. Also, when studying aggravating factors for sentencing how judges consider hate
crime being one factor before sentencing. made links to the George Floyd case from the US and
the police officer’s conviction for murder.

In RS — the course equality module ran in black history month. Students are taught about the civil
rights struggle and look at seminal figures such as Martin Luther King Jr, Malcolm X and others.
This year the students will be taught about the Black Lives Matter movement.

There are also permanent displays on black history in the History classrooms. IT Equipment is
loaned to students who do not have access to a laptop at home.
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