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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 
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1. Employee Profile Data 
 

Overview 
Employee profile figures are based on data from the academic year 2020-2021 and 
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 fewer than 10 are shown as <10.  

 
Gender 
Headcount 
The gender balance at the University in 2020-2021 has remained static. Overall, 54% of 
staff were female, continuing the trend of a stable and roughly even gender balance at 
an institutional level over the last three years. 

Figure 1.1 Table: Gender Breakdown (headcount and percentage) 

 

Figure 1.2 Graph: Gender Breakdown (percentage)  
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Mode of Employment 
Over the past three years, the percentage of staff working part time has decreased 
marginally, with just under one third of staff working part time (28%). The percentage of 
women working part time has fallen by two percentage points to 40% since 2018-2019, 
but the difference in mode of employment between female and male staff remains 
marked. 40% of female staff worked part time in 2020-2021 compared to 15% of male 
staff. The data suggests that the decrease in the percentage of female part time workers 
is due to a reduction in part time working overall. 

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 
decreased slightly over the past three years from 21% to 20%. Fewer female employees 
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held a fixed-term contract (1% less than in 2018-2019). 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 
female staff at Level 7, however, has increased from 24% in 2018-2019 to 27% in 2020-
2021. 
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Figure 1.7 Table: Level by Gender (headcount and percentage) 

 

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 group, although this difference 
has declined by two percentage points (APM - 70% in 2020-2021).  

The proportion of women working in Operations & Facilities has remained static (O&F - 
53% in 2020-2021). More women are now working in Clinical & Medical (C&M - 37% in 
2020-2021), an increase of three percentage points. Research & Teaching remains 
static (R&T - 43%) whereas marginally more women now work in Technical Services 
(TS - 42%) an increase of two percentage points. In all cases, the last three years show 
a gradual reduction in differences in the gender split by operational group. 

Figure 1.9. Table: Occupational Group by Gender (headcount and percentage) 
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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 16% of the workforce, a 1% increase over the last three 
years. The percentage of employees whose ethnicity is unknown has remained at 3%. 
NOTE – In 2020-2021, the actual % figures were White: 81.89%, BME: 15.60%, 
Unknown: 2.51%) 

Figure 1.11. Table: Ethnicity Breakdown (headcount and percentage) 
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Figure 1.12. Table: Ethnicity Breakdown (percentage) 

 

 

In 2020-2021 within the BME staff population, 36% are Asian/ Asian British, 21% are 
Chinese/ Chinese British, 19% are Black/ Black British, 13% are mixed heritage and 
10% are of another ethnicity.  

Figure 1.13. Table: Ethnicity Profile (headcount and percentage) 
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Figure 1.14. Graph: Ethnicity Profile (percentage) 

 

 

Mode of Employment 
A higher percentage of Black/ Black British employees work part-time (45%) compared 
to other minority ethnicities. The proportion of BME staff working part-time has 
decreased by 3% in the last three years, matching a similar trend in White British 
employees.  
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Figure 1.15. Table: Mode of Employment by Ethnicity (headcount and percentage) 

 

Figure 1.16. Graph: Mode of Employment by Ethnicity (percentage) 
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Contract Status 
A higher proportion of BME employees (32%) work on a fixed-term contract than do 
white employees (18%). The proportion of BME employees on fixed-term contracts has 
fallen by 4% over the last three years. 

 

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 (16%),  4 (35%) and 5 
(20%) 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. 
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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 occupational 
group (28%), Operations & Facilities (20%) and Research & Teaching (20%) 



16 
 

occupational groups. The last three years have seen slight increases in the proportion of 
BME staff in the R&T job family. 

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

 

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

 

 
Disability 
Headcount 
In 2020-2021, the percentage of employees who have declared a disability has 
increased to six percent (a 20% or 24 person increase on 2018-2019). The percentage 
of those whose disabilities are unknown remains at 2%. 
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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 2018/2019 to 34% in 2020/2021). Employees who have declared that 
they are not disabled, who work part-time has fallen by one percentage point to 28%.  

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 
More disabled staff are employed on permanent contracts, this has increased from 82% 
to 84% in the last three years. 

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 
More disabled staff at levels 1, 4, 5, 6 and 7 have declared a  disability over the last 
three years.  

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 (6%) and Technical Services (7%) occupational groups than in 
the Research and Teaching (4%) but these areas have all shown an increase in 
declarations. Administrative, Professional & Managerial declarations remain static at 7%. 
The proportion of staff declaring a disability overall has increased from 5% to 6%. 

Figure. 1.31. Table: Occupational Group by Disability (headcount and percentage) 
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Figure 1.32. Graph: Occupational Group by Disability (percentage) 

 

 
Age 
 

Headcount 
The age profile has remained relatively constant over the last three years, with relatively 
small numbers of staff in the 16-24 and 65+ age bands whilst noting that overall 
headcount fell between 2019-2020 and 2020-2021. 

Figure 1.33. Table: Age Breakdown (headcount and percentage) 
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Figure 1.34. Graph: Age Breakdown (percentage) 

 

Mode of Employment 
Most full-time employees (83%) are aged 35-44 years old. Most 65+ and 75+ age 
employees work part-time, but there has been a decrease in the percentage of part time 
workers aged 55–64 (down from 37% in 2018-2019 to 34% in 2020-2021) and a 
decrease of those aged 65–74 working part time (down from 64% in 2018-2019 to 61% 
in 2020-2021). 



23 
 

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 (94%) are employed 
on permanent contracts. There was an increase in the percentage of staff aged 75+ on a 
permanent contract but the sample size is less than 10. 
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Figure 1.37. Table: Contract Status by Age (headcount and percentage) 

 

Figure 1.38. Graph: Contract Status by Age (percentage) 

 

 



25 
 

Level 
There has been an increase in the percentage of staff aged 35-44 at L7 in the three-year 
period, increasing from 10% to 12%. More staff aged 25–34 are working at L2 and L3 
over the period, increasing from 26% to 29% and 30% to 31% respectively. 

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

 

Figure 1.40. Graph: Level by Age (percentage) 
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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, except for T&S who now employ more staff aged 
25–34, increasing from 15% to 19% over the three-year period. 

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

 

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

Gender 
The proportion of female applicants has declined since 2018-2019 from 51% to 48%. 
The proportion of females shortlisted has also declined from 56% to 54%. In 2020-2021 
the same proportion of female applicants were offered roles as in 2018-2019 at 58%. It 
is worth noting that 54% of our workforce is female and that this has remained static 
over the last three years. 

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 BME background increased to 43% in 2020-2021 
from 35% in 2018-19. 29% of BME candidates were shortlisted in 2020-2021, up from 
25% in 2018-2019, whilst noting that 68% of white candidates were shortlisted in 2020-
2021. The % of BME candidates offered a role increased from 21% in 2018-2019 to 23% 
in 2020-2021, reversing a downward trend on previous periods. 
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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 over the last three 
years at 5%. The proportion of disabled applicants shortlisted has increased from 6% to 
7% over this period. The proportion of disabled staff being offered a role has increased 
from 4% to 7% over the period. 
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Figure 2.5. Table: Recruitment by Disability (applications and percentage) 

 

Figure 2.6. Graph: Recruitment by Disability (percentage) 

 

 

Age 
Applications by age range are relatively consistent across all three years but it is worth 
noting that recruitment activity fell during 2019-2020 due to the pandemic.  
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Figure 2.7. Table: Recruitment by Age (applications and percentage) 

 

Figure: 2.8. Graph Recruitment by Age (percentage) 
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3. Promotions 
 
Promotions data relate to the process for R&T staff progression. There is no equivalent 
process for other staff groups. 

Due to Covid-19 in 2020-2021, the University did not complete any promotion rounds in 
2020-2021 by the census date (1 June 2021) and so this data is not included in this 
report. 

4. Regrading 
 

The regrading process is available to staff in the Administrative, Professional and 
Managerial (APM) 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 
to recognise changes in requirements of a role that have already happened. 

Due to Covid-19, during 2020-2021, only 2 regrading rounds (out of 3) were completed 
in the reporting period and the data relating to this is outlined below. 

Gender 
Women are more likely to be regraded in post. Over the three years, women are 
increasingly likely to be successful in their regrading activity increasing from 83% in 
2018-2019 to 91% in 2020-2021. Men are still more likely, however, to be successful in 
their regrading activity, with over 92% of male regrading candidates being successful in 
the last three years. 

Figure 4.1. Table: Regrading by Gender (headcount and percentage) 
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Figure 4.2. Graph: Regrading by Gender (percentage) 

 

 

Ethnicity 
More BME staff whose roles were formally reviewed were successfully regraded in 
2020-2021 (100%) compared with 2018-2019 (75%). It must be noted that the number of 
regrades requested by this group is low (<10). The number of white staff being regraded 
over the period fell from 58 people in 2018-2019 to 43 people in 2020-2021 and the 
proportion of successful regrades for white staff increased from 89% to 93% over the 
last three years. 

Figure 4.3. Table: Regrading by Ethnicity (headcount and percentage) 
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Figure 4.4. Graph: Regrading by Ethnicity (percentage) 

 

Disability 
All staff with a declared disability whose roles were formally reviewed over the last three 
years were approved for regrading. We should note that the sample size is less than 10. 

Figure 4.5. Table: Regrading by Disability (headcount and percentage) 
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Figure 4.6. Graph: Regrading by Disability (percentage) 

 

Age 
Staff of all ages were more likely to be regraded in 2020-2021 than in previous years. 
Staff aged 55 to 64 were less likely to be regraded over the three years falling from 82% 
successfully regraded in 2018-2019 to 75% in 2020-2021, whilst noting that the sample 
size is less than 10. No staff aged 65 to 74 applied to be regraded in 2019-2020 or 
2020-2021. 

Figure 4.7. Table: Regrading by Age (headcount and percentage) 
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Figure 4.8. Graph: Regrading by Age (percentage) 

 

5. Leavers 
 

Gender 
Women are more likely to leave the university, increasing from 49% of leavers in 2018-
2019 to 52% in 2019-2020 and 2020-21 whilst noting that women represent 54% of our 
workforce and so are statistically more likely to leave than men.  

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

 

 

Ethnicity 
BME staff are more likely to leave than white staff, increasing from 27% of leavers in 
2018-2019 to 30% in 2020-2021. This figure is higher than the prevalence of BME staff 
in the organisation (16%) and may be partly explained by the higher prevalence of BME 
staff undertaking fixed-term contracts which have natural end dates. In 2020-2021, 32% 
of BME staff were on fixed term contracts but this fell from 36% in 2018-2019. 

 
Figure 5.3. Table: Leavers by Ethnicity (headcount and percentage) 
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Figure 5.4. Graph: Leavers by Ethnicity (percentage) 

 

 

Disability 
There has been a slight increase in the proportion of disabled staff leaving the University 
from 22% of leavers in 2018-2019 to 23% in 2020-2021. The proportion of staff declaring 
a disability increased by one percentage point to 6% in 2020-2021. 

Figure 5.5. Table: Leavers by Disability (headcount and percentage) 
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Figure 5.6. Graph: Leavers by Disability (percentage) 

 

 

Age 
The age profile of leavers remained largely unchanged over the last three years but 
there are fewer leavers age 55-64, falling from 19% to 13% over the last three years.   
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Figure 5.7. Table: Leavers by Age (headcount and percentage) 

 

 

Figure 5.8. Graph: Leavers by Age (percentage) 
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