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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’ 

<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 – 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 
 

 

 

  



 

 

 

 

1. Employee Profile Data 
 

Overview 
Employee profile figures are based on data from the academic year 2019-2020 and taken 

on a 1st 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 2018 figures 

unless otherwise stated. 

Gender1 

Headcount 

The gender balance at the University in 2020 changed slightly. Overall, 54% of staff were 

female, continuing the trend of a stable and fairly even gender balance at an institutional 

level over the last three years. 

Figure 1.1 Table: Gender Breakdown (headcount and percentage) 

 

                                                           
1 Note that in this report we refer to female and male (biological sex) as these are the data reported. In all our 
strategic support for gender equality we take a non-binary approach to gender and are trans-inclusive.  



 

 

 

 

Figure 1.2 Graph: Gender Breakdown (percentage)  

 

 

Mode of Employment 

Over the past three years, the percentage of the staff population working part time has 

remained largely unchanged, with just under one third of staff working part time. However, 

the difference in mode of employment between female and male staff remains marked. 

41%of female staff worked part time in 2020 compared to 15% of male staff, a decrease of 

one percentage point from 2019 data.   

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

 



 

 

 

 

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

 

Contract Status 

More employees at the University work on permanent contracts (80%) than on fixed-term 

contracts (20%). The proportion of staff working on a fixed-term basis has declined over 

the past three years from 22 to 20 %. Fewer female employees held a fixed-term contract 

(2% less than 2018). The percentage of male employees on fixed-term contracts is stable 

at 22%.  

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

 



 

 

 

 

Figure 1.6 Graph: Contract Status by Gender (percentage) 

 

 

Level 

The gender profile by level within the organisation shows that the proportion of female 

employees reduces as the level increases especially at Level 7. The proportion of females 

in Levels 5, 6 and 7 remains at around 43%, however the proportion of female staff at 

Level 7 has increased from 23% in 2018 to 26% in 2020. 



 

 

 

 

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

 

Figure 1.8 Table: Level by Gender (percentage) 

 



 

 

 

 

 

Occupational Group 

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

within the Administrative, Professional and Managerial although this has declined slightly 

(APM - 71%) and Operations & Facilities (O&F - 53%) occupational groups but less in the 

Clinical & Medical (C&M - 34%), Research & Teaching (R&T - 43%) and Technical 

Services (TS - 41%) groups. Childcare Services staff are predominantly female (CCS – 

95%). In all cases the last two years show a gradual reduction in differences, especially in 

Clinical & Medical (four %increase) and Research and Teaching (two%). 

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

 

Figure 1.10. Graph: Occupational Group by Gender (percentage) 

 



 

 

 

 

  

Ethnicity 

Headcount 

The University has a predominately white workforce (82%) with Black or Minority Ethnic 

(BME) employees making up 15% of the workforce. This has remained stable over the last 

three years. The percentage of employees whose ethnicity is unknown has reduced 

slightly this year to 3%. 

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

 

Figure 1.12. Table: Ethnicity Breakdown (percentage) 

 



 

 

 

 

 

Within the BME staff population, 36% are Asian/ Asian British, 21% are Chinese/ Chinese 

British, 20% are Black/ Black British, 12% are dual heritage and 10% are of another 

ethnicity. These figures have remained stable over the last three years. 

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. 

 



 

 

 

 

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

 

Figure 1.16. Graph: Mode of Employment by Ethnicity (percentage) 

 

 

Contract Status 

A higher proportion of BME employees (30%) work on a fixed-term contract than do white 

employees (18%). The proportion of BME employees on fixed-term contracts reduced by 

1% this year, reversing a similar increase in the preceding year. 



 

 

 

 

 

Figure 1.17. Table: Contract Status by Ethnicity (headcount and percentage) 

 

 



 

 

 

 

Figure 1.18. Graph: Contract Status by Ethnicity (percentage) 

 

Level 

There continues to be a higher proportion of BME staff at levels 1 (21%) and 4 (33%) 

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 5, 6 and 7. 

Figure 1.19 Table: Level by Ethnicity (headcount and percentage) 

 



 

 

 

 

Figure 1.20. Graph: Level by Ethnicity (percentage) 

 

 

Occupational Group 

There is a higher representation of BME staff in the Clinical & Medical (24.3%), Operations 

& Facilities (19.2%) and Research & Teaching (16%) occupational 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. 



 

 

 

 

Asian / Asian British (75%) and Chinese / Chinese British (86%) are more likely to be employed  

on full-time contracts than White employees (71%). Black / Black British employees are less likely 

to be employed full-time, but this percentage has increased from 46% in 2018 to 53% in 2020). 

 

Figure 1.21. Table: Occupational Group by Ethnicity (headcount and percentage) 

 

Figure 1.22. Graph: Occupational Group by Ethnicity (percentage) 

 

 

Disability 

Headcount 

The percentage of employees who have declared a disability remains stable at 5%with a 

slight decrease in the percentage of those whose disabilities are unknown (from 31% to 

33%). 



 

 

 

 

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

 

Figure 1.24. Graph: Disability Breakdown (percentage) 

 

Mode of Employment 

The percentage of employees declaring a disability who work part-time has increased 

slightly (32% in 2018 to 33% in 2020). Employees who have declared that they are not 

disabled remains at 29%.  

 

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

 



 

 

 

 

Figure 1.26. Graph: Mode of Employment by Disability (percentage) 

 

Contract Status 

The proportion of fixed term and permanent staff declaring a disability is relatively static. 

 

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

 



 

 

 

 

Figure 1.28. Graph: Contract Status by Disability (percentage) 

 

Level 

Disability declaration by level is stable. Only level 2 has shown a slight decline. 

 

Figure 1.29. Table: Level by Disability (headcount and percentage) 

 



 

 

 

 

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 (4%) and Technical Services (4%) occupational groups than in the 

Research and Teaching (2%) and Administrative, Professional & Managerial (2%) 

occupational groups. The proportion of staff declaring a disability has been consistent in 

occupational groups over the last three years at 5%. 

 

Figure. 1.31. Table: Occupational Group by Disability (headcount and percentage) 

 



 

 

 

 

Figure 1.32. Graph: Occupational Group by Disability (percentage) 

 

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 and a marginal decrease in the 45 – 54 age 

band over the last three years. 

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

 



 

 

 

 

 

Figure 1.34. Graph: Age Breakdown (percentage) 

 

Mode of Employment 

Most (82%) full time employees sit within the 25-34 age bracket and this remains stable. 

Most 65+ age bracket employees work part-time, and this has increased from 62% in 2018 

to 64% in 2020.  



 

 

 

 

 

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

 

Figure 1.36. Graph: Mode of Employment by Age (percentage) 

 



 

 

 

 

 

Contract Status 

Most staff within the 45 – 54 age band (91%) and 55 – 64 age band (95) are employed on 

permanent contracts. Overall the proportion of fixed term staff within each age band has 

declined slightly from 21% in 2018 to 20% in 2020. 

Figure 1.37. Table: Contract Status by Age (headcount and percentage) 

 

 



 

 

 

 

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. 



 

 

 

 

Figure 1.39. Table: Level by Age (headcount and percentage) 

 

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. This has remained relatively 

consistent over the last three years.  

Figure 1.41. Table: Occupational Group by Age (headcount and percentage) 

 

 

Figure 1.42. Graph: Occupational Group by Age (percentage) 

 

2. Recruitment 
 



 

 

 

 

Gender 

The proportion of female applicants has been consistent since 2017-18 at around 50% of 

all applicants. In 2018-19 and 2019-20, 56% of our shortlisted applicants were female, a 

2% increase from 2017-18. In 2018-19 our offers to female candidates increased from 

55% of applicants to 58% but this has fallen back to 55% in 2019-20 broadly aligning with 

our % female representation in the workforce in 2020. 

Figure 2.1. Table: Recruitment by Gender (applications and percentage) 

  

 

Figure 2.2. Graph: Recruitment by Gender (percentage) 

 

Ethnicity 

The proportion of applicants from a Black of Minority Ethnic background increased to 37% 

in 2019-20 from 35% in both 2017-18 and 2018-19. 25% were shortlisted in all three 

years. The % of candidates in this pool offered a role fell slightly from 22% in 2017-18 to 

21% in both 2018-19 and 2019-20. This is a continued downward trend. 



 

 

 

 

 

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

 

Figure 2.4. Graph: Recruitment by Ethnicity (percentage) 

 

 

Disability 
The proportion of applicants declaring a disability has remained static at 5% over the last 3 

years. The proportion shortlisted has increased from 4% in 2017-18 to 6% I both 2018-19 

and 1029-20. The proportion of disabled staff being offered a role remains at 4%. 

 



 

 

 

 

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

 

Figure 2.6. Graph: Recruitment by Disability (percentage) 

 

Age 

Applications by age range are consistent across all three years but it worth noting that total 

applicant numbers have fallen from 30,287 in 2017-18 to 24,654 in 2019-20 (an 18% 

reduction). This should be noted in the context of the Covid-19 related recruitment freeze 

from March 2020. 



 

 

 

 

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

 

 

Figure Graph: 2.8. Recruitment by Age (percentage) 

 

3. PDPR 
In 2019 the University launched its new Appraisal and Development Conversations (ADC) 

process to replace PDPR. The new ADC process removes the use of performance ratings 

to support open performance and development conversations to take place. As the ratings 

have been removed there is no rating data to report in this section for the 2020 report. This 

section will be removed from future years reports.  

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 

An increasingly higher proportion of promotion applicants were approved for female staff 

(82%) than male staff (70%). In 2019 79% of female applications were approved. In 2020 

this increased to 82%.  

 

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 have been approved for Black and Minority 

Ethnic staff over the last three years.  Approved promotion applications increased for Black 

and Minority Ethnic staff from 67% in 2018 to 76% 2019 but fell back to 68% in 2020. 

Figure 4.3. Table: Promotions by Ethnicity (headcount and percentage) 

  



 

 

 

 

 

Figure 4.4. Graph: Promotions by Ethnicity (percentage) 

 

 

Disability 
Since 2017 we have seen a steady decline in the proportion of staff with a declared 

disability who have had their promotion application approved. In 2018 85% of applicants 

with a declared disability had their application approved. This fell to 50% in 2020. 

However, numbers of disabled applicants are extremely low.  

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

 



 

 

 

 

Figure 4.6. Graph: Promotions by Disability (percentage) 

 

Age 

We are promoting fewer staff in the youngest age category (25 to 34), this has fallen from 

94% of applications approved in 2018 to only 66% in 2020. 

Figure 4.7. Table: Promotions by Age (headcount and percentage) 

 

 



 

 

 

 

Figure 4.8. Graph: Promotions by Age (percentage) 

 

 

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 
In 2020, men were less likely to be regraded compared with previous years (80% in 2020 

compared with 96% in 2018). Women were more likely to be regraded in 2019 (83%) but 

this has fallen back slightly to 80% in 2020. 

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

 



 

 

 

 

Figure 5.2. Graph: Regrading by Gender (percentage) 

 

 

Ethnicity 
A slightly higher proportion of BME staff whose roles were formally reviewed were 

successfully regraded in 2020 (86%) compared with 2019 (75%). The figure was 100% in 

2018. It must be noted that the number of regrades requested by this group is low (<10). 

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 over the last two 

years were approved for regrading. 

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

  

 



 

 

 

 

Figure 5.6. Graph: Regrading by Disability (percentage) 

 

Age 

All staff in the 16-24 age range have been regraded over the last three years. In this 

period, staff in the 35-44 age range are increasingly likely to be regraded (95% in 2018 

and 100% in 2020). Staff in the 65-74 age range were less likely to be regraded (100% in 

2018 falling to 75% in 2020).  

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

 



 

 

 

 

Figure 5.8. Graph: Regrading by Age (percentage) 

 

6. Leavers 
 

Gender 
The gender balance of leavers is unchanged, but women represent 54% of our workforce 

and so are statistically more likely to leave than men.  

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

 

 



 

 

 

 

Figure 6.2. Graph: Leavers by Gender (percentage) 

 

 

Ethnicity 
Following an increase in BME staff leaving in 2019 (22%) this has reduced to 20% in 

2020. This figure is higher than the prevalence of BME staff in the organisation (15%) but 

may be explained by the higher prevalence of BME staff undertaking fixed-term contracts 

which have natural end dates. 

 

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

 

 



 

 

 

 

Figure 6.4. Graph: Leavers by Ethnicity (percentage) 

 

 

Disability 
There has been an increase in the proportion of disabled staff leaving the University from 

3% of leavers in 2018 to 5% in 2019 and 2020. The proportion of staff declaring a disability 

has remained at 5% across all three years. 

Figure 6.5. Table: Leavers by Disability (headcount and percentage) 

 

 



 

 

 

 

Figure 6.6. Graph: Leavers by Disability (percentage) 

 

 

Age 
The proportion of staff leaving in the 65-74 age group has doubled from 4% (2018) to 8% 

2020). The proportion of staff in the 55-64 age group has increased from 13% in 2018 to 

23% in 2020.  

In 2020, 18% of our staff population were in the 55-64 age category and 65-74 age 

category was 3% . Both have increased by one percentage point since 2018 suggesting 

that despite an increase in leavers, they are more likely to be promoted or regraded. 

 



 

 

 

 

Figure 6.7. Table: Leavers by Age (headcount and percentage) 

 

 

 

Figure 6.8. Graph: Leavers by Age (percentage) 

 

 

 



 

 

 

 

Institutional Equality Objectives  

In support of this ongoing commitment to fostering a values-based culture focused on 

diversity, inclusivity, wellbeing and positive engagement, the University’s Equality 

Objectives 2017-2020 were set in line with the previous University strategy. This report 

represents the final reporting cycle for these historic objectives. From 2020 onwards, all 

Faculties and Professional Services teams will report annually against local targets, 

alongside the University-wide EDI KPIs which were agreed at EDI Committee in June 

2020. 

Historic Equality Objectives 2017-2020: 
 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. 

 

Disability Disclosures 

Good progress has been seen in increasing the level of disability disclosures that we have 

across the University. Progress to date by level is demonstrated in the graph below. Level 

2, 3, 4 and 6 have seen the individual 2% increase aspired to with level 1 at +1.21%, level 

5 at +1.81% and level 7 at +1.26%. The University Level overall target of a 2% increase 

institutionally by 31 July 2020 has been achieved at +2.13%.   



 

 

 

 

 

 
 

Appendix 2 also includes a breakdown of the disability declarations, religion and sexual 

orientation declarations by Faculty/Professional Services and the percentage of female 

staff at Levels 6 and 7. 

The University has achieved its target to increase the proportion of female staff at Levels 6 

and 7 to 35% with the percentage at 35.2% as 31 July 2020. 

Progress against declarations of religion and sexual orientation is continuing to be made, 

however, these were stretching targets and the aspired to target remains some way off 

being achieved. As at 31 July 2020 declarations stand at 61.3% (against a target of 80%) 

an increase of 27 percentage points over the period.  Further promotion and awareness of 

how and why staff should declare via MyView is likely to continue to help. Investment in a 

new HR system will present further opportunities for staff to review and update their 

information in years to come.  

As reported previously, the University has retained an Institutional Silver Athena Swan 

Award and focus is now on delivery of the Institutional Action Plan.  

 Currently 19 out of 22 Schools hold an Athena Swan award (1 Gold, 9 Silver, 9 

Bronze).  

o Of these awards, five were achieved this year (Engineering - Gold and 

Psychology - Silver). A further three Schools submitted an application in April 

2020 (NUBS, Sociology and Social Policy and Humanities). All three Schools 

were successful in achieving their bronze award (confirmed October 2020).   

o Two Schools were unsuccessful in their November 2019 applications 

(English and Economics) and the School of Education is yet to submit an 

application. The School of Education revised their plans to submit in 

November 2020 due to a change to the Athena Swan Lead in the School. 

o The Institutional Objective for 'all' Schools to hold an Athena SWAN award 

by the end of 2020 therefore will not be achieved, although it should be 



 

 

 

 

noted that significant progress towards it has been made in this period. 

Including the NUBS, Sociology and Social Policy and Humanities awards 19 

out of 22 Schools will hold an award by end of 2020 (86.4%). 

 Race Equality Charter. The REC Institutional Self-Assessment Team (SAT) aims to 

submit our Institutional application in the February 2021 round. However, the wider 

aim of this work is culture change within the institution to create an environment 

where staff and students feel confident that the University of Nottingham takes race 

equality seriously, and to position the University as a leader on this issue within the 

sector. 

The REC SAT intended to submit for a Bronze award in July 2020 however, the COVID-19 

pandemic made this impossible because  

 the attention of key members of the SAT responsible for writing the application was diverted 

 plans to run a series of engagement events with staff and students were interrupted. These events 

were essential for refining the REC action plan community. 

The REC application will be submitted in the next Advance HE round of February 2021. 
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Appendix 1 
 
Institutional Equality Objectives Tracker 
 

EDI Objectives 
Progress Tracking 

           

Objective Level 

Benchm
ark (at 
27 July 
2017 

unless 
stated)  

Update 
as at 

19 Jan 
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 

Actual 
Update 
as at 31 
Jan 2020 31-Jul-20 

Actual 
Update as 
at 31 July 

20 Achieved 

2% increase in disability 
disclosure across all 
staff groups (ie at all 

levels) by 2020. 

Univers
ity 

2.85% 
3.87% 4.01% 3.52% 4.19% 3.85% 

4.59% 
4.18% 4.78% 4.52% 5.01% 4.85% 4.98% 

Yes 

1 4.57% 5.29% 5.15% 5.24% 4.99% 5.57% 5.45% 5.90% 6.05% 6.24% 6.10% 6.57% 5.78% No  

2 5.15% 6.44% 6.80% 5.48% 7.30% 5.82% 7.14% 6.15% 7.41% 6.48% 7.73% 7.15% 7.60% Yes 

3 2.75% 5.01% 5.26% 3.42% 5.27% 3.75% 5.77% 4.08% 5.88% 4.42% 6.31% 4.75% 6.08% Yes 

4 3.05% 3.63% 3.80% 3.72% 4.07% 4.04% 4.85% 4.38% 4.52% 4.72% 4.98% 5.05% 5.14% Yes 

5 1.61% 2.56% 2.74% 2.28% 2.93% 2.61% 2.84% 2.94% 3.24% 3.28% 3.50% 3.61% 3.42% No  

6 1.71% 2.95% 2.96% 2.38% 3.07% 2.71% 3.91% 3.04% 4.26% 3.38% 4.03% 3.71% 4.25% Yes 

7 1.71% 1.28% 1.44% 2.38% 1.62% 2.71% 2.05% 3.04% 2.68% 3.38% 2.80% 3.71% 2.96% No  

35% senior (L6/7) staff 
who identify as female 
by 2020 

 
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% 35.00% 35.20% Yes 

To hold declared sexual 
orientation, gender 
identity and 
religion/belief data for 
over 80% of staff by 
2020. 

Sexual 
Orienta
tion 

34.30% 

43.99% 46.79% 49.53% 48.40% 57.15% 52.70% 64.77% 56.60% 72.38% 59.70% 80.00% 61.30% No  

Religio
n/Belief 

34.30% 
44.01% 46.77% 49.53% 48.50% 57.15% 52.70% 64.77% 56.60% 72.38% 59.70% 80.00% 61.30% No  

To hold a Bronze 
institutional Race 
Equality Charter Mark 
by 2020 

 

   

Self-
Assessment 
Period 1 - 
SAT formed 

Self-
assessment 
team has 
met for the 
first time, 
with 
categories 
of sub 
working 

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 

Writing 
Period 

Writing 
underway 

Submission 
Check 

First draft 
of 
submission 
has been 
shared 
with RECM 
SAT for 
comment 
(Oct 2020) 

No but on 
track in 

line with 
new 

baselines 
to reflect 

covid 
impact 



 

 

2 
 

groups 
agreed 

underway; 
focus 
groups 
planned 
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Appendix 2   Faculty/Professional Services Breakdown Information 
 
2a) Disability Declarations By Faculty 
 

 

 

2b) Breakdown of Senior Staff by Gender by Faculty 
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2c) Breakdown of percentage of staff who have declared their Religion/Sexual Orientation by Faculty 

 

  

 


