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Glossary 
 

HC Headcount 

% Percentage 

BME Black and Minority Ethnic Group 

Level Defined grade Level within the salary scales 

Occupational Group 
 

 APM 

 APPREN 

 C&M 

 CCS 

 O&F 

 R&T 

 TS 

Referred to within the University as ‘job family’ 
 

 Administrative, Professional & Managerial 

 Apprentices 

 Clinical & Medical Related 

 Child Care Services 

 Operations & Facilities 

 Research & Teaching 

 Technical Services 

Unknown Data may not have been completed or may have been 
completed as ‘prefer not to say’ 

PDPR The University’s annual Personal Development and 
Performance Review process for certain ‘job families’ 

PDPR – 1 (Exceeds) 
PDPR – 2 (Meets) 
PDPR – 3 (Below) 

The normal standard of work for the role has been exceeded 
The normal standard of work for the role has been achieved 
The normal standard of work for the role has not been achieved 

<10 The number is less than 10 and so <10 is displayed rather than 
the actual number 

Date Ranges Used 1. Employee Profile Data – census date of 1 June each year 
2. Recruitment – 1 August – 31 July of each year 
3. PDPR (replaced by ADC from August 1 2019) – census date 

of 30 April each year 
4. Promotions – effective from 1 August each year 
5. Regrading – occurs 3 times a year, and effective from 1 

December, 1 April and 1 August 
6. Leavers – 1 August – 31 July of each year 
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Equality, Diversity and Inclusion (EDI) at the University of 

Nottingham 

Good practice in equality, diversity and inclusion creates stronger communities, happier 

and more effective workforces, and greater ideas and opportunities for our staff and our 

students. 

Institutional Equality Objectives 2017-20 

The University’s Equality Objectives 2017-2020 aimed to support our ongoing 
commitment to fostering a values-based culture focused on diversity, inclusivity, 
wellbeing and positive engagement. This was through: 

 2% increase in disability disclosure across all staff groups (i.e at all levels) by 2020 
 35% senior (L6/7) staff who identify as female by 2020. 
 To hold declared sexual orientation, gender identity and religion/belief data for over 

80% of staff by 2020. 
 To hold a Bronze institutional Race Equality Charter Mark by 2020. 
 To hold a Silver institutional Athena SWAN Charter Mark (new Charter) by 2018 and 

all Schools/Faculties to hold an award by 2020. 
 By 2020/21, to reduce the non-continuation rate for mature students to 10.5% or 

less, from a baseline of 12.9% in 2014-15. 
 By 2020, to have action plans in place and being implemented at School/Faculty 

level in regard to improving the educational attainment of BME students.  
 

Progress against these objectives can be seen in Appendix 1: Objectives 2017-2020. 
However, a brief summary is given below: 

 The objective of 2% increase in disability disclosure at all levels has been met at 
levels 2, 3, 6 and 7. At levels 1, 4 and 5 we have made significant progress. 

 In terms of senior women at levels 6 & 7, an increase of more than 3% has been 
achieved, with an increase in the available pool for progression at level 5 that 
indicates this growth will continue. 

 Gender identity information will be held in MyView from September 2019. HESA 
benchmarks for religion and belief and sexual orientation data in 2018-19 are 52%, 
and therefore disclosure rates at UoN are now in line with the sector. 

 The University RECSAT is progressing the Bronze institutional Race Equality 
Charter Mark application with a view to holding an award by 2020. This has included 
action on the educational attainment of BME students. 

 The University of Nottingham achieved a Silver Athena Award was achieved in 
2019.  Faculties and schools have worked hard to gain awards with all areas making 
submissions in the target timeframe. Unfortunately, four schools have yet to gain an 
award at this stage. 

 The non-continuation rate for mature students has been reduced to 8.5% (as of July 
2019). 

 
We are delighted to report the positive progress against our 2016-2020 Equality 
Objectives and congratulate staff on the outcomes of their efforts. Following the creation 
of a new University EDI Committee and the appointment of a Pro-Vice-Chancellor for 
Equality, Diversity and Inclusion, the University has identified the need for a wider range 
of objectives aimed at achieving equality for staff and students. This broader programme 
will be delivered via the University of Nottingham Equality, Diversity and Inclusion 
Strategic Delivery Plan, available at https://www.nottingham.ac.uk/edi/edi-strategic-
delivery-plan.aspx  

https://www.nottingham.ac.uk/edi/edi-strategic-delivery-plan.aspx
https://www.nottingham.ac.uk/edi/edi-strategic-delivery-plan.aspx
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1. Employee Profile Data 
 

Overview 

Employee profile figures are based on data from the academic year 2018-19 and are 

taken on a 1 June census date. This is the latest point in the academic year when 

sessional staff remain in post. Figures are given by headcount unless otherwise stated 

and are only provided for staff groups with a large enough representation (>10). 

Headcount figures that are less than 10 are shown as <10. Analysis of the data is 

provided on the 2019 figures unless otherwise stated. 

Gender 

Headcount 

The gender balance at the University in 2019 remains largely unchanged, despite a 

small increase in the number of female staff. Overall, 54% of staff were female, 

continuing the trend of a stable and fairly even gender balance at an institutional level. 

Figure 1.1 Table: Gender Breakdown (headcount and percentage) 

 

Figure 1.2 Graph: Gender Breakdown (percentage)  
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Mode of Employment 

In 2019 there was a slight increase in the staff population working part time (29%, up 

from 28% in 2017/18). The difference in mode of employment between female and male 

staff remains marked. Forty-two percent of female staff worked part-time in 2019 

compared to just 15% of male staff.  

Figure 1.3 Table: Mode of Employment by Gender (headcount and percentage) 

 

 

Figure 1.4 Graph: Mode of Employment by Gender (percentage) 
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Contract Status 

In 2019, more employees at the University are working on permanent contracts (79%) 

than on fixed-term contracts (21%). The proportion of staff working on fixed-term 

contracts has remained stable for the past three years at around twenty percent. Male 

employees are slightly more likely to hold a fixed-term contract (typically across the last 

three years, a difference of 2 percentage points). 

Figure 1.5 Table: Contract Status by Gender (headcount and percentage) 

 

Figure 1.6 Graph: Contract Status by Gender (percentage) 
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Level 

The proportion of female employees continues to be smaller at the higher levels. The 

increase in the proportion of females at level 5 has remained the same over the past 

three years (49%), while the proportion of females at level 6 and 7 continues to slowly 

grow year on year (43% and 24% respectively in 2019). 

Figure 1.7 Table: Level by Gender (headcount and percentage) 
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Figure 1.8 Table: Level by Gender (percentage) 
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Occupational Group 

The gender profile differs across occupational groups. Women are represented more within the 

Administrative, Professional and Managerial (APM - 73%) and Operations & Facilities (O&F - 

53%) occupational groups but less in the Clinical & Medical (C&M - 30%), Research & Teaching 

(R&T - 42%) and Technical Services (TS - 41%) groups. In all cases the last two years show a 

gradual reduction in differences, with the largest change in Clinical & Medical. 

 

Figure 1.9. Table: Occupational Group by Gender (headcount and percentage) 

 

 

 

The gender profile differs across occupational groups. Women are represented more within the 

Administrative, Professional and Managerial (APM - 73%) and Operations & Facilities (O&F - 

53%) occupational groups but less in the Clinical & Medical (C&M - 30%), Research & Teaching 

(R&T - 42%) and Technical Services (TS - 41%) groups. In all cases the last two years show a 

gradual reduction in differences, with the largest change in Clinical & Medical 
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Figure 1.10. Graph: Occupational Group by Gender (percentage)  
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Ethnicity 

Headcount 

The University has a predominately white workforce (82.8%) with Black or Minority Ethnic (BME) 

employees making up 13.9% of the workforce. The proportion of our staff who are BME has 

increased by around 0.7% for each of the last three years. The percentage of employees whose 

ethnicity is unknown has reduced slightly this year to 3.3%. 

Figure 1.11. Table: Ethnicity Breakdown (headcount and percentage) 

 

Figure 1.12. Table: Ethnicity Breakdown (percentage) 

 

 

Within the BME staff population, 39% are Asian/ Asian British, 22% are Chinese/ 

Chinese British, 20% are Black/ Black British, 11% are dual heritage and 9% are of 

another ethnicity. The percentage of Asian/ Asian British employees has increased by 

6% over the last three years with the percentage of Chinese/ Chinese British employees 

decreasing by 4%. 
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Figure 1.13. Table: Ethnicity Profile (headcount and percentage) 

 
Figure 1.14. Graph: Ethnicity Profile (percentage) 

 

 

Mode of Employment 

The proportion of BME staff working part-time has increased by 2% in the last three 

years, matching a similar trend in White British employees. A higher percentage of 

Black/ Black British employees work part-time (55%) compared to other minority 

ethnicities. 
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Figure 1.15. Table: Mode of Employment by Ethnicity (headcount and percentage) 
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Figure 1.16. Graph: Mode of Employment by Ethnicity (percentage) 

 

 

Contract Status 

A higher proportion of BME employees (36%) work on a fixed-term contract than do 

white employees (18%). The proportion of BME employees on fixed-term contracts has 

grown from 2017-2019 by 5%, while the proportion of white colleagues on fixed-term 

contracts has remained largely the same over the same period. 
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Figure 1.17. Table: Contract Status by Ethnicity (headcount and percentage) 
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Figure 1.18. Graph: Contract Status by Ethnicity (percentage) 

 

Level 

There continues to be a higher proportion of BME staff at levels 1 (18%), 4 (37%) and 5 

(19%) within the organisation than at other levels. Three-year trends indicate increases 

in the proportion of BME staff at all levels, albeit with slower rates of increase at level 6 

and 7. 
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Figure 1.19 Table: Level by Ethnicity (headcount and percentage) 
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Figure 1.20. Graph: Level by Ethnicity (percentage) 

 

 

Occupational Group 

There is a higher representation of BME staff in the Clinical & Medical (28%) and 

Operations & Facilities (20%) groups. The last three years have seen slight increases in 

the proportion of BME staff in the APM, O&F, C&M and R&T job families. 
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Figure 1.21. Table: Occupational Group by Ethnicity (headcount and percentage) 
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Figure 1.22. Graph: Occupational Group by Ethnicity (percentage) 

 

 

Disability 

Headcount 

Following the marked increase in the percentage of employees who declared a disability 

between 2016 and 2018, accompanied by a slight decrease in the percentage of those 

whose disabilities are unknown, these figures have remained stable in 2019. 

 

Figure 1.23. Table: Disability Breakdown (headcount and percentage) 
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Figure 1.24. Graph: Disability Breakdown (percentage) 

 

Mode of Employment 

More employees who have disclosed a disability work part-time (32%) than employees 

who have declared that they are not disabled (29%). However, this difference has 

narrowed to 3 percentage points in 2019. 

 

Figure 1.25. Table: Mode of Employment by Disability (headcount and percentage) 
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Figure 1.26. Graph: Mode of Employment by Disability (percentage) 

 

Contract Status 

In 2019, for the first time in the past three years a lower proportion of staff with a 

declared disability (18%) are in fixed-term roles than staff who have disclosed that they 

are not disabled (21%). It will be valuable to monitor whether this continues. 

 

Figure 1.27. Table: Contract Status by Disability (headcount and percentage) 
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Figure 1.28. Graph: Contract Status by Disability (percentage) 

 

Level 

As in previous years, in 2019 rates of disability declaration are lower at higher levels (5, 

6 and 7) but the percentage of senior staff disclosing disability continues to grow year on 

year. The last year has seen disclosures at other levels remain broadly static, though 

there has been a significant increase over a five year period. 
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Figure 1.29. Table: Level by Disability (headcount and percentage) 
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Figure 1.30. Graph: Level by Disability (percentage) 

 

Occupational Group 

The proportion of staff who have declared that they are disabled is higher in the 

Operations & Facilities (5%), APM (7%) and Technical Services (5%) occupational 

groups than in the Research and Teaching (3%) and Clinical and Medical (1%) 

occupational groups in 2019. 
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Figure. 1.31. Table: Occupational Group by Disability (headcount and percentage) 
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Figure 1.32. Graph: Occupational Group by Disability (percentage) 
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Age 
 

Headcount 

The age profile has remained relatively constant over the three-year period, with 

relatively small numbers of staff in the 16-24 and 65+ age bands. There have been 

marginal increases in the 55-64 and 65+ age bands over the last three years. 

Figure 1.33. Table: Age Breakdown (headcount and percentage) 

 

 

Figure 1.34. Graph: Age Breakdown (percentage) 
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Mode of Employment 

Within the 25-34 age bracket there is the highest proportion of full-time employees 

(82%) and the smallest proportion of part-time employees (18%). Within the 65+ age 

bracket, a much higher proportion of staff work on a part-time contract (63%) in 2019 

than on a full-time contract (37%). 

 

Figure 1.35. Table: Mode of Employment by Age (headcount and percentage) 
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Figure 1.36. Graph: Mode of Employment by Age (percentage) 

 

 

Contract Status 

A higher proportion of staff in higher age bands are on permanent contracts, with the 

exception of staff in the 65+ age bracket. The proportion of fixed term staff within each 

age band has remained relatively constant over the three-year period. 
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Figure 1.37. Table: Contract Status by Age (headcount and percentage) 
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Figure 1.38. Graph: Contract Status by Age (percentage) 

 

 

 

Level 

Staff in higher age groups are more likely to be in more senior roles. There has been 

little change in the age profile by level within the three-year period.  
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Figure 1.39. Table: Level by Age (headcount and percentage) 
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Figure 1.40. Graph: Level by Age (percentage) 

 

 

Occupational Group 

The proportion of different age groups is broadly consistent across the occupational staff 

groups and is representative of the staff population as a whole. This has remained 

relatively consistent over the last three years. 
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Figure 1.41. Table: Occupational Group by Age (headcount and percentage) 
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Figure 1.42. Graph: Occupational Group by Age (percentage) 

 

2. Recruitment 
 

Gender 

2018-19 saw no increase in the proportion of female applicants, with female candidates 

receiving a slightly higher ratio of offers to invitations to interview than male candidates. 

Overall, females accounted for 51% of applications and 58% of offers. 
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Figure 2.1. Table: Recruitment by Gender (applications and percentage) 

 

 
 

Figure 2.2. Graph: Recruitment by Gender (percentage) 
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Ethnicity 

The proportion of applicants from a Black of Minority Ethnic background remained stable 

in 2019 at 35%, remaining above its 2017 level (32%). BME candidates were less 

successful in reaching the interview (25%) and offer (21%) stages. 

 

Figure 2.3. Table: Recruitment by Ethnicity (applications and percentage) 

 

Figure 2.4. Graph: Recruitment by Ethnicity (percentage) 
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Disability 
The proportion of applicants declaring a disability increased marginally in 2019 to 5%, up 

from 4% in 2017. The proportion of disabled staff reaching the interview (6%) increased 

slightly in 2019, but offer levels remained the same as the previous year (4%). 

 

Figure 2.5. Table: Recruitment by Disability (applications and percentage) 

 
 

Figure 2.6. Graph: Recruitment by Disability (percentage) 
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Age 

2019 saw a slight increase in the proportion of job applicants in the 35-44 age range, as 

well as a continued trend of decreasing number of applicants aged 16-24 over the past 

three years.  

Figure 2.7. Table: Recruitment by Age (applications and percentage) 
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Figure Graph: 2.8. Recruitment by Age (percentage) 

 

3. PDPR (replaced by ADC from August 2019) 

 
PDPR was replaced by ADC in 2019. The ratings available under PDPR were: 1 (exceeds 

expectations), 2 (meets expectations) and 3 (below expectations). Data provided for the APM, 

TS, CCS, and R&T staff groups. 

Gender 
A higher proportion of female staff received a rating 1 (Exceeds) in all staff groups other 

than APM, with the highest differential in the TS staff group. This reversed 2018 results 

where female staff were more likely to receive Rating 1 in the APM group.  
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Figure 3.1. Table: PDPR by Gender and Occupational Group (number of posts and percentage) 
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Figure 3.2. Graph: PDPR by Gender and Occupational Group (percentage)  

 

Ethnicity 
Across the Administrative Professional and Managerial, Research & Teaching 

occupational groups, there is a higher proportion of white staff than BME staff who 

received a 1 rating in 2019. A proportionately higher number of BME staff achieved a 1 

rating in the Technical Services job family in 2019. This year, a higher proportion of BME 

staff received a 3 rating in the APM staff group but overall percentages of BME staff 

receiving a 3 rating were lower this year. 
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Figure 3.3. Table: PDPR by Ethnicity and Occupational Group (number of posts and percentage) 
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Figure 3.4. Graph: PDPR by Ethnicity and Occupational Group (percentage) 

 

 

 

Disability 

In 2017 staff declaring a disability were proportionately more likely to receive a Rating 1 

(Exceeds) in the R&T and TS categories, but less likely to receive a Rating 1 in the APM 

job family. Low declaration rates limit analysis of the rates of 3 ratings allocated to 

disabled/non-disabled staff. 
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Figure 3.5. Table: PDPR by Disability and Occupational Group (number of posts and 

percentage) 
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Figure 3.6. Graph: PDPR by Disability and Occupational Group (percentage) 

 

 

Age 
2019 saw slight decreases in the proportion of Rating 1 (Exceed) scores in the 45-54 

and 55-64 age categories. These age groups were also proportionately more likely to 

receive a Rating 3 (Below) score. 
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Figure 3.7. Table: PDPR by Age (number of posts and percentage)  
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Figure 3.8. Graph: PDPR by Age (percentage) 

 

 

4. Promotions 

 
Promotions data relate to the process for R&T staff progression. There is no equivalent 

process for other staff groups, whose data are included in the Recruitment and 

Regrading datasets.  

 

 

 

 

 

Gender 

A higher proportion of promotion applicants were approved for female staff (79%) than 

male staff (76), continuing a three-year trend.  
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Figure 4.1. Table: Promotions by Gender (headcount and percentage) 

 

 

Figure 4.2. Graph: Promotions by Gender (percentage) 

 

 

Ethnicity 
A lower proportion of promotion applications were approved for Black and Minority 

Ethnic staff (76%) in 2019 than White staff (79%), but this gap appears to be narrowing, 

with an increase of 16 percentage points in the number of BME promotions being 

approved over the last three years. 
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Figure 4.3. Table: Promotions by Ethnicity (headcount and percentage) 

  

 

Figure 4.4. Graph: Promotions by Ethnicity (percentage) 

 

 

Disability 

A notably lower proportion of staff with a declared disability were successful in relation to 

promotion applications in 2019 (67%) than in previous years (80% in 2017 and 83% in 

2018). These figures are in the context of low disability declaration rates. 

 



51 
 

Figure 4.5. Table: Promotions by Disability (headcount and percentage) 

 

Figure 4.6. Graph: Promotions by Disability (percentage) 

 

Age 
A lower proportion of applications from staff in the 55-64 and the 45-54 age groups were 

approved compared to other age groups, continuing a three-year trend. 
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Figure 4.7. Table: Promotions by Age (headcount and percentage) 

 
 

Figure 4.8. Graph: Promotions by Age (percentage) 
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5. Regrading 
 

The regrading process is available to staff in the Administrative, Professional and 

Managerial and Technical Services occupational groups and is carried out with 

reference to the occupational group level descriptors, underpinned by the Hay analytical 

job evaluation scheme implemented at the University. The regrading process is intended 

as a correction mechanism to recognise changes in requirements of a role that have 

already happened. 

 

Gender 

A higher proportion of women (89%) were regraded in 2019 following a formal review of 

the role than in 2016. In 2019, 100% of the men whose roles were reviewed were 

regraded. 

Figure 5.1. Table: Regrading by Gender (headcount and percentage) 
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Figure 5.2. Graph: Regrading by Gender (percentage) 

 

 

Ethnicity 

A lower proportion of BME staff whose roles were formally reviewed were successfully 

regraded this year. Prior to this 100% of BME staff whose roles were regraded between 

2014 and 2017 were successful regraded. 
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Figure 5.3. Table: Regrading by Ethnicity (headcount and percentage) 

  

 

Figure 5.4. Graph: Regrading by Ethnicity (percentage) 

 

Disability 

All staff with a declared disability whose roles were formally reviewed in 2019 were 

approved for regrading. 
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Figure 5.5. Table: Regrading by Disability (headcount and percentage) 

  
 

Figure 5.6. Graph: Regrading by Disability (percentage) 
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Age 

In 2019 staff in the 45-54 and 55-64 age bands were less likely to achieve regrading 

where their roles were subject to formal review. In the case of staff aged 45-54 this trend 

is observable over a four-year period. 

 

Figure 5.7. Table: Regrading by Age (headcount and percentage) 
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Figure 5.8. Graph: Regrading by Age (percentage) 

 

6. Leavers 
 

Gender 
The proportion of leavers who were female in 2019 (54%) remained the same as the 

previous year, but was higher than that of male leavers (46%) However, this figure is 

comparable to both the 2018 rate and the overall proportion of female staff in the 

organisation. 

 

Figure 6.1. Table: Leavers by Gender (headcount and percentage) 
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Figure 6.2. Graph: Leavers by Gender (percentage) 

 

 

Ethnicity 
A higher proportion of leavers this year were BME staff (22%) than in previous years.  

 

Figure 6.3. Table: Leavers by Ethnicity (headcount and percentage) 
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Figure 6.4. Graph: Leavers by Ethnicity (percentage) 

 

 

Disability 
A higher proportion of leavers had a declared disability this year (5%) compared to last 

year (3%).  

Figure 6.5. Table: Leavers by Disability (headcount and percentage) 
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Figure 6.6. Graph: Leavers by Disability (percentage) 
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Age 
A slightly higher proportion of staff in the 16-24 and 25-34 age groups left in 2017 

compared to the preceding year. A higher proportion of staff aged 16-24, 25-34 and 65 

or over left compared to the representation of these groups in the workforce profile. 

 

Figure 6.7. Table: Leavers by Age (headcount and percentage) 
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Figure 6.8. Graph: Leavers by Age (percentage) 
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Appendix 1: Objectives 2017-2020 

 

EDI Objectives Progress 

Tracking

Milestones

Objective Level/Category

Benchmark (at 27 July 2017 unless 

stated) (where applicable)

Update as at 19 

January 2018 Update at 19 April 2018 Milestones: 31 July 2018

Actual Update as at 11 July 

2018 31-Jan-19 Actual Update as at 31 Jan 2019 31-Jul-19

Actual Update as at 31 

July 2019 31-Jan-20 31-Jul-20 Achieved Comments

University 2.85% 3.87% 4.01% 3.52% 4.19% 3.85% 4.59% 4.18% 4.78% 4.52% 4.85% Yes

1 4.57% 5.29% 5.15% 5.24% 4.99% 5.57% 5.45% 5.90% 6.05% 6.24% 6.57% >1.48

2 5.15% 6.44% 6.80% 5.48% 7.30% 5.82% 7.14% 6.15% 7.41% 6.48% 7.15% Yes

3 2.75% 5.01% 5.26% 3.42% 5.27% 3.75% 5.77% 4.08% 5.88% 4.42% 4.75% Yes

4 3.05% 3.63% 3.80% 3.72% 4.07% 4.04% 4.85% 4.38% 4.52% 4.72% 5.05% >1.47

5 1.61% 2.56% 2.74% 2.28% 2.93% 2.61% 2.84% 2.94% 3.24% 3.28% 3.61% >1.47

6 1.71% 2.95% 2.96% 2.38% 3.07% 2.71% 3.91% 3.04% 4.26% 3.38% 3.71% Yes

7 0.67% 1.28% 1.44% 1.34% 1.62% 1.67% 2.05% 2.00% 2.68% 2.34% 2.67% Yes

35% senior (L6/7) staff who 

identify as female by 2020
6,7

31.5% in June 2016 

33.64% 33.86% 32.67% 33.90% 33.25% 34.70% 33.83% 34.70% 34.42% 35.00%

Despite not meeting our 

target, an  increase  of more 

than 3% has been achieved, 

with an increase in the 

available pool for 

progression at level  5 that 

indicates this growth will 

continue.

Sexual Orientation

34.30%

43.99% 46.79% 49.53% 48.40% 57.15% 52.70% 64.77% 56.60% 72.38% 80.00%

Religion/Belief 34.30% 44.01% 46.77% 49.53% 48.50% 57.15% 52.70% 64.77% 56.60% 72.38% 80.00%

To hold a Bronze institutional 

Race Equality Charter Mark by 

2020

University
Self-Assessment Period 1 - 

SAT formed

Self-assessment team has met 

for the first time, with categories 

of sub working groups agreed Self-Assessment Period 2

Programme of self-assessment is 

underway with Working groups 

operating Self-Assessment Period 3

REC Staff and Student 

Surveys have taken place; 

data analysis underway; 

focus groups planned Writing Period

Submission 

Check

Objective on track for 

achievement in 2020.

Institutional Silver - Result delayed 

- expected July/August 2018 Institutional Silver (Nov 2017)

Confirmation of achievement of 

Institutional Silver Renewal 

received 19 July 2018

Yes

Health Sciences (Nov 17) Silver Yes

Biosciences (Nov 17, Silver) 

Result delayed - expected 

July/August 2018 Biosciences (Nov 17) - Silver

Confirmation of achievement of 

Biosciences Silver award Yes

Veterinary Medicine (Nov 17) - 

Bronze Achieved Yes

Engineering (April 18) Silver 

Renewal

Not awarded - one year's grace 

to re-submit

Medicine Silver 

Resubmission - April 19 Medicine awarded Silver Yes

Economics - Bronze 

Submission Deferred to Nov 

19

Education - Bronze Due to 

Submit Apr 19

Education deferred to submit 

Apr 2020

Law - Bronze Due to Submit 

Apr 19 Law awarded Bronze Yes

Business - Bronze Submit 

Nov 18

NUBS - Submitted for Bronze Nov 

18. Result Pending NUBS unsuccessful

Policy and Int Rel - Bronze 

Submission Deferred to April 

19

Politics and IR awarded 

Bronze Yes

Sociology - Bronze 

Submit Nov 18

Sociology - Bronze submitted Nov 

2018. Result Pending Sociology unsuccessful

CLAS - Bronze Submit 

Nov 18

CLAS - Bronze submitted Nov 18. 

Result Pending CLAS awarded Bronze Yes

English - Bronze Submit 

Nov 18

English - Bronze submitted Nov 18 . 

Result Pending English unsuccessful

Humanities - Bronze 

Submit Nov 18

Humanities - Bronze submitted Nov 

18. Result Pending Humanities unsuccessful

Maths - Bronze 

Resubmission - April 19 Maths awarded Bronze Yes

Pharmacy - Silver 

Submitted Nov 18 Pharmacy awarded Silver Yes

By 2020/21, to reduce the non-

continuation rate for mature 

students to 10.5% or less, from 

a baseline of 12.9% in 2014-

15

University

Data as reported from the HESA HE 

Performance Indicators Table 3a.

2010-11: 12.4%

2011-12: 9.0%

2012-13: 12.9%

2013-14: 10.1%

2014-15: 12.9%

2015-16: 9.6%

2016-17: 9.4%

9.6% (2015-16) 9.4% (2016-17) 10.5 9.4% (2016-2017) 10.5 8.3% (2017-2018) 10.5 8.3% (2017-2018) 10.5 10.5 Yes Objective achieved

By 2020, to have action plans 

in place and being implemented 

at School/Faculty level in 

regard to improving the 

educational attainment of BME 

students

Objective progressed 

through REC process.

2% increase in disability 

disclosure across all staff 

groups (ie at all levels) by 

2020.

Total UK awards out of 21 Schools & 1 

Faculty; 13 Awards held (7 Silver, 5 

Bronze) as at 30 November 2017. Schools 

reference denote either new schools 

required to submit or schools who need to 

re-submit in period to achieve Institutional 

Equality Objective

To hold a Silver institutional 

Athena SWAN Charter Mark 

(new Charter) by 2018 and all 

Schools/Faculties to hold an 

award by 2020

University

To hold declared sexual 

orientation, gender identity and 

religion/belief data for over 

80% of staff by 2020.

The objective of  2% 

increase at all levels has 

been met at levels  2, 3, 6 

and 7. At levels 1, 4 and 5 

we have made significant 

progress.

Gender identity information 

will be held in  MyView from 

September 2019. HESA 

benchmarks for religion and 

belief and sexual orientation 

data in 2018-19 are 52%, 

and therefore disclosure 

rates at UoN are now in line 

with the sector. 

University Silver Athena 

Award achieved in 2019.  

Faculties and  schools  have 

worked hard to gain awards 

with all areas making 

submissions in the target 

timeframe. Unfortunately,  

four schools have been 

unsuccssful at this stage.


