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Foreword

This report presents the findings of an analysis of the Staff
Individualised Record (SIR) 2005/2006 dataset performed by
Lifelong Learning UK (LLUK). It is the third in a series of
annual reports based on the SIR dataset and provides an
annual ‘snapshot’ of the Further Education (FE) workforce.
The report makes extensive use of the SIR data, collected
from English FE colleges by the Learning and Skills Council,
to provide a detailed analysis of the characteristics of the
staff employed within General Further Education Colleges,
Sixth Form Colleges and the Specialist Designated
Institutions. Further education is one of the sub-sectors that
fall within the LLUK ‘“footprint’ and supplies information on
the FE workforce employed during 2005/2006.

The findings of the report focus on aspects of the general FE
workforce such as gender, age and diversity and also provide
specific information on the level of qualifications held by the
teaching workforce; identifying progress towards meeting the
Government’s ‘Success for All’ targets for full and part-time
FE teachers.

At the request of the Department of Innovation, Universities
and Skills (DIUS, previously, DfES) LLUK has now taken over
the responsibility for the management of the data collection
system in the FE sector from the Learning and Skills Council
(LSC). LLUK is currently undertaking the data collection, for
2006/2007 academic year, from FE colleges in England. Plans
are already under way for this data collection to be rolled out
into the wider FE sector (including work based learning (WBL)
and personal and community development learning (PCDL)
from 2008.

The process will benefit stakeholders and providers as
follows:

® clearly identifying where skills gaps and shortages exist in
the sector which will allow for better recruitment planning
and make the case to Government for investment in
further professionalisation of staff

@ provide evidence to support stakeholders in meeting their
statutory responsibilities regarding race, equality and
diversity

e produce benchmarks for providers, enabling comparisons
of individual institutional performance at local, regional and
national level.

Lifelong Learning UK is the Sector Skills Council for those
working in community, learning and development, further
education, higher education, libraries, archives and
information services and work based learning. Our mission is
to ensure that lifelong learning employers can recruit, retain
and develop highly skilled and effective staff so we can
access the skills and knowledge needed for a prosperous
economy and inclusive society.

N

David Hunter
Chief Executive, Lifelong Learning UK



1. Introduction

Staff Individualised Record (SIR) is an annual collection of
workforce data, undertaken by the Learning and Skills Council
(LSC), on staff currently working in Further Education (FE)
institutions in England.

Since 2005, LLUK has undertaken analyses of SIR data to
produce annual reports on the FE workforce in England with
information on workforce characteristics and qualifications.
The analyses also provided evidence to measure the
Department for Innovation, Universities and Skills’ (DIUS)
(formerly known as the Department for Education and Skills)
Success for All (SfA) targets, which determine the proportion
of teaching staff that have qualified or are enrolled to be
qualified in appropriate courses during the academic year.
According to SfA, the target is for 90% of full-time and 60% of
part-time FE college teaching staff to be qualified or enrolled
to be qualified on appropriate courses by 2006 (interim target).
The target increases to 100% for 2010 (final target).

This report analyses SIR data for 2005/06 academic year

and provides an overall picture of the teaching workforce in
the FE college sector in the year, as well as providing trend
information from previous years where appropriate. It includes
information on gender, age, full-time/part-time contractual
status, and ethnicity amongst other characteristics. Most
importantly this report provides an analysis of teaching
qualifications held which contributes to the measurement of
DIUS SfA interim target for 2006.

2. How to use this report

The report is divided into four sections. The first draws
information from qualifications data and is an analysis of the
DIUS’ SfA targets. The following three sections are analyses
of various data from the SIR 2005/2006 broken down by the
following:

® Gender profiles
® Age group
e Diversity

Each section contains statistical information and charts,
accompanied by a narrative drawing attention to any figures
and findings considered to be of interest. Where appropriate,
comparisons have been drawn to the corresponding
information from previous years.

Lifelong Learning UK Skills for Learning Professionals
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3. About SIR data

a. Data coverage

Staff Individualised Record (SIR) data is collected by
the Learning and Skills Council (LSC) from five types of
FE institution (FEI):

e General FE college

Sixth Form college

Special college - agriculture and horticulture
Special college - art, design and performance
Specialist designated college

The 2005/2006 SIR data have been gathered from a minimum
number of 380 FE institutions. The coverage of FE institutions
in the SIR dataset, with a breakdown of the number of these
in England and the number making SIR returns in 2005/2006,
can be seen below.

Table 1: Coverage of FE Institutions

General FE colleges
(including Tertiary) 94%

Special college —

Agriculture and Horticulture 95%
Specialist Designated college 50%

The colleges that returned data are based in 47 Local
Learning and Skills Councils (LLSCs). A full list of returning
colleges can be seen in Appendix 1 and a list of the LLSCs for
which data was collected appears in Appendix 2.

The SIR 2005/2006 dataset comprises 238,537 records, each
relating to an individual person/contract (see the description
of contract numbers in the following section on data issues).
FE colleges are required to return data about all staff including
details about staff qualifications — including highest
qualification and highest teaching qualification obtained.
Personal details of each staff member are also collected and
include gender, date of birth, category of work and ethnicity.
Whilst information such as date of birth and ethnicity are
included in the dataset, the data remains anonymous insofar
as it contains no personal identification details pertaining to
the individual staff member such as name, address or National
Insurance number.

K Skills for Lear!

b. Data issues — a note on double counting

A note of caution needs to be made at the outset of this
report. Due to the nature of the data collection system, there
is a risk of double-counting due to the possibility that a
person could be working for more than one FEI. The LSC
guidance on completing the SIR return instructs colleges that
they can define what constitutes full-time hours for a person
depending on their category of work. This is the number of
weekly hours worked multiplied by the number of weeks per
working year. These figures could be very different depending
on whether the person employed is a teacher (lecturing for
15 hours a week, 40 weeks a year) or a member of the admin
staff (37 hours a week by 52 weeks a year). Both these
members of staff could be listed as ‘full-time’ on one contract,
but the teacher would have time to do the same hours at
another FEI. This is most unlikely, therefore, for the purpose
of this report, when percentages are given (e.g. percentage of
fully-qualified, part-time teaching staff) these are of the
number of contracts and not actual numbers of people and,
whilst it is possible to make the case that they are a broad
estimate of the actual workforce (given the 6.1% margin of
error described above) this is probably more true in the FEIs
that have not returned any multiple contract holders than for
those that have.



4. The ‘Success for All’ Targets

This chapter presents the findings of the analysis in terms of
progress relating to the Government’s ‘Success for All’ (SfA)
targets over the past four years. The Government’s Success
for All Delivery Target 9 (Workforce Qualifications) states:

“We intend that 90% of full-time and 60% of part-time Further
Education college teaching staff are qualified or enrolled on
appropriate courses by 2006. This is a milestone towards the
target that all teachers will be qualified or working towards a
qualification by 2010.”

The percentages of teachers qualified to the SfA standard'
over the four years leading up to 2006 are shown below
in Figure 1.

' For full-time teachers, this means currently holding or working towards one of the following:
Bed/BA/BSc with concurrent qualified teacher status, Certificate of Education, PGCE, Level
3 Teaching Qualification (e.g. CG 7303) or Level 4 FE teaching qualification - stage 3. For
part-time teachers, the Level 4 stages 1 and 2 are also included.

Figure 1: Percentage of FE teaching staff qualified or enrolled,
2003 - 2006
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This shows that, while the part-time target of 60% has been
consistently exceeded over the four year period, the full-time
target of 90% has been marginally missed. This figure has
shown a year-on-year increase over the period but at 89.2% in
2005/2006 it is still slightly below the desired level.

In previous years’ reports, this figure has been calculated
differently, effectively including non-responses as

‘not qualified or enrolled to be qualified’. For a detailed
description of the changes that have been made to the
calculation formulae for the 2005/2006 data, see Appendix 3.
Based on this methodology (which had been originally used to
set the Success for All target), the 60% interim target for
part-time teaching staff was reached, whilst the interim target
for full-time teaching staff was missed (80%/90%).

Lifelong Learning UK Skills for Learning Professionals 5



5. Gender Profile of Teaching Staff

This chapter presents the findings of the analysis on gender
differences in the FE teaching workforce during 2005/2006.
The mode of employment (i.e. part-time/full-time status) is
considered along with any variation in the female to male
teaching staff ratio across the nine English regions.

The 125,406 teaching contracts listed during the 2005/2006
academic year broke down into 74,160 female and 51,246
male. Expressed as a percentage, the teaching staff was 60%
female and 40% male during 2005/2006. The gender split for
part-time/full-time teaching staff during the 2005/2006
academic year is shown in figure 2 below.

Figure 2: Part-time and Full-time Teaching Staff by Gender
2005/2006
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The variation in this figure over the period 2002 — 2006 is
shown in figure 3.

This shows that the overall pattern has varied little between
2002/2003 and 2005/2006; with male teaching staff being
approximately 50:50 and female teaching staff being split
approximately 70:30 between part-time/full-time teaching staff.

Figure 3: Male/FemaleTeaching Staff 2002 - 2006
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The gender split in the nine English regions for 2005/2006 can
be seen below in Figure 4.

Figure 4: Teaching Staff by Gender in the English regions
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The proportions of male to female teaching staff across the
regions are approximately similar (60:40 female to male) and
this reflects the national picture. The actual proportions of
female to male teaching staff vary between 54.8% female to
45.2% male in the North East and 61.5% female to 38.5%
male in the South East.



6. Age Profile of Teaching Staff

This chapter presents the findings of the analysis of the age
profile of FE teaching staff in England in 2005/2006. Average
ages are compared over a four-year period in an examination
of the data for any trends and figure 5 below shows the
average age in years of FE teaching staff over the period
2002 to 2006.

Figure 5: Age trends 2003-2006
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This shows that the average age of teaching staff has varied
little over the four years remaining between 44 and 45 years
old throughout the period.

Figure 6 shows the percentage of teaching staff in each of the
age groups.

Figure 6: Percentage FE Teaching Staff in Each Age Group
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This shows that 46.4% of the teaching staff were over 40
in 2005/2006. Also, there were fewer teaching staff aged
25-29 (6.88%) than there were aged over 60 (7.76%). This
breakdown compared with the previous years from 2002
is shown in Figure 7 below.

Figure 7: Percentage Teaching Staff in each Age Group -
2002 to 2006
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This shows the percentage of teaching staff between 55 to 59
and 60 and over rising year-on-year over the period from
6.2% and 11.4% to 7.8% and 14% respectively.

Conversely, with the exception of those aged 25 to 29,

the percentage of staff in the other age groups fell between
2003 and 2006. However, it does seem that there is less
year-on-year variation in the age groups below 49. Across the
four years the percentages of staff in each of the age groups
below 49 could be described as broadly similar, with no
dramatic changes over any particular two-year period. The
largest percentage change for any of the age-groups over
the whole period is the 0.9% drop from 10.6% t0 9.7% in
teaching staff aged 30 to 34. The three age groups over 49
all record percentage changes of over 1.3%.
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7. Diversity Profile of Teaching Staff

This chapter deals with the diversity of FE teaching staff in
England during 2005/2006 and split into two sub-chapters on
ethnicity and disability.

a. Ethnicity

Originally, data on ethnicity is classified in terms of 17 different
ethnic groupings. For the purpose of clarity and to make
comparisons more meaningful, this is re-classified into five
more general ethnic groups. For a detailed list of the original
ethnic categories, and how they map to the re-classified
equivalent category, please see Appendix 4.

Table 2 below shows the percentage of teaching staff in each
of the various ethnic categories during 2005/2006.

Table 2: Ethnicity of Teaching Staff — 2005/2006

Ethnicity Frequency Percent
Asian 3,785 33
Black 3,248 2.9
Other 1,041 0.9
White British 98,696 87.1
White other 6,538 5.8
Total 113,308 100.0

This shows that the large majority (>87%) of teaching staff
were in the ‘White British’ category. In order to make
meaningful comparisons, teaching staff in this category are
excluded from the remaining analyses. The remaining 12.9%
of staff falling into the various ethnic categories other than
‘White British’ (i.e. Asian, Black, Other and White other) are
compared here to the percentages in previous years. Also,
there were 12,098 ‘non-responses’ among the data on
teaching staff, constituting 9.6% of the total teaching
workforce. These have been removed from this particular
analysis.

Figure 8: Asian, Black, Other and White other Teaching Staff
percentages — 2002/2003 to 2005/2006
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This clearly shows that the 2005/2006 percentages of teaching
staff in the aggregated ethnicity groupings have increased from
their 2002/2003 levels with the exception of the ‘Other’ category.

b. Disability

Disability data has traditionally been associated with low
responses, hence the large proportion of ‘not known’. Figure 9
below shows the percentages of teaching staff responding to
the question on disability between 2003 and 2006.

Figure 9: Percentages of Disabled Teaching Staff 2003-2006
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This shows that the number of teaching staff responding that
they have a disability has fallen by 0.4% between 2003 and
2006.



8. Key Findings

The main findings from the analysis of SIR 05/06 are as
follows:

@ The percentage of full-time teaching staff that are
fully-qualified or enrolled is 89.2% in 2005/2006. This is
fractionally lower than the Success for All (SfA) interim
target figure of 90% for 2006. However this figure has
been steadily rising year-on-year from 86.3% in
2002/2003. The 2006 SfA interim target for part-time
teaching staff of 60% fully-qualified or enrolled has been
met and exceeded (>80%).

® Previously qualification rates have been calculated
differently, effectively including non-responses as ‘not
qualified or enrolled to be qualified’. Based on this
methodology (which had been originally used to set the
Success for All target), the qualification rate for part-time
teaching staff was 60%, whilst that for full-time teaching
staff 80% in 2006.

@ The FE teaching workforce is split approximately 60:40
female to male staff. The part-time/full-time split among
male teachers is approximately 50:50 while for female
teachers it is closer to 70:30.

® The average age of FE teaching staff during 2005/2006
was 44 years old. This has shown little variation over the
four-year period since 2002/2003.

@ The percentage of staff in the ‘Asian’, ‘Black’ and
‘White other’ ethnic categories has risen year-on-year
between 2002/2003 and 2005/2006. However, there are
data issues within the SIR dataset that need to be
addressed in order to obtain a more reliable estimate
going forward. The data on ethnicity and disability within
the SIR is often returned as ‘not known/provided’, which
causes difficulties when attempting to provide reliable
estimates based around them.

9. Next Steps

LLUK has now taken over the responsibility for the
management of the data collection system in FE colleges from
the Learning and Skills Council (LSC). LLUK is currently
undertaking the data collection, for 2006/2007 academic year,
from FE colleges in England. Plans are already under way for
this data collection to be extended into the wider FE sector
(which also includes work based learning (WBL) and personal
and community development learning (PCDL) from 2008.

For more information on LLUK’s FE sector workforce data

collection system and the FE sector workforce strategy,
please contact LLUK on 0870 757 7890.

Lifelong Learning UK Skills for Learning Professionals 9



Appendix 1
FE Providers included in the SIR data collection 2005/2006
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Appendix 1 continued
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Appendix 2

Local Learning and Skills Councils
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Appendix 3
Methodology for calculating SfA figures

Rationale for adjustment:

1. Figures published previously by LLUK were calculated
using a methodology which assumed that all teachers who
could not be identified as either qualified or enrolled were
counted as not qualified or enrolled.

2. This group represented around 10% of full-time teachers
and 30% of part-time teachers. Therefore if all teachers were
qualified or enrolled, unless the quality of SIR data returns
improved, the reported figures would be 90% and 70%
respectively. LLUK identified that the continued use of this
definition would have had a negative impact on the quality
improvement agenda. DFES and LLUK worked together

to develop a more robust estimate of the percentage of

FE teachers qualified or enrolled.

3. If we had assumed that teachers who could not be
identified as qualified or enrolled were qualified or enrolled at
the same rate as the rest of the population the reported figure
for full-time teachers in 2006 would have been 91%.

4. Comparison of other SIR data revealed that non-response
groups differed from the wider population in a number of
respects (e.g. age profile) suggesting that the assumption of
similar qualification rates may also be wrong.

Method of adjustment

5. Separately for full-time and part-time split teachers into
nine response categories:

Qualification held (B)

Yes No NULL
Enrolled (A) Yes A B C
No D E F
NULL G H |

6. For each SIR characteristics listed in 10 (e.g. gender)
produce a cross-tab of groups (e.g. male and female) against
the nine response categories.

Gender Volumes for nine response categories
A B C D E F G H |
YY YN YO NY NN NO oy ON 00
Male
Female

7. SIR characteristics of interest are: gender, highest
(non-teaching) qualification, ethnicity, terms of employment,
time since appointment (<2 years, 2-9 years, 10+), whether
main teaching subject is same as highest qualification

(NB new derived indicator variable), age band, provider type
and region.

8. Calculate the proportion of non-response for each group
and response category of interest (F, H and 1) using the
following formulae:

F: NO / (NN+NO+NY) i.e. non-response for those saying no
to question A

H: ON/ (YN+NN+ON)

I: OO /n (where n=sum of Atol)

9. Estimate the percent that are qualified or enrolled for each
group and response category of interest using the following
formulae:

F: NY /(NY+NN) ie. all we know about people in F is that
they aren’t enrolled

H: YN/ (NN+YN)

I: (A+B+D)/ (A+B+D+E)

10. For each non-response category (F, H and I) identify the
variables which most affect the propensity to have missing
data and the likelihood of being qualified or enrolled. Ignore
characteristics where the groups that differ are very small.

11. To calculate the adjustment figure produce a multivariate
cross tab of the characteristics identified at 13 against the
nine non-response categories.

12. For each group estimate the number of people in each of
F, H and | who are qualified or enrolled (say J) using the
formulae in 12. The adjustment is then the sum of the J’s
divided by n.

Characteristics used for adjustment

13. The adjustment for full-time staff took into account years
since appointment (<2 years, 2-9 years or >9 years), age
(whether over 45 or not) and whether a teacher worked in
London or not.

14. The adjustment for part-time staff took into account age
(whether over 45 or not), whether a teacher worked in London
or not and terms of employment (casual, fixed term,
permanent, self employed or agency).
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Appendix 4
Detailed Ethnicity/Gender Breakdown — Teaching Staff 2005/2006
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