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1 Employee Profile Data and Trends 

 

Employee profile figures are based 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. Trends in the employee profile are considered over the last three years. All 

figures relate to headcount rather than FTE unless otherwise stated. 

 
1.1 Gender 

 

The gender balance of the University is fairly even, with the University employing slightly more 

women than men. Over the last 3 years the University staff numbers have continued to grow 

steadily whilst maintaining its equally balanced gender distribution.  
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1.2 Ethnicity  

 

The ethnicity profile of the University continues to be representative of the Nottingham East 

Midlands Area (Comparable data taken from the 2011 Census). The University population is 

largely white at 84% whilst 12% is made up of staff from an ethnic minority. 3% of the 

universities population has an ethnicity status of ‘unknown’. 
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Within the ethnic minority group the university population does have a significantly higher 

representation of Chinese/Chinese British (27%) compared with the local comparative 

population (7%). This is likely to be due to the international presence of the University in the 

Chinese Asia region.  
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1.3 Disability  

 

2% of University employees have declared a disability; this has remained approximately 

constant over the past 3 years. This is below the 2014/2015 target of 4% referenced in the 

2010-2015 University plan. 
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1.4 Age 

 

The age profile of University employees continues to show a good balanced distribution. As you 

would expect in an academic environment the 16-24 age group is underrepresented due to the 

complexity of the work performed by the institution. The proportion of under representation in 

this area is equally distributed throughout the other age groups. The removal of the default 

retirement age in 2011 has continued to increase the 65 and over category compared to 

previous years.  
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1.5 Mode of Employment – Full-time/Part-time  

 

The University recognises the needs of staff to balance their work commitments with that of 

family, parental and other responsibilities. 27% of University’s workforce work part-time hours.  
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Gender and Mode of Employment  

 

Although flexible working arrangements are available to both male and female employees, 

flexible working arrangements are requested and worked in the main by female employees 

(41% part-time). There has been a slight decrease in the proportion of men working part-time, 

down 1% from 2013 to 13%.  
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Ethnicity and Mode of Employment  

 

Over the three year period, proportionally there has been no change in full-time / part- time 

working in the ethnic minority employee population as a whole. However, a significantly higher 

proportion of Black/Black British employees work part- time when compared to other ethnic 

minority groups.  
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Disability and Mode of Employment 

 

Proportionally more staff with disabilities work part-time than the overall University working 

population, this has risen to 36% in 2014.  
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Age and Mode of Employment  

 

Apart from the highest and lowest age groups 16-24 and 65+ where there are significantly 

smaller data sets and where part-time work is more prevalent, part-time working is 

approximately evenly distributed throughout the majority of age groups. The lowest proportion 

of part-time employees occurs in the 26-35 age bracket at 18% where the majority of staff are 

starting their careers. The proportion of staff aged over 65 working full-time has increased by 

13% since 2012. 
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1.6 Contract Status 

 

The contract status profile of the University shows that the proportion of permanent/ indefinite 

and fixed-term contracts has remained consistent for the last 3 years at approximately 80% 

permanent and 20% fixed-term employees.  
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Gender and Contract Status  

The gender split of staff on fixed-term contracts is equally distributed and has been for the last 

3 years.  

 

 

 

 



 

 

 

 

 

18 

 

Ethnicity and Contract Status  

 

A significantly higher proportion of Ethnic Minority / Unknown staff are employed on fixed-term 

contracts compared to White employees.  
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Disability and Contract Status  

 

The proportion of declared disabled staff working on a fixed-term basis has fallen to 21.5%.  

 

 

 

 



 

 

 

 

 

20 

 

Age and Contract Status  

 

A higher proportion of employees aged 25 and under (41%) and 26-35 (41%) are employed on 

a fixed-term basis when compared to other age bands. There has been a significant reduction 

in 66+ group on fixed term contracts from 37% in 2013 to 26% in 2014. 
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1.7 Level  

 

In general the number of staff in the organisation continued to rise slightly between 2012 and 

2014, with the overall grade distribution remaining stable. Level 4 remains the largest staff 

group at 25%.  
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Gender and Level  

 

The gender profile by level within the organisation continues to show a decrease in the 

proportion of female employees as the level increases. The University Plan 2010-2015 sets a 

target of 33% of female staff in senior roles (levels 6 and 7) by 2014/2015. While this has 

been achieved at level 6 (34%) there is still work to be done regarding the number of women 

in level 7 posts (21%). 
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Ethnicity and Level 

 

There continues to be a higher proportion of ethnic minority employees at levels 1 and 4 within 

the organisation than at other levels.  
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Disability and Level 

 

Levels 1 and 4 have both the highest proportions of declared disabled staff and the highest 

proportions of staff for whom disability status is unknown. The proportion of staff with a 

disability at the higher levels is lower than at the lower levels.  
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Age and Level  

 

The distribution of staff of different ages within levels is representative of the experience 

required at more senior roles level 5 and above. Between levels 1 and 4 the distribution of age 

within each level is more equal.  
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1.8 Occupational Staff Group  

 

The occupational groups for the University are represented as follows:  

 

APM: Administrative, Professional & Managerial  

C&M: Clinical & Medical-Related 

CCS: Childcare Services 

O&F: Operations & Facilities  

R&T: Research & Teaching  

TS: Technical Services  

 

The occupational groups used are based on the University job families. Where a member of 

staff is not in one of the job families, they have been allocated to the most appropriate job 

family grouping or the clinical and medical-related staff group. The largest occupational staff 

group is research and teaching with 44% of staff, followed by administrative, professional and 

managerial staff, who constitute 30%. The proportion of staff in operations and facilities roles 

is 15% and the proportion of staff in clinical and medical-related, childcare services and 

technical services roles is 2%, 0.39% and 9% of staff respectively. These proportions have 

remained constant over the past three years.  
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Gender and Occupational Staff Group  

 

Whilst overall the University has an even gender balance, there are clear signs of occupational 

segregation by gender with women representing over three quarters of administrative, 

professional and managerial and 100% of childcare services employees. Conversely, 74% of 

clinical and medical-related staff, 59% of research and teaching staff, and 62% of technical 

services employees are male. The operations and facilities staff group is the most gender 

balanced with 53% female and 47% male.  
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Ethnicity and Occupational Staff Group 

 

There is also evidence of occupational segregation by ethnicity, with a considerably higher 

proportion of ethnic minority staff in clinical and medical, research and teaching and operations 

and facilities. 
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Disability and Occupational Staff Group 

 

The largest proportion of staff with a declared disability occurs in the operations and facilities, 

APM, and technical services staff groups at 2.4%, 2.5% and 2.4% respectively. The proportion 

of staff for whom disability status is unknown is highest in the operations and facilities.  
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Age and Occupational Staff Group 

 

There has been little change in the age bands across all role types over the last 3 years. 
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1.9 Senior Research and Teaching Posts  

 

Gender of Senior Research and Teaching Posts  

 

There was a slight increase of women in senior research and teaching positions to 26% 

between 2013 and 2014. However, the proportion of 26% is still some way off the 2014/2015 

target of 33% included in the University Strategic Plan. 

 

 
 

 
 

 



 

 

 

 

 

38 

 

Ethnicity of Senior Research and Teaching Staff  

 

In 2014 there was a decrease of ethnic minority senior research and teaching staff to 7.9%. 

This remains below the 2014/2015 target of 10% included in the University Strategic Plan. 

T  
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Disability Status of Senior Research and Teaching Staff 

 

The number of senior research and teaching employees has remained constant over the last 

three years.  
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Age of Senior Research and Teaching Staff 

 

As may be expected for senior research and teaching staff, the majority of employees are aged 

36 and over; this is due to the experience required to achieve statuses at this level.  
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2 Recruitment  

 

2.1 Gender  

 

It appears that as candidates progress through the selection process, the proportion of males 

being shortlisted increases slightly from the previous year, whereas the proportion of women 

being shortlisted has decreased from 2013.  

 

% of Total Applications 

 
 

% of Total Shortlisted 
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 Year 

 
Gender 2012 2013 2014 

Number of 
applicants 

Female 17311 17782 15605 

Male 15528 15392 14179 

Not Known 396 259 235 

% of total 
applications received 

Female 52.09% 53.19% 51.98% 

Male 46.72% 46.04% 47.23% 

Not Known 1.19% 0.77% 0.78% 

Number shortlisted Female 2628 2945 2773 

Male 2150 2239 2195 

Not Known 54 39 43 

% of total shortlisted Female 54.39% 56.39% 55.34% 

Male 44.50% 42.87% 43.80% 

Not Known 1.12% 0.75% 0.86% 
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2.2 Ethnicity 

 

The University continues to attract a high proportion of applications from ethnic minority staff. 

However, a proportion of these applications are as a result of online international candidates 

who do not possess the relevant qualifications for the post, or who require a work permit and 

have applied for positions where a work permit cannot be obtained without first demonstrating 

that national recruitment has been unsuccessful. This accounts for the fact that the proportion 

of ethnic minority candidates drops significantly from the numbers applied to those shortlisted.  
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2.3 Disability 

 

As the recruitment process progresses, the overall success of candidates with a declared 

disability decreases from application to shortlisting. There is an action in the Equality and 

Diversity Strategic Plan to investigate possible causes of this.  
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3 Personal Development and Performance Review Diversity Data and Trends 

 

The ratings now available are: 1 (Exceeds Expectations), 2 (Meets Expectations), and 3 (Below 

Expectations).  
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3.1 Gender 

 

In the APM and TS job families, a higher proportion of women than men have received rating 

1s. In the R&T job family, there is a higher proportion of men receiving rating 1s.  
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3.2 Ethnicity 

 

In the APM and TS job families, a higher proportion of white staff than BME staff received a 

rating 1 in 2014. This was also the same in the R&T job family. A higher proportion of BME 

staff received rating 3s than white staff across the job families. It should be noted however 

that numbers are small and differences are not likely to be statistically significant.  
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3.3 Disability 

 

In the APM & TS job families, the proportion of disabled staff receiving a rating 1 has been 

lower than the proportion of non-disabled staff for the past two years, however this trend 

reversed in 2014. In the R&T job family, the proportion of disabled staff receiving a rating 1 

was higher than the proportion of non-disabled staff in 2012 and 2014, but lower in 2013. Very 

small numbers of declared disabled staff mean these results are not statistically significant.  
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3.4 Age 

 

No rating 3s have been awarded to staff under 26 or over 66 in last three years. Nor have any 

staff over 65 received a rating 1. The highest proportion of rating 1s has been in the 36 – 45 

age group for the past three years. 
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3.5 Job Family 

 

Professional Services based APM and TS staff received a higher proportion of rating 1s than 

those in faculty based roles in 2014. R&T staff received a lower proportion of rating 3s in 2014 

than 2013. 
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3.6 Level 

 

In APM and TS job families, in 2014 level 6 received the highest proportion of rating 1s. In the 

R&T job family, the general trend in 2014 showed that the higher the level the higher the 

proportion of rating 1s awarded.  

 
 

 



 

 

 

 

 

56 

 

 
 



 

 

 

 

 

57 

 

3.7 Position on Scale 

 

In 2014 a higher proportion of exceeds ratings were awarded to those on below the standard 

maximum. Overall, a higher proportion of staff on or above the standard maximum received a 

rating 3.  
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3.8 Mode of Employment  

The figures show that, in all years and across all job families, full-time members of staff are 

more likely to receive rating 1s than part-time staff. In the R&T job family, more full-time staff 

received a rating 3 than part-time staff.  
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4 Promotions Diversity Data and Trends  

 

The academic promotions process is based on individual merit, rather than organisational 

change or structural requirements – it is in effect a standard to be met rather than a vacancy 

to be filled.  

 

The proportion of the pool of applicants that have applied for promotion has increased slightly 

year on year over the last 2 years, however this year that figure and the proportion of 

successful applications has declined. 
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4.1 Gender 

 

The number of women applying for promotion had increased over the last two years, but 

decreased slightly in 2014. Since 2013, there has been a slight increase in the number of 

successful female applicants, however there has been a drop of 9% in successful male 

applicants.  
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4.2 Ethnicity  

 

Applications remain in proportion with numbers in the job family with a slightly lower 

proportion of BME staff applying for promotion than white staff. In 2014, BME staff made up 

16% of the R&T job family and 12% of promotion applicants. The proportion of BME applicants 

who were successful during this period was higher than that of white applicants.  
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4.3 Disability 

 

In 2012 no declared disabled staff were declined. There has been a decrease in the success of 

applications for disabled staff, however the small numbers of applications from staff with a 

declared disability means that these results are not statistically significant. 
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4.4 Age 

 

In 2012 and 2014, a higher proportion of 25 to 34 year olds were successful than other age 

groups. However this year that age group has seen a decline. The age band with the highest 

proportion of the job family applying is 35 to 44, closely followed by the 45 to 54 year age 

band.  
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4.5 Level 

 

In all years, those in level 5 and 6 were less successful than those at level 4. 
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4.6 Mode of employment 

A higher proportion of part-time staff applying for promotion have been successful over each of 

the past three years, however the number of part-time staff applying is small, so these figures 

are not statistically significant.  
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5 Regrading Diversity Data and Trends  

 

The regrading process is available to staff in the APM and TS job families and is carried out 

with reference to the job family 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.  

 

5.1 Gender  

 

A higher proportion of men than women were undertaking roles which were regraded during 

this period, however, the numbers not regraded (where the role was formally reviewed) are 

small so the result is not statistically significant. 
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5.2 Ethnicity  

 

Most BME staff applying have been successful in having their role regraded in the last three 

years, but as numbers are small there is no statistical significance in the higher success rate 

compared with white staff.  
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5.3 Disability 

 

The proportion of declared disabled staff from the APM and TS job families applying for 

regrading is in line with that for non-disabled staff. All declared disabled applicants in the last 

three years were successful in having their role regraded, but as numbers are small there is no 

statistical significance in the higher success rate compared with non-disabled staff.  

 

 

 

 



 

 

 

 

 

69 

 

5.4 Age  

 

Over the three-year period, the proportion of over-55s applying for regrading is slightly smaller 

than other age groups.  
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6  Training 

This section focuses on central short course workshops, and positive action programmes.  

6.1 Trends in attendance on Central Short Courses  

Gender 

This data shows trends in attendance on workshops listed on the University’s Central Short 

Course programme, and on positive action programmes, by equality and diversity category 

over the 3-year period 2012 to 2014.   

The gender balance of attendees at training sessions shows a clear trend over the past three 

years with twice as many women as men attending courses, but with a positive increase in the 

actual number of men in 2013.  
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Ethnicity  

 

The majority of participants are white, with a roughly stable number of minority ethnic staff 

attending central short course programmes (just over 10% in 2014) and positive action 

programmes (just under 13% in 2014) 
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Disability  

 
A very low number of staff or postgraduates who have attended training have declared as 

disabled. There is an upward trend in the last 2 years but numbers remain very low. 
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Age  

 

For workshops delivered as part of the central short course programme there has been a very 

stable trend over the past three years, with the majority of attendees falling within three 

roughly equal age bands – 25 to 35; 35 to 44; and 45 to 54. This broadly represents the 

spread of staff across the University. A small but increasing number of 16 to 24 year olds have 

attended training in the current academic year, reflecting the work undertaken in recruiting 

and supporting apprenticeships.  
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Occupational Staff Group  

 

There has been variability in some categories of staff attending short courses over the three 

year period – APM staff attendance increased during 2013 but has decreased to just below 

2012 attendance during 2014.  However, although numbers are still lower than other groups, 

there is a clear upward trend in technical staff and operations and facilities staff attendance on 

central short course programmes. This is also true of technical staff attendance on positive 

action programmes. There was a significant increase in operations and facilities staff 

attendance on positive action programmes in 2013, which has dipped slightly in 2014 but still 

maintains a strong upward trend. 
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Level  

 

There has been a relatively static distribution of attendance at training across job levels, with 

all levels engaging in some training.  There has been a trend of increased attendance on short 

courses for levels 1-5, but a decline in attendance from levels 6 and 7.   
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Faculty  
 

With one exception (Medicine), there has been an overall increase in the number of staff 

attending training. The most significant increase has been in the Faculty of Engineering, where 

training attendance on central short courses and other programmes has risen significantly. In 

keeping with other Faculties the sharpest rise was in the 2013 period, with 2014 attendees 

being lower than 2013 but still following a general upward trend.  Across the three years the 

majority of attendees are consistently from Professional Services and Medicine and Health 

Sciences.  
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6.2 Trends in Attendance by Central Short Courses category  

 

This data shows trends in attendance on Professional Development Central Short Course 

workshops by category over the 3 year period from 2011 to 2014. 

 

There are clear trends in attendance at training sessions by category, with a year-on-year 

reduction in attendance at interpersonal and communication sessions, and at IT & information 

skills sessions. There is also a decline in attendance at Equal opportunities and disability 

training, possibly due in part to increased activity at school level. A steady increase in 

attendance at learning and teaching sessions can be seen over the past three years. There has 

been a marked increase in personal development and PDPR training sessions, reflecting roll-out 

of the new PDPR system. Attendance is also high in health and safety, learning and teaching 

and (new) public engagement sessions.  
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Gender  

 

There is a clear trend in attendance by gender, in that in many categories more women than 

men attend workshops.  This is most clear in the Well-being and interpersonal & 

communication skills sessions. No sessions are attended by a significant majority of male staff. 

Career management, Equal opportunities and disability and health and safety training are more 

equal in attendance by gender, and more closely reflect the overall staff gender makeup of the 

institution.  
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Ethnicity  

 

The majority of attendees on sessions are white. Trends in the largest cohorts of ‘ethnic 

minority’ staff attendance are at interpersonal & communication skills (10% of attendees in 

2014); IT & information skills (9.8% of attendees in 2014) and learning and teaching (21.6% 

of attendees in 2014).  
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Disability  

 

Numbers of attendees with declared disabilities are small across all courses, across all years. 

Where there are trends in small but significant disclosure is on Interpersonal & communication 

skills; IT & information skills and Well-being sessions.  
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Age  

 

The distribution of training by age category is consistent across most course category types 

and reflective of the age profile of the University.  
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Occupational Staff Group  

 

There are some unsurprising trends over the past three years in attendance by course and job 

family: R&T overwhelmingly outnumber other job families in learning and teaching sessions, 

and research methods. They also account for a significant number of attendances at career 

management sessions. APM staff account for the majority of attendances at skill-based 

personal development and well-being sessions. O&F and TS staff feature most significantly in 

Equal opportunities and disability and Health and safety sessions, although a small number do 

attend across the range of other sessions.  
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Level  

 

There are some unsurprising trends, with level 1 staff predominantly attending health & safety 

courses; level 2 predominantly well-being and IT; level 3 evenly spread, with the exception of 

academic writing/ learning & teaching/ research methods; level 4 evenly spread, with the same 

exceptions as level 3; level 5 learning and teaching; level 6 academic writing.  
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7 Employee Case work 

 

This report is designed to provide information relating to HR casework undertaken by 

managers and supported by HR. This section of the report covers:  

 Disciplinary Information  

 Grievance Information  

 Dignity Complaints  

 

The information presented in the disciplinary section is used to highlight cases against 

individuals by the University. The information provided in the grievance section highlights 

complaints made by individuals to the University. Finally, information provided in the Dignity 

Complaints section details any harassment, bullying or discrimination complaints made by an 

employee against another staff member to the University. Employees who were the subject of 

a dignity complaint that has been accepted as valid by the University may then count in the 

disciplinary section of this report if formal action was taken against them.  

 

This report includes information on all cases that either commenced or concluded between 1st 

August 2011 - 31st July 2014. Those individuals who lodged a dignity issue during this period 

are also recorded and analysed below. The statistics provided in this report relate to 

proceedings which have reached a formal stage. This includes those proceedings that are 

raised formally but are then resolved informally at the formal stage. This report explicitly does 

not include information about employees whose disputes were resolved informally through 

extensive work by managers, employees and staff. Our information includes those employees 

of the University who work on any of the UK campuses. At present, as this information relates 

solely to UK policy and procedure, this information does not relate to individuals who work on 

the University’s international campuses in China and Malaysia. All information included in this 

report protects the anonymity of all our employees. At all times, our goal has been to prevent 

the identity of any individual becoming explicitly or implicitly apparent. The University does not 

reveal any equality information that would identify a member of staff, or by which a particular 

employees personal information would be apparent. This report therefore provides general top 

line statistics in order to assess our current position against our equality and diversity 

objectives, monitor general trends in line with the Equality Act 2010, and inform policy 

development within the University as a whole.  
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7.1 Disciplinaries – Gender 

 

In 2013/2014, the numbers of sanctions given has decreased for both men and women. 

However sanctions resulting in dismissal have risen for women over the last year.  
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7.2 Disciplinaries – Ethnicity 

 

In 2012/13, the number of BME staff receiving dismissals was four, which decreased by 50% in 

2013/2014 to 2.  
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7.3 Disciplinaries – Disability 

 

The numbers of disabled staff receiving sanctions or dismissal has remained constant over the 

last three years.  
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7.4 Disciplinaries – Age 

 

The numbers of those being dismissed has remained constant over the last three years, with 

the numbers relatively evenly distributed over all age groups.  
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7.5 Grievance/ Dignity - Gender 

 

During 2014, the numbers of staff facing complaints has remained constant and small in 

number. This is also mirrored in the data for ethnicity, disability and age. It is difficult to draw 

any conclusions from this data due to the small numbers.  
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7.6 Grievance/Dignity – Ethnicity 
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7.7 Grievance/Dignity – Disability 
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7.8 Grievance/Dignity – Age 

 

 
 

 

 



 

 

 

 

 

94 

 

8 Annual Fixed term Contract outcomes 

 

Introduction 

This report provides outcome data regarding fixed term contracts, including information 

regarding what happens to these employees when their contracts come to an end.  

1.1 This report is designed to provide historical information regarding employees on a 

fixed-term contract at a previous point in time and then to compare this with the 

employee’s current status. 

 

1.2 The data used in this report:  

 

 includes employees who were on a fixed-term contract on 01 January 2014 

 determines their status one year later as at 01 January 2015 

 

1.3 The data analysed in this section of the report can be quite complicated. In the 

space of a year, one employee may have had multiple appointments, some 

concurrent, some may be fixed-term, some may be permanent, may have left the 

University and then re-joined, may have obtained permanent employment, may 

have undertaken a temporary (fixed-term) appointment e.g. secondment.  

 

1.4 Please note: This report includes information on fixed-term contracts only. Outcome 

information is not currently available for permanent staff with fixed-term funding 

arrangements. This is because if staff were on fixed term funding and have since 

been extended, this field is overwritten to enable the extension. Therefore we 

cannot retrospectively report. 

 

1.5 The information about current fixed-term contracts is provided using a projected end 

date to indicate when an employee may leave. These dates can be subject to 

change as contracts are extended. 

Statistics  

 
 01/01/2014 01/01/2015 

Active Fixed Term Contracts 1321 1415 
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Outcomes 

 
 
Key Findings 

 56.6% of staff (up from 49.9% of staff on the previous report) on a fixed-term contract 

one year ago remain in the same post on their fixed term contract one year on. 

 6.2% (up from 5.9%in the previous report) of staff remain in their post, albeit on a 

permanent contract. 

 24.3% of staff on a fixed-term contract one year ago have left the organisation one 

year on. (13.9% left involuntarily due to dismissal, TUPE or expiry of contract, 10.4% 

left voluntarily, for reasons such as resignation or retirement.) 

 12.8% of staff were working in a new post one year on, including 35 staff who were 

redeployed, 97 staff who were in new fixed-term contract posts, and 84 staff who were 

working in a new, permanent post. 

FTC Leaver Analysis 

 

 
 

Key Findings 

 178 FTC staff who worked a year ago and have now left, have left due to the expiry of 

their contract. This and voluntary resignation (136) remain the the two biggest causes 
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(as in the previous report) of leaving, combining to form 98.12% of all leaving FTC 

staff. 

 57% of FTC staff left involuntarily, 43% voluntarily. 

 As at 1 January 2015 a total of 757 current fixed-term contracts have a projected end 

date within the next 12 months. 
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