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Overview 
 

 

Interview Summary 

Number of sites, branches, locations: 1 

Total number of staff 250 (215 in March 15) 

Number of staff interviewed: 15 (February 14)  

Organisation: Franklin College 

Advisor: Bruce Waller 

Re-accreditation date: March 2016 

Advisor recommendation: Achieved Stage 2 

Final decision: Achieved Stage 2 



 

 
Franklin College opened in September 1990 following the reorganisation of primary, middle 
and secondary Schools within the Borough of Grimsby. School 6th form provision was 
transferred to the new College based on the site of Chelmsford School which closed as part 
of the reorganisation. In 1993 the College diversified its provision beyond 6th form work and 
set up provision for adult learners both onsite and at outreach Centres. The College’s 16-19 
population now stands at over 1500 and provides a number of foundation, AS level and BTEC 
courses both full time and part time. 
    
Franklin College began its original IID journey in December 2013 opting to go for assessment 
only at Stage 2. Whilst the full review in February 2014 highlighted that the College wasn’t 
currently meeting all of the destinations at Stage 2 it was successfully meeting the 
requirements of the Stage 1 standard and was awarded Stage 1 with a view to an ongoing 
action plan and additional staff survey to be reconsidered for Stage 2 in approximately 12 
months time.   

 

Strand 1 - Committing to EDI 
 
1. Your organisation has a structured approach to improving its EDI practices 

and uses data from research and consultation effectively. 
 
2. The attitudes and behaviours of people show that they are committed to 

EDI and people know EDI is good for them as well as for their organisation. 
 
 
Summary 
The College has a strong vision and mission and values and these are clearly published on 
the website; whilst initially these are clearly focused on learners some adjustment has been 
made to include staff as well.  
 
The E&D committee has continued to meet and minutes were provided from 12 June 2014, 
11th of November 2014 and 4 of February 2015; the meetings appear to be well attended 
and include EDI action plan updates, reference to any specific training, relevant feedback 
from students, themes from the self assessment review and QIP and an Investors in Diversity 
update. 
 
Data is used very effectively in terms of learner retention and success across the curriculum 
and feeds into the relevant improvement plans. Staff data is collected for new staff during 
the job application process and includes questions on gender, disability, sexual orientation, 
religion and belief, marital status and ethnic origin.  
 
The College undertook a data collection survey for existing staff during April 2013; this data 
has now been included in the EDI report and compared to local and sector data. I am not 



 

certain if any action plans have emerged from this but will be interested to see how the 
College becomes more sophisticated in its recruitment processes over the next couple of 
years. 
 
HR has a strong monthly reporting system for EDI that includes an equality and diversity 
update. Work was done during 2013 to develop a human resources strategy which 
acknowledges the vital role played by staff in delivering the vision of the College and covers 
off guiding principles for staff including equality and diversity, recruitment, retention, 
reward and recognition and performance management as well as staff development. 
 
The latest College self assessment report and quality improvement plans have been drafted, 
although are not yet approved for general viewing and clearly state key strengths in 
outcomes for learners and areas for development. The quality improvement plan includes 
the embedding of peer observations and to establish consistency in the curriculum quality 
management. There is also an action point to actively promote EDI across the College that 
includes the restructuring of some management activities, developing a College calendar, 
celebrating EDI, providing a notice board to celebrate events and the completion of 
Investors in Diversity. 
 
A number of policy reviews have taken place and the College invested in further training 
from the National Centre for Diversity to ensure that Equality Impact assessments are 
implemented by key managers. 
 
The website clearly displays the College Charter, the safeguarding policy and the Equality 
and Diversity policy. There are also links to the Equality Objectives, the Single Equality and 
Diversity Policy Action plan 2014-15 and the equality and diversity report 2013-14 that 
includes an action plan against the specific duties and staff, governor and learner 
demographic profiles.   

 
Survey Data & Recommendations 
94 staff took part in the 2015 survey compared with 127 in 2014 and there was a good even 
mix of ages that participated between the ages of 20 and 60+ on both occasions. 12 people 
confirmed they currently have or previously have had a long-standing physical or mental 
health condition or disability compared with 8 in 2014. 87% confirmed their sexual 
orientation as straight, compared with 79% in 2014, 9% preferred not to say compared with 
17% in 2014 and 2 people confirmed they were of a sexual orientation other than that of 
heterosexual compared with 3 in 2014.  
 
Results in regard to religion were very similar to 2014 where 34% had no religion, 48% were 
from a number of Christian religions, and other religions represented included Buddhist and 
Muslim with 15% preferring not to say. All staff who took part in 2015 were from a variety of 
white UK backgrounds with 8% preferring not to say, compared with 1% Arab and 11% 
preferring not to say in 2014. Gender split in 2015 was similar to that of 2014 when 62% of 
those who took part were female and 28% were male with 9% preferring not to say. 
 
 



 

On both occasions 100% of staff understood the term equality, 100% diversity and 99% 
inclusion. In 2015 86% understood the term protected characteristics compared with 75% in 
2014. This is a good improvement and I am pleased that the College has improved its 
position in line with my recommendations in 2014. 
 
In 2015 95% of staff agreed or strongly agreed that the College has equality and diversity 
policies that are in place understood and followed, compared with  84% in 2014. This is a 
good improvement and reflects on the work the College has done to improve staffs 
understanding of their role in its policy. The College needs to keep up this good work to 
ensure a comparable result when being reaccredited in 2016. 
 
On both occasions 98% of staff felt that colleagues show they take EDI seriously in the way 
they behave and the things they say, in 2015 99% feel that Line Managers do, compared 
with 90% in 2014 and 94% feel that senior managers do compared with 84% in 2014. 
 
This is an excellent improvement on a good position in 2014 and really does demonstrate 
that Senior Managers and Line Managers are fully taking a lead on the College’s EDI agendas. 
It is important to maintain this momentum and the adviser recommends that the College 
both looks at the best practice indicators that the advisor will discuss post review and 
considers going for the next stage of the standard, Leaders in Diversity.  
 
In 2015 47% of staff felt the College should be awarded Investors in Diversity, compared 
with 30% in 2014, 38% thought so but there were a few things to improve, compared with 
47% in 2014, 7% were not sure compared with13% in 2014 and the remainder said no. 
This is a good improvement and the College needs to build on this and continue to promote 
its IID progress towards the reaccreditation in 2016. 
 
In 2014 Learner surveys were sufficiently positive and therefore learners were not asked to 
participate in the interim surveys in 2015. However the College needs to be mindful of any 
recommendations from the adviser in this regard. 
 
225 learners took part in the survey; of those 92% were full-time, 61% of those responding 
to the survey were female as opposed to 32% males, 3% preferred not to say. 4 learners 
identified themselves as transgendered, 4 preferred not to say. 95% of learners were under 
the age of 20, 13% confirmed they had or previously had a long-standing physical or mental 
health condition or disability. 
 
Learners left lots of positive examples on how they are receiving help from the College 
because of these disabilities. 
 
77% of learners confirmed their sexual orientation as heterosexual, 6% preferred not to say, 
10 people were bisexual, 7 gay men, 4 gay women. 71% had no religion, 20% were of a 
number of Christian religions and other religions represented in the minority were; Buddhist, 
Hindu, Muslim and 10 preferred not to say. 83% were from white UK origin; other ethnic 
groups represented in the minority included; white gypsy Irish Traveller, Black Caribbean 
groups, mixed ethnic groups, Bangladeshi, Chinese and British Caribbean, 3 preferred not to 
say. 



 

 
58% of learners agreed or strongly agreed they could describe things the College is doing to 
make sure everyone knows how important diversity is to them, 22% neither agreed nor 
disagreed and the remainder were negative.  
 
The College should aim to shift its learner perception and improve the agree or strongly 
agree position by 10% by the time of the next IID surveys, through the continuous promotion 
of events and activities, raising awareness in lessons and discussions around the broader 
business case. 
  
92% of learners feel that there is fairness for all in the College, 85% of learners felt that 
tutors and lecturers take EDI seriously in the way they behave in the things they say, 66% felt 
that other learners do, 50% managers, 60% senior managers and 33% governors. 
 
The pattern above is comparable with other Colleges who are working towards or have 
achieved Investors in Diversity; the College needs to continue to promote EDI through its 
governors and management team and where possible address the imbalance.  
 
84% of learners feel they are listened to by staff, 85% feel respected by staff and 78% feel 
they can trust staff at the College. 

Quotes and Interview Feedback 
“I feel valued and equal; happy staff are productive staff and this rubs off on students and 
parents.” 
 
“We foster good relations by treating everybody equally and being accepting of individuals 
regardless of their backgrounds.” 
 
“I think the new structure makes people feel less valued; we were previously more involved 
with the Directors; the College was smaller it now has more layers of Managers.” 
 
“The more you promote EDI the more people feel comfortable to be themselves and 
students will see different people and be more accepting.”  
 
“I feel valued by Managers; I wanted to organise a teach meet for teachers around the 
county and was supported.”   
 
“We work locally and nationally on relevant community faith groups to promote inclusion 
and foster relationships that benefit College students and the wider community.” 
 
“We support local businesses in their efforts to foster good relations between people from 
different backgrounds, including education providers, voluntary and community groups and 
the private sector.” 
 

 



 

Strand 2 – Learning about EDI 
 

3. EDI Learning enables people to be more knowledgeable, competent and 
confident in their daily work.  
 
4. EDI Learning leads to new and different approaches and new opportunities. 
 

Summary 
 
There has been specific training for some staff including safeguarding and embedding equal 
opportunities into the curriculum. There has also been investment in training around a 
number of disabilities such as dyslexia, hearing impairment and autism. The College has 
made excellent investment in informal learning through events and fundraising activities 
these include; disability sport, children in need, Caecilian singers, a battlefields trip and a 
homeless sleep over in which staff and learners participated. With all the events feedback is 
collected from learners and this has been published in the equality and diversity mid year 
review report. 
 
The updated action plan for 2014-15 makes reference to the ongoing investment in 
embedding EDI into teaching and learning. A diversity calendar has also been widely 
promoted and is accessible externally from the website as well as internally for staff and 
learners. Staff made reference to this in the survey and survey results have really improved 
with staff acknowledging both the formal and informal learning opportunities that are now 
available. Managers recently undertook training on equality impact assessments. 
 
There has been a focus to increase EDI promotional activity and this has included website 
and moodle (intranet) updates, under the responsibility of the Assistant Principal and the 
admissions and Marketing Managers, leading to a major event; ‘Franklinsense’ across 
College to promote EDI.  
 
The Franklin sense training day covered the organisation's values of, mutual respect, high 
expectations and inclusivity and was based on staff's feedback against these values. Under 
inclusivity actions included; 

 Improving communications to include all relevant people. 

 Professional relationships between staff and mentoring.  

 Treat students and staff as individuals. 
 
The training Day also covered; 

 Curriculum design.  

 Personalised guidance.  

 Teaching and learning assessment.  

 Ensuring that students are on the right course. 

 Overall programme monitoring and tracking. 
 



 

The College held an equality, diversity and inclusion day with some aspects covering welfare 
and child protection on 24 February 2015. 

 
Survey Data & Recommendations 
In 2015 90% of staff agreed or strongly agreed that the College has given them time and 
opportunity to find out more about diversity and improve their awareness through events 
and activities and training, compared with 2014 when 56% agreed or strongly agreed, 27% 
neither agreed nor disagreed and the remainder 15% disagreed. 
 
This is an excellent improvement and proves that the College has taken on board previous 
recommendations from the IID adviser and implemented some excellent initiatives that staff 
have been able to benefit from and relate to. 
  
In 2015 77% of staff confirmed they had attended EDI training in the last 12 months, 
compared with 2014 when 75% of staff confirmed they had attended EDI training in the last 
24 months. In 2015 when staff were asked which areas would like more information, advice 
guidance or training; 37% requested unconscious bias, 37% promoting good mental health at 
work, 23% gypsies and travellers and 23% cultural awareness. 
 
The above suggests that the College now has an opportunity to focus on specific training in 
these areas. Please note that in the previous surveys 46% of staff requested training on 
mental health. The adviser will discuss specific training needs and possible solutions in the 
post review discussion.  
   
In 2015 67% of staff strongly agreed or agreed they could give examples of new things that 
the College has introduced because of the diverse experience of people who work for it or 
with it such as social events, activities projects and initiatives, compared with 38% in 2014  
 
46 staff left examples compared with 20 in 2014 and these include the following themes; 

 Charity days with an EDI focus. 

 Room changes to accommodate disabled students. 

 Mental Health awareness days. 

 Events and celebration calendar. 

 ‘Franklinsense’ EDI training day. 

 Policy reviews. 

 Cultural awareness training for students. 
 
Previous responses included the following; 

 Flexible working around childcare 

 Resources for less physically able learners such as hoist systems and toilet facilities. 

 Training events 

 Teaching and learning communities’ directorate's advice. 

 Sections in schemes of work 

 Posters describing protected characteristics 

 Reasonable adjustments for staff. 
 



 

The College has made good progress in this area with more staff reflecting on a number of 
initiatives and being prepared to give a good variety of examples. I am pleased that the 
College has used recommendations from the original report to improve this area and hope 
that it can now see that value. The challenge will be to continue to keep this fresh and 
continue to improve survey responses for future reviews. 
  
28% of learners agree or strongly agree the College has given them time and opportunity to 
find out more about diversity and improve their awareness, 39% neither agree nor disagree 
and the remainder are negative.  
 
Franklin College needs to continue to develop opportunities for both formal and informal 
awareness raising and continue to promote opportunities through the appropriate student 
channels; as well as continuing to ensuring that curriculum based learning on EDI is 
consistent. 

Quotes and Interview Feedback 
“Wall displays about changes in the equality act were posted around the College.”  
 
“The Trevor Gordon training brought EDI back on the agenda, but we haven’t had anything 
since and you lose momentum, we need things more regularly.”  
 
“The learning support department have done some training looking at assistive technology; 
some teachers are still not aware or confident of what’s available.” 
 
“College encourages students to understand that not everyone has the same experiences or 
backgrounds and that they should accept people as they are. They teach that nobody is 
worth more or less than anybody else and value in everyone equally.” 
  
“Training days have focused on equality, diversity and inclusion and various in-house charity 
events have had an EDI focus.” 
 
“EDI is embedded in all lessons and features heavily on lesson plans and schemes of work; 
our website features information on EDI and the College has appointed a new student 
services administrator to coordinate EDI events across the College.” 
 
“The publication of the College magazine gives a platform for all students to introduce 
themselves and advertise events taking place both with able-bodied and physically disabled 
students.” 
 
“This year training has been more focused on supporting students struggling in 
understanding the differences upbringing and culture can have and how we can ensure that 
all students are safe whilst respecting where they are.” 
 
 
 



 

Strand 3 – Embedding EDI 

5. EDI is embedded into strategic plans, action plans, work plans and in the 
performance management system.  
 
6. There are clear examples of a positive shift in the way people think and 
operate at all levels; they embed EDI in their daily routines. 
 

Summary 
Franklin conduct a midyear review on EDI and the report from this was provided as 
evidence; this report includes items such as the EDI committee’s membership, data analysis 
of learners, governors and staff, reference to the three aims of the equality duty and an 
associated action plan. 
 
The College quality improvement plan records and sets targets for student retention, 
achievement and success and sets out plans to share good practice in teaching and learning 
more widely and effectively. There is also a section on leadership and management and a 
review of its structure and strategic plans. 
 
Evidence was also provided of the College self-assessment report (SAR) that includes a 
review of how Leaders and Managers actively promote equality and diversity. Highlighting 
that a high priority is placed on respect for individuals and that learner’s value an inclusive 
atmosphere and the opportunity to meet and work with people from different backgrounds. 
 
OFSTED also confirmed in their inspection report during April 2013 that “Equality and 
Diversity are promoted well in the majority of subject areas and that teachers are confident 
in making effective use of naturally occurring opportunities to promote equality and 
diversity or challenge stereotypes.” 
 
Actions taken following the original review have now begun to create a number of key shifts 
in regards to how EDI is managed and flows through the College; these are apparent from an 
increased confidence in how staff have answered the questions and a move towards people 
taking responsibility for their own development and knowledge. This can be further 
advanced by adopting best practice provided by the adviser as part of this review.    
 

Survey Data & Recommendations 
In 2015 75% of staff could describe how the College tries to foster good relations between 
people from different backgrounds, compared with 61% in 2014. 21% neither agreed nor 
disagreed and 4 people disagreed, compared with 24% neither agreeing nor disagreeing in 
2014. 
 
In 2015, 51 people left examples compared with 39 in 2014 and these included the following 
themes; 

 Treating everyone equally and celebrating difference in staff and student interviews. 

 Promoting festivals, recruitment case studies and diversity display boards. 

 Local and national representation on faith groups. 



 

 Supporting local businesses to foster good relations. 

 Appointing staff to student services to co-ordinate diversity activity. 

 Offering training externally to raise awareness of local and National issues. 

 Promoted a zero tolerance to casual racism, homophobia and discrimination.  
 
Examples from previous surveys included the following; 

 Training events for learners and staff 

 Wall displays 

 Lesson plans, schemes of work, use of differentiation and inclusion activities in teaching 
and learning. 

 Working with diverse faith groups and learners from a variety of backgrounds. 

 Operating an equal opportunities policy when recruiting. 

 Staff are offered induction training which includes information relative to the Post. 

 Staff trained and a culture of mutual respect for all. 
 
The participation in this question is now far better than in 2014 as is the breadth and detail 
of people’s answers. The College has clearly taken some decisive action following my 
previous recommendations and this has made a good impact on staffs understanding. It is 
important that the College continues to build on these initiatives for future reviews. 
  
When staff were asked who has responsibility for EDI in the organisation, 77 staff responded 
compared with 90 in 2014. Of those who responded in 2015, 15 did not feel it was their 
responsibility compared with 23 in 2014.   
 
The responses to this question have also improved, although it would suggest that more 
work still needs to be done. The solution to this over and above my previous 
recommendations would be to begin to implement the National Centre for Diversity best 
practice regarding EDI, in relation to different job roles.  
   
In 2014 26% of learners could describe how the College tries to foster good relations 
between people from different groups, 30% neither agreed nor disagreed and the remainder 
were negative. 
 
 6 learners gave examples and these include the following themes; 

 People help others when they are in wheelchairs. 

 College creates a friendly environment. 

 Learners work in diverse groups. 

 Enrichment activities and work in tutorials. 
 
 
There are a good variety of comments from learners above and they should be shared in the 
post-review survey feedback to help raise awareness with other learners. The College should 
aim to increase the agree or strongly agree position by 10% by the time of the next IID 
surveys. 
 



 

54% of learners confirmed that EDI is discussed in lessons as part of curriculum, 21% did not 
think so, 19% said no and 5% did not know. 
 
The above is a comparatively good result, however the College needs to ensure that there is 
consistency in this area and aim to improve perceptions by 10% by the time of the next IID 
surveys. 

Quotes and Interview Feedback 
“I prepare agendas for staff meetings and they have E&D as a standing agenda item; one 
example would be student’s rights.” 
 
“All our students want to learn regardless of background; students mix well and don’t stick 
to their peer groups. Students with disabilities don’t get sniggered at anymore.” 
 
“We ensure marginalised groups can be included; such as migrants, low skilled workers, 
people who had not attended school or young mums who may be stuck in a rut.” 
 
“Before training and inspection people saw EDI as limited to ethnicity and gender; we now 
realise that it includes character, learning style and socio economic backgrounds.”    
 
 

Strand 4 - Advancing Fairness for All. 
 

7. Your organisation is appropriately accessible and is actively advancing 
equality of opportunity for all stakeholders across all its functions.  
 
8. Your organisation is eliminating discrimination, harassment and 
victimisation. 
 
Summary 
The College has invested in recent times to improve accessibility and I witnessed reasonable 
adjustments and the work on physical access when I visited the premises as part of the 
original review. The equality and diversity action plan has ongoing actions to constantly 
impact assess and monitor College accommodation and facilities under the responsibility of 
the Vice Principal and Director of Property Services. 
Franklin College has also reviewed the learner admissions process to provide additional 
support for students with a relevant protected characteristic through appropriate learner 
support services and detailed profiling information. 
 
There is a good culture at the College regarding flexible working and survey results have 
improved since 2014 with staff leaving a good range of examples. 
 
The College has managed to improve its survey results in regards to inappropriate 
behaviour, discrimination and bullying and harassment. Following the original review action 



 

was taken to monitor staff appointments, promotions, disciplinary and grievance cases and 
turnover by protected characteristic to monitor any trends and report these to the Vice 
Principal (resources) through the monthly HR monitoring report. Additionally job evaluations 
and equal pay audits are audited annually. All policies in relation to this destination are 
impact assessed and updated when required.      
 

Survey Data & Recommendations 
In 2015 92% of staff felt valued by colleagues, 87% by Line Managers and 74% by Senior 
Managers, compared with 93%, 84% and 70% respectively in 2014. 
 
There has been some improvement in regards to Senior Managers but 14 people still did not 
feel valued by them and the College needs to continue to explore the drop in sense of value 
in regard to Senior Managers and build relations with staff in this area. 
 
In 2015 81% of staff felt that Franklin College would look positively at adopting flexible 
working arrangements if these were requested compared with 68% in 2014. 19% said no 
compared with 14% who did not think so and 10% who said no in 2014. 
 
32 people left comments and these included the following themes; 

 Managers have been flexible around the hours over childcare. 

 Part-time work. 

 Working from home and sabbaticals. 

 Job sharing. 

 Term time contracts. 

 Flexibility around maternity leave. 

 College listens and accommodates where it can. 
 
Results have improved here and I am pleased to report that generally all the comments were 
positive other than in one or two instances and I feel this is an indication that Managers 
exercise the flexible working policy correctly and consistently. 
 
73% of staff strongly agreed or agreed that buildings facilities information and materials at 
College are accessible to people whatever their protected characteristic, 14% neither agreed 
nor disagreed, 16% disagree and the remainder were negative.  
 
Results were similar for 2015 and as previously suggested I would recommend that the 
College draws up a list of aids, adaptations, and materials etc that are available and could 
enhance equality for protected groups. This could include things such as prayer rooms, easy 
read materials or large type and ensure that staff are aware of everything that is available 
through a communication in the Post review feedback. 
 
When staff were asked if in the last 12 months they felt they had been treated differently 
compared to those who they work with because of a protected characteristic. 
 
 In 2015, 5 people said in a bad way due to age, 2 due to disability, 2 due to pregnancy and 
maternity, 1 due to gender, 1 due to sexual orientation and 0 for another reason. Compared 
with 2014 when 14 people said in a bad way due to age, 1 due to disability, 2 due to 



 

pregnancy and maternity, 7 due to gender, 2 due to sexual orientation and 1 for another 
reason. 
 
The only theme for 2015 appears to be that some staff perceive that younger staff are 
offered management positions as opposed to older more experienced staff.   
  
In 2014 10 people left examples and the comments included the following themes; 
 

 Refreshments not meeting religious requirements at staff training days. 

 Some homophobic remarks. 

 Younger staff feeling undervalued or not taken seriously. 
 
Results in this section have improved, however the College should give staff a further 
opportunity to come forward confidentially to discuss any concerns regarding protected 
characteristics described above and ensure that individual behaviours are consistent with 
the behaviours that the College would expect as diverse and inclusive organisation. Franklin 
College should aim to reduce these perceptions or eliminate them completely by the time of 
the reaccreditation in 2016. 
 
In 2015 15%  of staff felt they had witnessed inappropriate behaviour in the College in the 
last 12 months, compared with 17% in 2014, 10% discrimination compared with 16% in 2014 
and 21% bullying or harassment compared with 24% in 2014.  
 
In 2015 12% of staff rated the College as satisfactory to poor at preventing discrimination, 
compared with 26% in 2014, 10% satisfactory to poor at tackling discrimination if and when 
it does occur compared with 27% in 2014.  
 
In 2015 21% of staff rated the College as satisfactory to poor at preventing bullying and 
harassment, compared with 33% in 2014 and 17% satisfactory to poor at tackling bullying 
and harassment when and if it does occur, compared with 35% in 2014.  
 
In 2015 14% rated the College as satisfactory to poor at advancing equality of opportunity 
compared with 40% in 2014.  
 
The College has made appropriate progress in this area and it will continue to be a daily 
work ethic to maintain and improve this position. The College must strive for consistent 
behaviours and a culture of challenge at all levels and aim to improve the above results by 
5% by the time of reaccreditation. 
  
70% of learners agree or strongly agree that buildings and facilities at the College are 
accessible to people whatever their background, 11% neither agree nor disagree and the 
remainder are negative. 
 
When learners were asked if they felt they had been treated differently by the College 
because of a protected characteristic, six learners felt in a bad way due to age, 5 due to 
disability, 3 due to gender reassignment, 2 due to marriage or civil partnership, 1 due to 



 

pregnancy maternity or paternity, 3 due to ethnicity, 2 due to religion and belief, 3 due to 
gender, 6 due to sexual orientation and 4 for other reasons. 
 
There are 23 comments in this area and some give an insight into the treatment regarding 
age, however there is no rationale for the other protected characteristics. 
 
It is important that Franklin explores these areas, possibly within the tutor groups by feeding 
back the results to learners and asking for their input. Alternatively this could be rolled out 
through the student representatives. 
 
Results for preventing discrimination bullying and harassment and tackling these issues are 
strong; on average 50% of learners rated the College good to outstanding in these areas. 
30% stating they are not aware anything like this has happened at the college and only 12 to 
15% rate the College as satisfactory or poor in these areas. 
 
65% of learners rate the College as good to outstanding at advancing equality of 
opportunity. 
 
Whilst these results are good the College should still strive to keep up their good work 
around preventing bullying and harassment and discrimination. 

Quotes and Interview Feedback      
“Accessibility has shifted here students are assessed immediately through the ‘Franklin start’ 
programme when they enrol.” 
 
“Two staff in my area have requested flexible working either temporarily or permanently. 
The College has supported both requests and staff were happy with the outcome.” 
 
“Flexible working was made appropriately for me within the constraints of my timetable but 
it suited my family needs.” 
 
“The organisation allowed me to work part-time which suited my personal situation 
regarding my disabled son; the response was to adapt my working hours.” 
 
External stakeholders commented as follows;  
“Franklin provide a friendly and welcoming atmosphere which allows those involved with 
the organisation to feel comfortable to approach them with concerns or ideas; to expand 
and improve their approach to all aspects of their work and in particular in this instance 
EDI.” 
 
 
 
 
 
 



 

Strand 5- Communicating about EDI 
 

9. Your organisation’s commitment to ‘fairness for all’ is reflected in your EDI 
policies and procedures and these ‘set the tone’ and are seen as a ‘call to 
action’.  
 
10. Your organisation is effective in sending out strong messages about its 
commitment to EDI and has influenced your partners and your supply chain to 
improve their own EDI performance. 
 
Summary 
There is a good range of policies in place including anti-bullying guidelines, dignity at work 
policy, maternity and paternity schemes and the recruitment and selection policy. This has 
now been updated to reflect current legislation. 
 
Communicating about EDI has greatly improved and there is now a clear visible equality and 
diversity section on the website and this has led to improved responses in the survey.  
 
The EDI report is very comprehensive and perhaps more relevant for the committee and the 
management team as well as external bodies such as OFSTED and the National Centre for 
Diversity and I recommend that bite sized communications go out to staff and learners using 
this and the IID journey and action plan as the resource for communication. 
 
Staff E&D profiles measure gender, age bands, ethnicity, disability, sexual orientation and 
religion and evidence was supplied of the 2013 to 14 statistics. HR produces monthly reports 
for the CMT showing, vacancies, starters, leavers and transfers. Sickness and absence is 
measured against the A.O.C benchmarking and is currently under by approximately 2%. 
 
The Franklin College procurement policy was updated and approved by the Corporation on 
25 March and is up-to-date in regard to the promotion of equality and diversity and 
sustainability. 
 
Additionally as a minimum suppliers should be asked for their policy, their staff monitoring 
information and staff training records on EDI if relevant. Certain suppliers could be provided 
with everything that they need through the IID Verified process; this is a new initiative 
developed by the National Centre for Diversity for supply chains. 
 

 
Survey Data & Recommendations 
 
36% of learners felt the College should be awarded Investors in Diversity, 25% felt they 
should receive the award but still had a few things to do, 33% did not know and the 
remainder said no. 
 



 

Franklin College needs to continually promote its Investors in Diversity journey following this 
review. Use communication channels to ensure that learners are receiving information and 
more importantly developments that have happened at the College due to the investment in 
EDI. Aim to improve these perceptions by 10% by the time of the next review. 
 
12 external organisations responded to the survey, 11 confirmed the College had made them 
aware of their equality and diversity policies. All of them agreed or strongly agreed that 
leaders and managers of the College take equality and diversity seriously. All of them 
confirmed that buildings and facilities are accessible and 7 felt Franklin should be awarded 
the Investors in Diversity standard, 1 did not know and 4 skipped the question. 

Quotes and Interview Feedback 
 
“I have noticed communications are increasing regarding EDI and I am aware of the E&D 
committee. Plans are in place to make sure we meet equality duty.” 
 
“All new staff, whether premises or teaching, are offered the induction training which 
includes information relative to the context of the post as well as equal delivery of training 
on safeguarding.” 
 
“Policy is available on the VLE; all staff have been involved in a full days training and have 
investigated how the training and policy can be implemented in a real sense inside the 
classroom and around the College.” 
 
Through the survey learners commented as follows; 
 
“The teachers always provide enrichment activities enabling students of different abilities to 
aspire and get the best possible grades they can; they treat everyone the same and give 
everyone equal opportunities aspiring students to do well.” 
 
“Instead of basing something on one religion they will encourage all religions.” 
 
“College includes E & D in all lessons and where appropriate lets us know how it would be 
used in the workplace it is especially focused on in tutorial.” 
 
“All classes are mixed and random; this increases the inclusion of all students within the 
group so no one is left out.” 
 
“During an hour and a half tutorial we learnt all about the Colleges diversity policy and how 
there is no tolerance of discrimination.” 
 
“I feel as we moved up to College from secondary school we have been given more freedom 
as we have free periods where we can do what we want and we are more responsible for 
things that we do such as not handing in our homework.” 
 



 

“I can't speak for the whole College as I am only doing a few subjects, in the subjects I have 
been studying so far at Franklin there hasn't been any problems of discrimination and 
generally inclusion is encouraged where appropriate.” 
 
“Unlike school staff members treat students on equal grounds and do not make up nonsense 
rules for the sake of it, which helps everyone.” 
 

 

The College has worked hard since the first review and should be congratulated on the shifts 
it has managed to achieve in a relatively short space of time. I am now confident that the 
College is meeting the IID standard at stage 2. 
 
This report summarises findings and general observations from the visits, including areas of 
strength and good practice, followed by suggestions for continuous improvement to help 
build on its many good approaches, and to strengthen these in the light of feedback.  I hope 
that I have been able to do justice to all the initiatives I found.  
 
Congratulations! I wish the College continued success with its plans, and thank everyone for 
their co-operation throughout the visits, especially Marion Leather and Sue Graham for their 
careful preparation and kind hospitality.  
 

 

The College has done an excellent job in acting decisively on the recommendations put 
forward by the IID adviser following the original review. This has lead to a marked 
improvement in staff perceptions in the final diagnostics and given the College a strong 
position to further develop from. I recommend that the College is now in a position to 
maintain this momentum by working towards Leaders in Diversity and demonstrate how its 
top leaders manage and promote EDI.  
 


