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Personnel Committee 4th March 2014: Workforce Profile as at 31st January 2014 

 
1. Staff Data 
 
Table 1.1: Summary of Staff Data 31st January 2014  
 

 
31/01/

10 
31/01/

11 
31/01/12 

 
As at 31/01/13 As at 31/01/14 

Change 
+/- 

Headcount 
(Salaried) 

715 726 689 645 627 -18 

FTE 
(Salaried) 

- - 543.99 504.76 505.49 +0.73 

Manager 66 66 64 (61.48) 60 (57.55) 60 (57.74) 0 (+0.19) 

Tutor 255 249 240 192.8) 231 (184.76) 227 (184.68) -5 (- 0.08) 

B Support 394 411 385 (289.71) 354 (262.43) 346 (263.07) -8 (+0.64) 

       

PTVH Tutor 
Headcount 

177 154 180 169 139 -30 

PTVH 
Support 
Headcount 

161 119 140 125 96 -29 

Total PTVH 
Headcount 

338 273 320 294 235 -59 

All Staff  1053 999 1009 939 862 -77 

 
In terms of salaried support staff, a total of 48 staff are employed supporting teaching delivery 
(Assessors, Learning Assistants and Learning Technicians). A further 63 staff are employed 
as cleaners and catering assistants, with the remaining 237 support staff in other business 
support roles.   
 

Support  Staff Job Breakdown Head Count FTE 

Assessors 11 7.2 

Learning Assistants 20 17.11 

Learning Technicians 17 13.1 

Cleaners/Catering Assistants 63 31.52 

Support - Other 237 194.14 

Total 346 263.07 
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2. Gender  
 
In terms of headcount the overall gender distribution for the college is 37.96% male: 62.04% 
female. The proportion of males to females has increased very slightly since the previous 
year’s report when the proportion of males was 37.67%.  
 
 
Table 2.1: Gender Distribution as at 31st January 2014.         
 
 

 
Male Female 

 

Head 
Count % FTE % 

Head 
Count % FTE % 

Management 31 51.67% 29.90 51.79% 29 48.33% 27.84 48.21% 

Support 103 29.77% 87.30 33.19% 243 70.23% 175.77 66.81% 

Tutor 105 46.26% 94.32 51.07% 122 53.74% 90.37 48.93% 

Total 238 37.96% 211.52 41.84% 389 62.04% 293.97 58.16% 

 
As reported previously, there are some areas of potential underrepresentation and lack of 
gender role models:  
   

 In the Employer Engagement Directorate, all of the 37 salaried teachers are males 
(Construction and Engineering).  

 

 In the14-19 Vocational Directorate, 77.03% of salaried teachers are female. Within Child 
Studies, all 12 salaried tutors are female. And in Hair, Beauty and Holistic Therapies, 
there is only one salaried male tutor.    

 
 
3. Staff Disclosing a Disability 
 
The overall proportion of staff disclosing a disability (full time, proportionate and PTVH) is 
4.2%. The corresponding figure last year was 3.1%.  
 

 The proportion of full time and proportionate staff disclosing a disability is 3.51%. The 
corresponding figure last year was 2.95%.   

 

 The proportion of PTVH staff disclosing a disability is 5.96%. The corresponding figure 
last year was 6.00% 

 
Table 3.1 below confirms that an increasing percentage of staff disclosing a disability have 
been employed by the college since 2010. This is probably due to a combination of: 
 

 Fair and equitable recruitment (see also 4.1 below) 

 College making workplace adjustments enabling disabled staff to remain in work  

 Staff feel more able to disclose that they have a disability  
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Table 3.1: 5 Year Trend – Staff Disclosing a Disability 
 

31/01/2010 31/01/2011 31/01/2012 31/01/2013 31/01/2014 

1.7% 1.8% 2.8% 3.1% 4.2% 

 
 
 
4. Recruitment Applicant Data 

 
4.1 Equal Opportunities 
 
An analysis was undertaken of the appointment to salaried posts within the 2 year period 1st 
February 2012 to 31st January 2014. The findings are specified below: 
 
Gender: All Posts  
 

 37.83% of applicants to salaried posts were male 

 29.40% of male applicants were shortlisted, compared to 26.39% of female applicants 

 6.51% of all males who applied were appointed, compared to 7.48% of all female 
applicants. 

 
Gender: Teaching Posts Only 
 

 46.41% of applicants for salaried teaching posts were male. 

 25.81% of male applicants were shortlisted, compared to 24.30% of female applicants 

 21.25% of male shortlisted applicants were appointed, compared to 26.44% of female 
shortlisted applicants 

 
The above demonstrates that there is no evidence of systemic gender discrimination. Slightly 
more male teachers are called for interview; whereas slightly more females are successful at 
interview. Statistically, it cannot be inferred that there may be evidence of gender bias.  
 
Disability: All posts 
 

 4.56% of all applicants were disabled. 

 27.00% of disabled candidates who applied were shortlisted, compared to 27.68% for 
non-disabled candidates.  

 6.00% of all disabled applicants who applied were appointed, compared to 7.22% of non-
disabled applicants 

 
Disability: Teaching Posts 
 

 5.24% of applicants applying for teaching posts were disabled 

 17.14% of disabled applicants were shortlisted (6), compared to 25.60% of non-disabled 
applicants 

 16.67% of disabled applicants who were shortlisted were appointed (1). 24.22% of non-
disabled applicants who were shortlisted were appointed. 
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In terms of recruitment to all posts, whilst acknowledging that slightly more non-disabled 
applicants were successful at interview, the figures are not suggestive of bias against 
disabled candidates.  
 
In terms of recruitment to teaching roles however, it is recognised that on a superficial level it 
could be inferred that there is evidence of bias against disabled people (non disabled 
interviewees were 45% more likely to be appointed compared to disabled interviewees). 
However, the numbers are too small to justify investigation as to why non-disabled 
interviewees for teaching posts are apparently more successful than disabled interviewees.  
 
Action: Continue to Monitor 
 
Ethnicity: All posts 
 

 5% (108) of all applicants were of “Black and Minority Ethnic” origin. 

 Of those, 18.52% were shortlisted (20), compared to 29.74% of “white” applicants     

 5.26% (1) of the shortlisted candidates of “BME” origin were appointed. However, 36.24% 
of “white” shortlisted candidates were appointed.  

 0.93% of all BME applicants were appointed, compared to 7.91% of “white” applicants  
 
Ethnicity: Teaching Posts 
 

 6.29% (42) of applicants for teaching posts were of “non-white” ethnic origin.  

 19.05% (8) were shortlisted, compared to 25.77% of “white” applicants 

 None of the 8 shortlisted candidates were appointed. 25.16% of “white” shortlisted 
candidates were appointed.  

 
The low proportion of successful candidates from BME backgrounds is a continuing cause for 
concern and increasing the representation of staff from BME groups is a strategic objective in 
2013-14.  
 
Recruitment literature has been reviewed and at every opportunity highlights how York 
College seeks to recruit the best possible candidates regardless of whether they possess a 
protected characteristic. Recruitment and Selection Policy complies with best practice and yet 
the statistics appear to indicate that a disproportionately low number of BME Candidates are 
successful at interview, compared to staff from “white” backgrounds.    
 
In the sector, the annual Staff Individualised Record (SIR) shows that there are wide regional 
variations in the proportion of staff from BME backgrounds. In 2011-12, the proportion of 
teaching staff from BME backgrounds was 38.7% in Greater London; 6.8% in Yorkshire and 
the Humber; and 0.7% in the North East.  
 
It is important to note that in recent years there have been no complaints or suggestions of 
discrimination – intentional or otherwise – in the college’s recruitment processes. Best 
practice is always followed.  
   
Action: The college will: 
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 Review managers’ recruitment and selection training 

 Review Recruitment Literature 

 Undertake an analysis of BME representation in FE colleges in the region   
 
4.2 Internal Candidates 
 
In terms of posts that were advertised externally (i.e. excluding internal only advertisements): 
 

 7.23% of candidates were internal candidates.  

 57.14% of internal applicants were shortlisted, compared to 23.18% of external applicants 

 20.13% of internal candidates who applied were appointed, compared to 5.26% of 
external applicants   

 
5.    Staff Turnover  
 
Table 5.1 below shows the turnover for the year ending 31st January 2014, and the 5 year 
trend.  
 
The headlines: 
 

 Overall turnover has reduced over the 12 months to 31st January 2014 – down 2.62 
percentage points compared to the previous year.  

 Turnover has reduced on all lines.   

 Overall turnover remains significantly lower than national and regional benchmarks.   

 Turnover is significantly below national and regional benchmarks on all reporting lines, 
with the exception that management turnover within the Yorkshire and Humberside region 
(5.6%) is lower than York College (8.26%). 

 Historically, overall turnover has been low, averaging 10.5% over the 5 year period from 
January 2009  

 
Annual turnover is currently below the strategic planning target of 10%.    

 
Table 5.1: Turnover (excludes staff on temporary, fixed term or part time variable contracts) 
 

Contract 31/1/10 31/1/11 31/1/12 31/1/13* 31/1/14 
2012-13 

AoC Y&H 

2012-13 
AoC 

National 

Management 22.4% 1.5% 7.6% 11.8% 8.26% 5.6% 10.0% 

Support* 13.1% 12.7% 12.8% 12.9% 10.03% 15.7% 17.7% 

Tutor 9.0% 8.6% 7.5% 8.0% 6.26% 12.3% 17.1% 

Total 12.6% 10.2% 10.5% 11.1% 8.48% 14.2% 18.2% 

* Excludes the Nursery 
 
6. Ethnic Profile 
 
Table 6.1 below shows the ethnic composition of York College staff, compared to that of the 
students (2013-14), local, regional and national statistics.   
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Table 6.1: Ethnic composition of York College Staff Compared to York, Yorkshire and 
Humberside, and England (2011 Census data) 
 

Ethnic Group 

York College 
Staff 

Students 
(2013-14) 

York 2011 

Yorkshire 
and 

Humberside 
2011 

England 
2011 

Grouped % Grouped % Grouped% Grouped% Grouped% 

Asian or Asian British - any other 

1.28% 1.71% 2.17% 6.77% 7.10% 

Asian or Asian British - 
Bangladeshi 

Asian or Asian British - Indian 

Asian or Asian British - Pakistani 

Black or Black British - African 

0.35% 0.80% 0.60% 1.52% 3.47% Black or Black British - any other 

Black or Black British – 
Caribbean 

Chinese 0.00% 0.36% 1.24% 0.54% 0.72% 

Other Ethnic Group: Arab 0.00% 0.08%  0.25% 0.40% 0.42% 

Mixed - other 

0.46% 1.14% 1.22% 1.60% 2.24% 
Mixed - White and Asian 

Mixed - White and Black African 

Mixed - White and Black 
Caribbean 

White - any other 

97.91% 95.43% 94.30% 88.80% 85.41% 
White - British 

White - Irish 

White - Gypsy or Irish Traveller 

Any other ethnic group 0.00% 0.47%  0.24% 0.37% 0.62% 

Total 100.00% 100% 100% 100% 100% 

 
 
The proportion of staff from “BME” backgrounds is 2.07%. This represents a slight increase 
on the previous year which was 1.93%. The five year trend is shown below:  
 

% BME 
Backgrounds 

31/1/10 31/1/11 31/1/12 31/1/13 31/1/14 

Staff 1.8% 1.9% 1.9% 1.9% 2.1% 

Students 2.5% 3.0% 2.8% 4.0% 4.2% 
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There is slight evidence of a trend towards a higher proportion of staff from BME 
backgrounds, although it is recognised that progress is slow. The proportion of students from 
BME backgrounds is twice as high than that of staff.  
 
  
Action:  

 See action points in 4.1 above 

 The increase in the proportion of staff from “non-white” backgrounds is a strategic 
objective in 2013-14.  

 
 
7.  Age 
 
7.1: Age profile - all staff  
 
Table 7.1 below shows the age distribution of staff for the last three years ending 31st January 
2014.  
 
This shows that the proportion of staff for the age ranges 16-24 and 25-34 has remained 
constant; the number of staff in the older age ranges 45-54 and over 55s has risen; the 
number of staff in the mid age range 35-44 has fallen. 
 
The figures appear to indicate: 
 

 Staff are choosing to stay on at work past normal pension retirement age 

 In terms of turnover, staff from the mid age range are not being replaced by individuals 
from the same age range.   

  
Table 7.1: Age Profile of All Staff 31st January 2014 
 
 

Age 
Range 

% as at 30th 
September 2012 

% as at 30th 
September 2013 

% as at 31st 
January 2014 

Percentage point 
change since Sep 

2013 (%) 

16-24 4.8 4.5 4.5 0 

25-34 14.3 13.1 13.5 +0.4 

35-44 24.8 23.1 22.4 -0.7 

45-54 30.1 32.4 32.9 +0.5 

55+ 26.0 26.9 29.7 +2.8 

 


