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forward in our development, monitoring will play a fundamental role in understanding 
outcomes and the direction of future work.  
 
We recognise that there is still much more for us to do. In the next four years we plan to be 
ambitious and this strategy document sets out fo ur pillars of activity, the outcomes we want 
to achieve and the specific actions we will take to deliver them.  
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2.  Strategic Equality Aims for 2023 -2026 
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3.  Objectives  
 
Staff: 
 
• The College will gain the Investors in Diversity accreditation by 2025 to embed 

equality, diversity and inclusion into Coleg Gwent’s organisational culture.   
• D&I Engagement scores of 75+ maintained between now and 2026.  
• Inclusive resourcing with 5% increase in ethnicity and disability in the college by end 

of 2026, with a view to aligning with 2030 target of Anti Racist Wales.  
• The staff diversity fully represents the diversity of our learners and each of t he 

college communities we serve . 
• Explore using learners as a recruitment source in order to help match the staffing 

profile with our learner demographic profile.  
• Gender Pay Gap Report measure equal pay for men, women, and non-binary in all 

positions, voluntarily publishing our ethnicity pay gap by 2024.   
• Increased knowledge and engagement from staff in all Affinity events, measured by 

attendees to events & members hip numbers of affinity groups. 
• Improve data quality and disclosure year on year in the coming years with more 

access to data for all staff. This will include demographics per department.  
• The college diversity charter will be reviewed and updated based on consultation 

with staff and learners by September 2024.  
• Sign the Antiracism charter by 2 024. 
• Equality Impact Assessments (EIA) will be collated in one place and reviewed 

annually. Collated and streamlined by 2025.  
• Add EIA Training as an optional course for all, into the new staff training module in 

2023/4. This will be mandated for managers and trade union representatives involved 
in policy creation, negotiation and change management.  

• SLT will have EDI Action Plans for all departments which are reviewed and updated 
annually.  

• By 2024 we set out to achieve the following: increasing the proportion of ethnic 
minority, Disabled, LGBTQ+, Welsh speakers’ staff by 2% 

• 
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• We will have demonstrated that every lesson matters and every grade matters . 
• 
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Based on the commitments in its Diversity Statement, the Board has developed a Diversity 
Action Plan. 
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consider these goals when making decisions and the impact they could have on people living 
their lives in Wales in the future . 
 

 
 

Coleg Gwent is committed to these principles of mainstreaming equality and welcomes these 
legislative changes. We are committed to equity, inclusion, and wellbeing, with our diverse 
campuses offering academic, social, and wider community benefits.  

In summary, prospects for disabled people, some ethnic m inority people, and children from 
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(LGBT) children, and children with ALN are also more likely to be victims of 
bullying.  

• The proportion of young people that are not in education, employment or training 
(NEET) has dropped considerably in recent years.  

•  Overall participation in higher education has increased. But men, disabled people 
and those from ethnic minorities experience attainment gaps.  

• Subject and career choices remain highly gendered, with girls being much less 
likely to continue studying science and maths after school.  

• Engagement in lifelong learning (education courses or job- related training) has 
declined since 2013/14, including among younger people aged 25 –34. 

• Hate crime increased by 26% across the whole of England and Wales 
• Overall, the gender pay gap for all workers (i.e., full and part time workers) has 

reduced in Wales to 11.3%. However, the gender pay gap varies significantly across 
Wales, and we did see an increase in the gender pay gap for ful l-time workers only 
over the past twelve months, up from 4.9% to 6.1%.  

The College will build on the excellent progress in meeting our duties to our learners, staff 
and other stakeholders under equality legislation. We will address inequality across all the 
protected characteristics focusing on the objectives within this plan.  
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6.  How the College plans to deliver the Duty  

Our intent is to use education as a catalyst for positive social change and prosperity for the 
community we serve, leaving no one behind. W e intend to do in the following ways:  
 
Leading by example , Equality, Diversity and Inclusion (EDI) is part of everyday life, rather 
than a legal requirement.  By building on the benefits of diversity within our leadership, 
teaching and support teams we will  take an inclusive pedagogy approach to the teaching of 
our curriculum; to encompass the diversity of thought, life experience and identity.  

 
Ensuring that our statutory responsibilities  in relation to equality and diversity and 
integrating them  fully into our shared services and everything that we do. The Equality Act 
places a special legal duty on public bodies which requires us to consider the needs of people 
w (n4793 0 Td
p (v)-2.1d)(s)]TJ
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issues pertaining to discreet groups with the intention of instigating appropriate remedial 
action including learner and staff development  where appropriate.  
 

Actions 
 
We will raise awareness and embed EDI into all aspects of staff, learner and leadership   
journeys commencing from application and interview stage and including induction, 
classroom practice, industry placements tutorials and via delivery of the curriculum.  
 
For learners, we will work with Curriculum and Quality managers to develop opportunities 
to raise awareness and deliver workshops using the EDI toolkit through subject lessons and 
tutorial time. This will include working with the curriculum  team to develop resources for 
each of the nine protected characteristics to be used college wide.  
 
In conjunction with the Safeguarding leads across the college , we will implement restorative 
justice methods as aligned to the Behaviour Policy for students, to resolve incidents of 
bullying and harassment, this will include a focus on the promotion of microaggression and 
harassment incident reporting, and staff training where appropriate.  
 
For staff, action starts at recruitment with blind recruitment processes to remove bias, 
guaranteed interview schemes, inclusive language in adverts and job descriptions, bias 
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7.  Principles  and Behaviours 
 
Our Diversity Statement:  
 
We’re an inclusive and diverse college where everyone is welcome.  A place where you can 
be who you are without fear of judgement.  A respectful environment, open- minded to 
different cultures, attitudes, beliefs, and outlooks,  where everyone belongs. 
 
By embracing diversity, we foster an open and welcoming environment where people of all 
backgrounds can learn and work together. We’re committed to equity, inclusion, and 
wellbeing, with our diverse campuses offering academic, social, and wider community 
benefits.  
 
Diversity enriches our college community and is a driving force in fulfilling our mission, so 
we’ll continue to respond to changes in our increasingly interconnected world. By working 
together, we’ll address the challenges of the future to remove barriers to success, while 
promoting a culture of inclusivity, compassion, and mutual respect.  
 
We believe, if you create a team of talen ted people from diverse backgrounds, they’ll each 
contribute their unique ways of thinking, responding, and problem solving. Naturally, the 
end result will be innovation, and combined with the diversity of experiences across our 
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• Human Resources: Resourcing, Staff Development and Policy Advancements 
• 
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We will continue to implement best practice initiatives as suggested by the Government’s 
Equality Office report and we are committed to nurturing an environment where everyone 
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Ethnicity  

 

Coleg Gwent supports a number of 
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Disability  

 

We have a small percentage of employees who have not disclosed within this area which we 
aim to reduce further . When the fields were  set up on our system, it included an ‘other’ 
option which 7% of our employees have selected. Through our Enabled Network, Coleg Gwent 
wants to ensure that our colleagues are both educated and feel safe to discuss and disclose 
their disability to the college. In addition, as well as encouraging disclosure , the college is 
able to adapt, make reasonable adjustments and be understanding of everyone’s  needs. 

The college continues to run its guaranteed interview scheme for disability and is working 
toward becoming a Disability Confident Employer.  
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Sexual Orientation 

 

The college has a strong LGBTQ+ network which has over 50 active members. The college 
has created a lot of awareness and partnerships with the LGBTQ+ community  by supporting 
Pride Month, attending Pride events and participating in awareness training throughout the 
year.  

The college recognises the recent commitment from Welsh Government to reduce 
discrimination towards all members of the LGBTQ+ recognising the impact which can occur 
to confidence, employment and opportunity.  The college has a transgender policy which is 
contained within the Equality Policy recognising that some members of the LGBTQ+ 
community need workplace adaptations and some colleagues may need educating and access 
to 
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13.  Our Learners  

This report will review the enrolment data of our learners across the various EDI strands. The aim of the report is to identify the backgrounds of our learners, to 



 

 

EDI Data 
 
Notes for the reader 
The College comprehensively tracks our learner EDI data through our enrolment processes. The fields 
captured are dictated largely by the guidance provided in the LLWR manual from the Welsh 
Government. Primarily, we monitor the following: 

- Learners’ age; 
- Deprivation status; 
- Disability; 
- Ethnicity; 
- Gender; 
- National identity. 

 
Coleg Gwent is committed to ensuring that we offer fair and equitable chances for all of our learners. 



 

 
 

Deprivation 
 
Over half of our current learners fall within deciles one to four, those being the most deprived areas 
according to the Welsh Index of Multiple Deprivation (the WIMD). Recruitment of our learners is primarily 
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