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1. Introduction
1.1 This report details the Equity, Diversity and Inclusion (EDI) Team led activity to advance equity and inclusivity at the University over the past 12 months. It reports on progress across all key equity areas, including in relation to the objectives and priorities identified by the University’s Equality Action Groups, in line with the University’s Public Sector Equality Duty.
1.2 This report is organised into the following sections:
Section 1 	Introduction
Section 2 	Student and Staff 5-year Diversity Profile
Section 3 	Strategic Framing of Equity, Diversity and Inclusion
Section 4 	Advancing Equity and Inclusivity in Key Areas
Section 5 	Organisational Embedding of Equity, Diversity and Inclusion
Section 6 	Student and Education Equality, Diversity and Inclusion Team Activity and Achievements
Section 7	Students’ Union EDI Activity and Achievements

1.3 As is detailed throughout the report, progress and impact over the last 12 months have further developed and strengthened the EDI strategic and operational infrastructure to support the University’s ambitious EDI aspirations and commitments.
1.4 The Report includes the full student and staff diversity demographic, including benchmark data where relevant, over the last 5 years.
1.5 It also includes information about the EDI achievements and activity from both the Student and Education EDI Team and the Students’ Union.
1.6 Other EDI related expertise and activity take place across the University but are not included in this report as they are reported elsewhere. This includes the work of central Student Support Services, where EDI is embedded into service delivery (and includes the Standing Together Team and AccessAbility Service). In addition, embedded EDI activity takes place at College, Division and School/Department level, including as part of the University’s EDI governance structure.
1.7 This is the sixth year of the statutory gender pay gap reporting, and this report details the University’s 2022 gender pay gap data, along with details of actions being taken to reduce the University’s gender pay gap.
1.8 Continued strong partnership working, including with the Students’ Union, the staff equality fora, academic and professional services teams and other key stakeholders across the University, remain vital to the work of the EDI Team and to progressing equity and inclusivity at the University of Leicester.

2. Student and Staff 5-Year Diversity Demographic Profile
2.1 This section provides an overview of the diversity demographic of both our students and staff at the University over the last 5 years.
2.2 The data tables and graphs for both students and staff by equality characteristic to accompany the narrative are included in Appendix A, see (Tables 1.1-6.3 and Graphs 1.1-6.3)
2.3 The student population data covers the academic years 2017/18 to 2021/2022. The data includes all UG, PGT and PGR students, excluding students that are suspended, dormant or withdrawn on 1st December 2021. Dalian students studying at Dalian (China) for all 4 years of their course have been excluded.
2.4 Benchmark figures are included where appropriate, and are the latest available figures from the Advance HE Equality in Higher Education: Student Statistical Report 2022.
2.5 The staff population data covers 2019 to 2023, based on a snapshot of data captured annually on 1st January. Benchmark figures are for 2020/21, the latest available from Heidi Plus (HESA UK HEI Figures).

Age Profile of Students
2.6 In the academic year 2021/22, 56.6% of the student population were classified as ≤21, a decrease of 6.3% in 2020/21 (See Table 1.1, Graph 1.1). This is still above the national sector picture for 2020/21, in which 49.0% of students in UK higher education were classified as ≤21 (Advance HE, 2022 Report).
2.7 Since 2017/18, the proportion of students ≤21 has fluctuated each year, between 56.6% and 65%. The vast majority of students at Leicester are in the 18-21 age group (See Table1.1, Graph 1.1).

Age Profile of Staff
2.8 The majority of UoL staff in 2023 are between the ages of 31-60 (75.1%).
2.9 In 2023, UoL has seen an increase by 2.9 percentage points since 2022, of staff between the ages of 56 and 65. The proportion of staff in the age brackets of 56-60 and 61-65 is 3.6 percentage points higher than the national picture in 2020/21 (See Table 1.2, Graph 1.2).
2.10 The proportion of UoL staff aged 30 or under has reduced from 14.2% in 2022 to 13.7% in 2023. The national picture of staff aged 30 or under for 2020/21 was 15.4%.
2.11 The proportion of staff aged 66 and over has gradually increased over the last four years, but this continues to be the lowest proportion of the overall staff body. This is in line with the national picture for UK HEI’s (See Table 1.2, Graph 1.2).

Disability Profile of Students
2.12 In 2021/22, 10.2% of UoL students declared a disability. The proportion of students declaring a disability has remained above 10.0% in the last two academic years, which is an improvement from 2017/18, 2018/19 and 2019/20 (see Table 2.1, Graph 2.1). This is still noticeably lower than the disclosure rate for the UK sector, which was 15.2% in 2020/21 (Advance HE, 2022 Report).
2.13 The proportion of students whose disability status is ‘unknown’ has remained fairly static between 2017/18 – 2021/22.

Disability Profile of Staff
2.14 Over the last five years, UoL has seen an increase in the number of staff declaring a disability. The proportion of UoL staff declaring a disability in 2023 has increased by 0.4 percentage points in 2022 to 6.8% (See Table 2.2, Graph 2.2), which is slightly higher the national picture of 6.4% in 2020/21 (Advance HE, 2022 Report).

Ethnicity Profile of Students
2.15 Since 2017/18, we have seen considerable growth (increase of 11.2 percentage points) in the proportion of students at the University who identified as minority ethnic (see Table 3.1, Graph 3.1). In the academic year 2021/22, 60.2% of all UoL students identified as minority ethnic, a substantial increase from 52.1% in 2019/20.
2.16 In 2020/21, 26.0% of the UK domiciled students in higher education identified as minority ethnic (Advance HE, 2022 Report). It is important to note that the population for UoL student ethnicity data includes international students. It is only compulsory to collect ethnicity data for UK domiciled students and as such the sector comparison only includes UK domiciled students in Higher Education.
2.17 Each year we have seen a gradual decrease in the proportion of UoL students who have not declared their ethnicity (from 3.8% in 2017/18 to 3.0% in 2021/22).
2.18 The proportion of Asian or Asian British students at UoL has increased by 8.9% in total, from 31.2% in 2020/21 to 40.1% in 2021/22 (see Table 3.3, Graph 3.3).
2.19 12.1% of all UoL students in 2021/22 were Black or Black British, a slight decrease from 12.7% in 2020/21 (See Table 3.2). Of these students, most identified as being from a Black African background (16.0%). Black Caribbean students continue to be less represented, constituting 2.6% of minority students overall at UoL in 2021/22 (See Table 3.5)
2.20 Nationally in 2020/21, 42.6% of minority ethnic UK domiciled students were Asian, of which the large majority were Pakistani (14.0%) and Indian (13.1%). 6.8% of minority ethnic students were Bangladeshi and 8.7% were from other Asian backgrounds. 30.2% were Black, most of whom were from a Black African background (23.1% of total minority ethnic UK domiciled students). Black Caribbean students were much less represented, and constituted 5.6% of minority ethnic UK domiciled students overall. 16.7% of minority ethnic UK domiciled students were from a mixed background, 3.1% were Chinese, and 7.4% identified as other ethnic group (Advance HE, 2022 Report)

Ethnicity Profile of Staff
2.21 In 2023 26.1% of UoL staff identified as minority ethnic, 67.2% as white and 6.7% did not declare their ethnicity. The proportion of minority ethnic staff at UoL has increased since 2019 (16.6%) by 9.5 percentage points and is considerably higher than the UK HEI figure in 2020/21 (14.6%) (See Table 3.2, Graph 3.2).
2.22 The number of UoL staff disclosing their ethnicity has increased over the last five years with the proportion of ‘not declared’ reducing from 13.1% to 6.7%. The UK HEI figure for ‘not declared’ in 2020/21 was 7.4%.
2.23 In 2023, the proportion of Asian or Asian British, Black or Black British and Other/Mixed UoL staff is higher than the National picture for UK HEI’s in 2020/21 (See Table 3.4, Graph 3.4).

Religion or Belief Profile of Students
2.24 The proportion of UoL students reporting no religion or belief has decreased each academic year since 2019/20 (42.6%) to 32.2% in 2021/22 (See Table 4.1, Graph 4.1).
2.25 The proportion of Hindu students at UoL in 2021/22 has more than tripled since 2017/18, with the most considerable increase from 7.6% in 2020/21 to 13.9% in 2021/22. This is noticeably higher than the national figure in 2020/21, in which the proportion of UK higher education students who reported their religion as Hindu was 4.0% (Advance HE, Report 2022).
2.26 In 2021/22, 25.0% of UoL students were Christian and 16.0% Muslim, compared to 2020/21 when 27.8% were Christian and 14.4% were Muslim (See Table 4.1, Graph 4.1).
2.27 Nationally, Advance HE reported that the religion or belief groups with the highest proportions of students in 2020/21, were no religion or belief (44.7%), Christian (29.3%) and Muslim (9.7%) (Advance HE, Report 2022).

Religion or Belief Profile of Staff
2.28 The religion or belief groups with the highest proportion of staff in 2023 include: 35.1% no religion or belief, 22.8% Christian, 5.0% Hindu and 6% Muslim. 26.1% of UoL staff declared ‘prefer not to say’ (See Table 4.2, Graph 4.2).
2.29 Over the last five years, the proportion of staff who have declared ‘prefer not to say’ has decreased by 21.2% from 47.3% in 2019 to 26.1% in 2023.

Sex/Gender Profile of Students
2.30 The University has seen a decrease by 2.2 percentage points in the proportion of female students studying at UoL in 2021/22 (51.5%) compared to 53.7% in 2020/21. Female students still continue to make up the majority of those studying at UoL (See Table 5.1, Graph 5.1).
2.31 The slightly higher proportion of female students studying at UoL compared to male students, aligns with the national picture in UK higher education. In 2020/21, 57.2% of all students studying in UK higher education were female (Advance HE, Report 2022).

Sex/Gender Profile of Staff
2.32 In 2023, 55.4% of UoL staff identified as female and 44.6% as male. The proportion of females at UoL is slightly higher than the national UK HEI average in 2020/21 (54.7% female). Over the last five years, female staff have maintained the majority of staff at UoL (See Table 5.2, Graph 5.2).

Sexual Orientation Profile of Students
2.33 The proportion of students at the University identifying as LGB+ (Bisexual, Gay man, Gay woman/Lesbian, Other) has increased in the last five years since 2017/18, from 5.6% to 9.2% in 2021/22 (See Table 6.1/Graph 6.1).
2.34 The University first started recording sexual orientation in 2015/16 and the proportion of students choosing to disclose their sexual orientation has increased each year.

Sexual Orientation Profile of Staff
2.35 In 2023, 5.4% of UoL staff identified as LGB+ (Bisexual, Gay man, Gay woman/Lesbian, Other), 65.8% as heterosexual/straight and 28.1% as ‘prefer not to say’ (See Table 6.2, Graph 6.2). The proportion of staff declaring ‘prefer not to say’ has steadily decreased since 2019 (51.6%) to 28.8% in 2023. The proportion of staff declaring their sexual orientation as LGB+ has increased from 3.3% in 2019.

Key Data Trend Reflections
2.36 Reflecting on both the student and staff diversity profile at the University of Leicester over the 5-year period, there is increasing diversity across the categories of disability, ethnicity, religion or belief and sexual orientation.
2.37 The ethnic diversity of our student body, continues to increase significantly, with 60.2% of all UoL students in 2021/22 identifying as minority ethnic, compared with 49.0% in 2017/18. 
2.38 The percentage of minority ethnic staff has also increased over the last five years, from 16.6% in 2019 to 26.1% in 2023 but this is still significantly lower than the student body. Details of progress being made in inclusive recruitment can be found in Section 4.5.
2.39 The percentage of ethnic minority and female staff is also largely increasing over key staff groups, including professoriate, Grade 10 professional services and academic staff groups (see Table 6.4). With 14.2% of professors being minority ethnic (compared to 10.2% in March 2021) and 28.0% of professors being female (compared to 23.7% in March 2021).
Table 6.4: Diversity in Key Staff Groups
	Staff Groups
	March
2021
	September
2021
	January
2022
	January
2023

	All Staff: Minority Ethnic
	19.1%
	21.6%
	22.6%
	26.1%

	Professors: Minority Ethnic
	10.7%
	11.7%
	11.7%
	14.2%

	Professors: Female
	23.7%
	26.1%
	26.1%
	28.0%

	Grade 10 Professional Services Staff: Minority Ethnic
	6.1%
	9.1%
	8.3%
	5.6%

	Grade 10 Professional Services Staff: Female
	36.4%
	42.4%
	41.7%
	50.0%

	Academic Staff: Minority Ethnic
	14.6%
	21.0%
	21.1%
	27.4%

	Academic Staff: Female
	38.9%
	46.1%
	45.8%
	47.4%



2.40 The proportion of Hindu students has more than tripled since 2017/18, to 13.9% in 2021/22, and the proportion of Muslim students has increased from 10.1% in 2017/18 to 16.0% in 2011/22. Both are considerably higher than the national sector figures.
2.41 The proportion of both students and staff at the University identifying as LGB+ (Bisexual, Gay man, Gay woman/Lesbian, Other) has increased in the last five years, students from 5.6% to 9.2% and staff from 3.3% to 5.4%.
2.42 Reducing Diversity Data Non-Disclosure Rates: We are making good progress in reducing staff diversity data non-disclosure rates, with disability non-disclosure rates reducing to 5.8%, ethnicity to 6.7%, religion or belief to 26.1%, sexual orientation to 28.1% and gender identity to 39.7% (see Table 6.5)
Table 6.5: Staff Diversity Data Non-Disclosure Rates
	Staff Diversity Data Non-Disclosure Rates
(includes both ‘Prefer Not to Say’ and ‘Not Known’)



	Category
	September 2020
	January 2021
	October 2022
	January 2023

	Disability
	9.5%
	7.7%
	6.2%
	5.8%

	Ethnicity
	12.5%
	9.9%
	7.7%
	6.7%

	Gender Identity – gender same as at birth
	N/A
	N/A
	42.2%
	39.7%

	Religion/Belief
	57.9%
	35.7%
	28.4%
	26.1%

	Sexual Orientation
	46.3%
	39.1%
	31.4%
	28.1%



2.43 To accelerate progress, a number of initiatives will run throughout 2023 to further increase these rates, with a particular focus on the categories of disability, ethnicity, gender identity, religion or belief and sexual orientation. These will include encouraging staff to disclose rather than using ‘prefer not to say’, where they feel comfortable to do.
2.44 A ‘top-down’ approach is being taken in the College of Science and Engineering, led by the Head of College, with Grade 10 staff reviewing and updating their diversity data first, including ‘prefer not to say’ and then working with and encouraging their own teams to increase disclosure rates.
2.45 In Estates and Campus Services, a ‘bottom-up’ approach is being taken, with a member of the EDI Team offering staff an opportunity to update their diversity data at the end of team meetings, either via the completion of a paper copy of the disclosure form or the data being input into the online system with them present.
2.46 The Deputy Vice-Chancellor (Professional Services) has embedded a shared objective for all Professional Services Division Heads/Directors to increase their staff diversity data disclosure rates, with reporting and accountability for this through the University’s planning processes.
2.47 Having an accurate picture of the diverse demographic of the University helps inform intelligence led service provision, resource allocation and policy/process/practice development and forms part of our statutory duty in publishing our annual Equality Information Report.
2.48 The University has been exploring introducing socio-economic diversity data collection, monitoring and reporting for staff, and we plan to introduce this from the start of the 2023/24 academic year.

3 Strategic Framing of Equity, Diversity and Inclusion at the University of Leicester
3.1 A key area of activity for the EDI Team over the last 12 months has been leading the development of a new 5-year University EDI Strategy.
3.2 The Strategy is being developed in full collaboration with the university community, and it reflects the University’s commitments to become a truly inclusive university, taking into account developments, good practice and horizon scanning for societal and sector changes in relation to EDI.
3.3 It is closely aligned with the new University Strategy, where EDI is a guiding principle and ‘Inclusive’ is one of our university values, and the new People Strategy, where ‘Inclusivity’ is 1 of 5 strategic pillars.
3.4 The EDI Strategy needs to support and drive the University’s ambitions and commitments in relation to EDI and remain agile and responsive to emerging needs and changes.
3.5 The draft Strategy proposes a shift in terminology, from ‘equality, diversity and inclusion’ to ‘equity, diversity and inclusion’. The language of EDI is ever evolving, and the use of ‘equity’ rather than ‘equality’, focuses on removing barriers to ensure that everyone has access, opportunities and resources to thrive and achieve equity of outcome, rather than treating everyone the same, regardless of individual or specific need.
3.6 Stages 1 and 2 of the Strategy development consultation process are now complete, with feedback received on the proposed strategic aims and the core EDI principles and practices that run through it:

Belonging:	A strong sense of belonging and feeling valued are fundamental to inclusivity.

Accountability:	We are all accountable and responsible for our study, research and work environment.

Structural Barriers:	Recognising the structural nature of some barriers and disadvantages, and a commitment to dismantling these.

Lived Experience: 	That our EDI work at the University of Leicester will be informed by the lived experiences of our diverse community.

EDI Capability:	Recognising that genuine EDI capability needs to be built at an individual competency level, as well as an organisational level.

Culture: 	Culture and behaviours are key to equity and inclusivity, and the University needs to be actively anti-discriminatory.

Evidence:	Evidence must inform the decisions we make and the actions we take.

Benchmarking: 	That we will continue to benchmark and assess our progress against, but will not be driven by, equality charters.

Intersectionality:	That we will be intersectional in our approach, whilst focusing on areas of persistent disadvantage.
3.7 An important aspect of the Strategy is its commitment to ensuring that no member of our community is disadvantaged, excluded or harassed on the grounds of any aspect of their identity. This involves us challenging ourselves to be candid and transparent in exposing barriers which exist, and being proactive in engaging with our communities to address these.
3.8 It also commits us to having difficult conversations, including in areas of apparent conflicting equity rights and concerns, with sensitivity and holding ourselves to account by facing challenges with integrity and accountability to build a strong, inclusive and open community.
3.9 Such conversations have taken place over the last 12 months, including, for example, with our LGBT+ community, with a particular focus on trans equity and inclusion at the University.
3.10 This recognises the challenges and opportunities for the University, as with the sector as a whole, in terms of freedom of expression, academic freedom and equity rights.
3.11 The next stage will be to develop a 5-year Delivery Plan, in consultation with key areas and stakeholders, ahead of a final round of consultation in April/May.
4 Advancing Equity and Inclusivity in Key Areas
4.1 Measuring and Benchmarking Progress
4.1.1 An important part of the University’s equity and inclusivity work, is to continually review and assess the progress we are making by benchmarking against relevant sector and other nationally recognised equality charters.
4.1.2 Submission to the equality charters involves a comprehensive self-assessment process and the development of an evidence-based and solution focussed action plan to remove any barriers or inequities identified, to bring genuine organisational structure and culture transformation.
4.1.3 The equality charters that the University is affiliated to are the standard sector and national charters:
· Race Equality Charter
· Athena Swan Charter
· Disability Confident Scheme
· Stonewall Workplace Equality Index
4.1.4 It is important that our equity and inclusion work is not determined and bound by equality charters and their aligned awards, rather, that we use them to measure and benchmark the progress we are making. Applications to charters have a very significant impact on resource but they remain a key sector marker of equity and inclusivity.
4.1.5 Our current sector standing in terms of charter awards is very strong, enhanced by our successful 2022 submission for a Bronze Race Equality Charter Award.
4.1.6 Currently, 29 UK universities hold a Bronze Race Equality Charter Award and 21 hold a Silver Athena Swan Institutional Award.
4.1.7 We are 1 of only 9 universities that hold both, and 1 of only 4 universities, along with the University of Exeter, the University of Brighton and Imperial College London, that have a Silver Athena Swan, a Bronze Race Equality Charter award and Disability Confident Level 2 or higher.
Diagram 1: Equality Charter Awards 2008-2022

4.1.8 In addition, the University holds 9 Departmental Athena Swan awards, including a Silver College award by the College of Life Sciences (Table 7).
4.1.9 Two schools received Athena Swan awards in the last 12 months, with a Silver renewal award for the School of Chemistry and a successful first Bronze award for the University of Leicester Business School.
Table 7: University of Leicester Departmental Athena Swan Awards
	School
	Level of Award
	Date of Award
	Next Submission Date

	School of Chemistry
	Silver
	22/12/2022
	31/12/2027

	School of Physics & Astronomy
	Bronze
	30/04/2018
	31/05/2023

	Department of Informatics (now School of Computing and Mathematical Sciences)
	Bronze
	18/10/2018
	30/11/2023

	Department of Mathematics  (now School of Computing and Mathematical Sciences)
	Bronze
	18/10/2018
	29/03/2024

	School of Archaeology and Ancient History
	Bronze
	29/04/2019
	31/05/2024

	School of Museum Studies
	Bronze
	30/09/2019
	29/11/2024

	College of Life Sciences
	Silver
	29/04/2020
	30/05/2025

	Leicester Law School
	Bronze
	29/04/2020
	30/05/2025

	School of Business
	Bronze
	20/01/2023
	31/01/2028



4.1.10 The University’s Libraries and Learning Services are also currently part of an Advance HE national pilot to evaluate the suitability and effectiveness of the Athena Swan framework for Professional, Technical and Operational Directorates, with the intention to submit in November 2023.
4.1.11 The EDI Team are responsible for supporting the leadership of institutional level equality charter related work and departmental level Athena Swan submissions, through a framework review process, with a particular focus on data collection and presentation, conducting and analysing culture surveys, along with full submission review and analysis.
4.1.12 Our planned engagement with the equality charters over the next four years, includes a submission for Disability Confident: Leader Status (Level 3) and a Renewed Institutional Silver Athena Swan Award in 2024, for an LGBT+ Inclusion Award (Stonewall Workplace Equality Index or a comparable award) in 2025 and a Silver Race Equality Charter Award in 2026.
Diagram 2: Equality Charter Awards Submission Plan 2024-2026

4.1.13 Recognising the resource impact and leadership needed for submissions to charters and other benchmarking activity, when the Senior EDI Officer post in the EDI Team became vacant in 2022, this post was replaced with a Head of EDI Charters, see Diagram 3.
Diagram 3: EDI Team 2023
[image: Hierarchical graph detailing the EDI Team's 2023 structure and cohort of 5 FTE:
Associate Director of EDI (Grade 10, 1 FTE)
EDI Manager (Grade 8, 1 FTE)
EDI Projects Manager (Grade 8, 0.4 FTE)
Head of EDI Charters (Grade 8, 1 FTE)
EDI Coordinator (Grade 6, 0.6 FTE)
EDI Administrator (Grade 5, 1 FTE)]
4.1.14 Over the last 12 months, a number of universities have decided not to re-join Stonewall’s Diversity Champion programme. In discussion with the LGBT+ Action Group (including members of the Students’ Union and the LGBT+ Staff Forum), we intend to retain membership of Stonewall, recognising its continuing role in leading LGBT+ inclusion in the UK, and that consideration is given to submitting to the Workplace Equality Index in 2015.

4.2 Advancing Equity and Inclusivity in Key Areas – Disability
4.2.1 The University’s work to advance disability equity and inclusion has continued over the last 12 months, in collaboration with both the Disability Staff Forum and the Students’ Union.
4.2.2 Initiatives and activities have focused on supporting and delivering the strategic objectives, proposed by the Disability Equality Action Group and confirmed by the EDI Committee detailed in Table 8.1.
Table 8.1: Disability Equality Objectives 2022-2023
	No.
	University of Leicester Disability Equality Objectives 2022-23

	1.
	Support the University to learn from the changes to working practices and student offer brought about by Covid-19 that positively and negatively impacted disabled staff and students.

	2.
	Lead the University to embed disability equality principles, proactive good practice, accessibility and inclusive design into the physical and virtual environment.

	3.
	Lead and promote engagement and awareness to embed disability equality, inclusivity and proactive understanding across the organisation, effecting a cultural shift to a disability inclusive, empathetic culture, aligned with the Dignity and Respect at Leicester Framework.



4.2.3 Disability Confident: Work has continued to deliver the ‘Disability Confident: Employer’ Action Plan and the majority of these actions, with a focus on embedding disability inclusion into working practices and improve understanding, are now complete. A review of the requirements of Disability Confident: Leader status was undertaken and plans are in place to support an application for Leader status in 2024. We will also be applying for re-recognition of Employer status in July 2023 (required every 3 years).
4.2.4 Accessibility Audit: In line with its commitment to advance disability equity and inclusion, the University invested in an accessibility audit, the request was part of an SU Liberation Campaign. The audit was carried out by Diversity and Ability, a disability led social enterprise, with a well- established reputation across the sector. The audit focused on 3 specific aspects of access:
i. Digital Access (Website Content, UX Design & Accessibility Review)
ii. Physical Access (Accessible space, place, and landscape review)
iii. Inclusive Learning Review (Accessible Teaching & Learning Review)
4.2.5 The findings of each audit were shared with the University leads for each area, who will be responsible for implementing recommendations and best practice, and with members of the Disability Equality Action Group for their views and input to prioritise the recommendations. Actions are being taken forward within area action plans and progress will be reported to the Disability Equality Action Group and the EDI Committee annually.
4.2.6 Disability Confidence for Managers Training: The new externally delivered virtual Disability Confidence for Managers training course was rolled out from Spring 2022. 113 staff have now completed the training. The course increases understanding around disability and associated responsibilities for managers, and equips managers with the skills and confidence to proactively support disabled team members and create an inclusive environment for disabled colleagues to thrive.
4.2.7 Key Disability Related Guides: The Reasonable Adjustment Guide and Access to Work Guide have been revised in collaboration with the Staff Disability Forum and Disability Equality Action Group, to take account of suggested improvements, current best practice and to incorporate the role of the new Staff Disability Advisor. The guides, for managers and staff, provide detailed information on making reasonable adjustments to remove barriers that disabled staff may face in their role to ensure an inclusive workplace and provide information on how the Access to Work Scheme can be utilised to support this.
4.2.8 Equality Analysis: Disability equality analysis and appropriate consultation with Disability Staff Forum and Disability Equality Action Group have now been embedded into the HR Policy Development and approval process. These groups have been consulted as part of the review and revision of policies, guidance and processes including the review of the Maximising Attendance Policy where members had extensive input in relation to disability leave and disability related absence.
4.2.9 Assistance Animals on Campus Policy: In response to requests from the Disability Staff Forum a specific policy has been developed to promote the University’s inclusive approach on assistance animals and the support available. It outlines the rights and responsibilities of the assistance animal owner and the responsibilities of members of the University community. The Policy was informed by sector best practice, close consultation with members of the Disability Equality Action Group, including Health and Safety, and the lived experience of a University of Leicester assistance dog user. It applies to staff, students and visitors and is designed to sit alongside the Pet Free Campus Policy.
4.2.10 [bookmark: _Hlk140690645]COVID-19 – Disability and Best Practice: The University continues to support disability related considerations and individual adjustment requirements within hybrid working and WorkSmart processes and spaces, including adjustments relating to equipment on campus and remote/home locations.
4.2.11 International Day of Disabled People 2022 (IDoDP): IDoDP, a United Nations’ sanctioned date to celebrate the achievements and contributions of disabled people, raise awareness of disability inequity and promote the rights of disabled people, was celebrated on 3 December. Alongside the Attenborough Arts Centre, the Students’ Union, the Disability Staff Forum and various departments, the University hosted a number of virtual and face to face events, focused on the awareness of neurodiversity and promotion of accessibility. A number of interaction workshops and talks were held that explored disability from the perspective of those with lived experience, how best to be an ally, the evolution of the language, legislation and rights for disability.
4.2.12 Training was available on accessibility formatting for documents for use by both staff and students, alongside disability confidence training for managers and those with line management responsibility. Finally, the University continued its support of artistic performance that raises awareness through hosting WORD’s IDoDP Special with Andrew Farkash and Teagan Buckley. While departmental events included academic showcases on the impact of sensory processing from the College of Life Sciences.
[bookmark: _Hlk140688504]
4.3 Advancing Equity and Inclusivity in Key Areas – Gender
4.3.1 The University’s well-established commitment to progressing gender equity remains a clear and visible priority across the organisation. This includes the ongoing work to implement the Institutional Silver Athena Swan action plan priorities, and a continued focus to address the University’s gender pay gap.
4.3.2 The University’s agreed gender equality objectives, for the academic year 2022-2023 proposed by the Gender Equality Action Group and confirmed by the EDI Committee, can be found in table 8.2:
Table 8.2: Gender Equality Objectives 2022-23
	No.
	University of Leicester Gender Equality Objectives 2022-23

	1.
	Support the central University action plans being developed in response to the low
favourable gendered response rates to the 2022 staff survey.

	2.
	To monitor and progress the University of Leicester’s Athena Swan Silver Action Plan priorities, and support the work towards the renewal of the Silver Award, highlighting progress made against initial plans and endorsing future priorities.

	3.
	To oversee the implementation of actions in Gender Pay Gap Action Plan and to review progress against the specific and measurable targets.



4.3.3 Athena Swan: As detailed in 3.1, the University currently holds an Institutional Silver Athena Swan award (awarded in 2018) and, given the comprehensive nature of the award, including detailed analysis across the full student and staff lifecycles, many of the University’s actions to advance equity are framed around the aligned action plan.
4.3.4 In addition to an institutional Silver award, the University also currently holds 9 departmental awards - 7 Bronze and 2 Silver, including a prestigious Silver College award in the College of Life Sciences. In 2022, the School of Chemistry successfully renewed their Silver award and the School of Business submitted their first successful application for a Bronze award.
4.3.5 The University signed up to the new Transformed Athena Swan Charter Principles in December 2022. Work has continued to embed the new principles and good practice elements of the Athena Swan Charter framework through the progression of our ambitious Silver Athena Swan action plan.
4.3.6 Gender Pay Gap Report: The University published its 2022 gender pay gap report in March 2023 (see Appendix B for full report). The report includes our key current gender pay gap data, along with details of initiatives and actions in place to close the gap.
4.3.7 On the census date of 31 March 2022, there were 5,069 employees of the University (an increase of 455 from 4,614 in 2021). 57.2% were female (compared to 54.6% in 2021) and 42.8% male (compared to 45.4% in 2021).
4.3.8 The University’s current mean gender pay gap is 21.1% and its median gender pay gap is 18.6%. The mean gender pay gap has increased slightly from 20.0% in 2021 (+ 1.1), and the median has increased from 16.0% in 2020 (+2.6).
4.3.9 Both of these are higher than the higher education sector gender pay gap calculated by Advance HE, which reports a mean gender pay gap of 14.8% and a median gender pay gap of 8.5%. The median gender pay gap for all employees in the UK in 2022, based on the Annual Survey of Hours and Earnings, is calculated by the Office for National Statistics at 14.9%.
4.3.10 Whilst the increases for 2022 are relatively small, and we do expect some fluctuation in gender pay gap figures, this goes against the general trend of the University’s gender pay gap of the previous 5 years.
4.3.11 These increases are influenced by significant staff growth (455 more staff in 2022) with significant changes in the distribution of female and male employees across all pay quartiles, but particularly more women in lower paid roles.
4.3.12 Since 2017, the University of Leicester has seen an overall reduction of 3.0 percentage points to its mean gender pay gap and a reduction of 4.1 percentage points to its median gender pay gap (Table 8.3).
Table 8.3: University of Leicester Gender Pay Gap 2017-2022
	Year
	Mean Gender Pay Gap
	+/- Movement for the Year by Percentage Points
	+/- Movement in Total by Percentage Points
	Median Gender Pay Gap
	+/- Movement for the Year by Percentage Points
	+/- Movement in Total by Percentage Points

	2017 (published 2018)
	24.1%
	---
	---
	22.7%
	---
	---

	2018 (published 2019)
	23.1%
	- 1
	- 1
	19.0%
	- 3.7
	- 3.7

	2019 (published 2020)
	20.6%
	- 2.5
	- 3.5
	18.4%
	- 0.6
	- 4.3

	2020 (published 2021)
	20.3%
	- 0.3
	- 3.8
	19.0%
	+ 0.6
	- 3.7

	2021 (published 2022)
	20.0%
	- 0.3
	- 4.1
	16.0%
	-3.0
	- 6.7

	2022 (published 2023)
	21.1%
	+1.1
	-3.0
	18.6%
	+2.6
	- 4.1



4.3.13 The University’s bonus gender pay gap has reduced significantly, to a mean gap of 29.4% (from 62.4% in 2021) and to a median of 55.9% (from 66.7% in 2021).
4.3.14 As for many organisations, key determinants of the University’s gender pay gap include the absence of a gender balance across job categories (horizontal occupational segregation) and through the different pay grades (vertical occupational segregation). At the University of Leicester, women continue to be overrepresented in lower and middle paid roles and underrepresented in both higher paid roles and at higher grades.
4.3.15 The SMART Action Plan that was developed by Gender Pay Gap Working Group, which was chaired by the Vice- Chancellor, to give sustained and action orientated focus to the University’s gender pay gap, is now being driven forward and overseen by the Gender Equality Action Group, with significant progress made over the last 12 months (see Appendix C).
4.3.16 Actions in progress include an anonymous shortlisting trial, monitoring and analysis of recruitment panel composition in terms of offer outcome and mentoring for academic promotion.
4.3.17 Data dashboards detailing the gender pay gap and staff demographic data at School/Department, College and University level are now produced annually for all Heads. These dashboards also include recruitment data showing the application, shortlisting and offer rates by gender and ethnicity.
4.3.18 Family Leave Guidance and Checklist: Following consultation with staff via focus groups, the University developed a guidance document and checklist for managers and staff to use when members of staff take a period of family leave. The guidance was developed to aid positive discussions between staff and their line managers both before, during and after the period of leave and to ensure staff feel fully supported particularly when returning to work from leave.
4.3.19 Gender Equality Events: A full programme of gender equity events have continued to take place across the University. These events are organised, many collaboratively, by various areas or groups within the University, including the Gender Equality Action Group, the Women’s Forum, the Students’ Union, Student Support Services and various academic departments.
4.3.20 International Women’s Day 2023: In March 2023, the University held a number of physical and virtual International Women’s Day events under the global theme of #EmbraceEquity. Events included, a return of the award winning Wall of Women, focused sessions on women's health (Let’s Talk About: Periods! And Heartwize CPR Training), local artistic performances (Emma Bourke and Ildiko Rippel’s Wilding, and a special WORD! performance from Liv Torc), career development (Women in Space Showcase, and a panel session with Ane Wafula-Strike hosted by the Business School), and the history of women at the University (the Legacy of Rhoda Bennett).
4.3.21 Neonatal Leave and Pay Provision: Following work by the Gender Equality Action Group, the University has introduced provision to support staff who are parents of premature babies and babies who require extended neonatal care. Staff are eligible for extended maternity or adoption leave (or neonatal leave in addition to paternity leave) on full pay where their baby is born prematurely or requires neonatal care.

4.4 Advancing Equity and Inclusivity in Key Areas – LGBT+
4.4.1 Work to advance the agreed LGBT+ strategic objectives has continued and enhanced through collaboration with a broad range of stakeholders, including the Students’ Union and the City’s LGBT Centre.
4.4.2 The University’s agreed LGBT+ equality objectives for2022-2023, proposed by the LGBT+ Equality Action Group and confirmed by the EDI Committee, are:
Table 8.4: LGBT+ Equality Objectives 2022-23
	No.
	University of Leicester LGBT+ Equality Objectives 2022-23

	1.
	Drive and promote cultural change whereby LGBT+ equality is further embedded in the University functions, activities and ethos, including embedding LGBT+ equality, inclusivity and understanding across the organisation, effecting a cultural shift to a LGBT+ inclusive culture, aligned with the University’s commitments and the Dignity and Respect at Leicester framework.

	2.
	Work with trans and non-binary staff and students to enhance the trans and non- binary voice and visibility in the University, through understanding, identifying and informing appropriate responses to related inequalities experienced by both students and staff. Alongside implementing proactive measures to develop the safety of the trans and non-binary community at the University, alongside a continued commitment towards trans/non-binary inclusion.

	3.
	Identify priority areas to enhance the lives of the LGBT+ community at the University of Leicester at the operational and institutional levels, additionally identifying key focuses on the mental and physical wellbeing of LGBT+ staff and students and the health and wellbeing inequalities the community disproportionately experiences.



4.4.3 Staff LGBT+ Toolkit: Following the positive feedback on the Staff Disability Toolkit, a Staff LGBT+ focused toolkit has been developed in collaboration with LGBT+ Staff Forum and LGBT+ Equality Action Group. The toolkit provides relevant policies, procedures and guidance documents together with information about LGBT+ inclusion, training, resources and support in a central online hub.
4.4.4 Gender Inclusive Facilities: Following a review of best practice, standard signage for university gender inclusive toilet and wash facilities has been developed, in collaboration with the Student’s Union and the LGBT+ Staff Forum. This has been added to the ECS Inclusive Design Guide and informs the University’s approach to inclusive design for new buildings and refurbishments. Information about the location of gender inclusive facilities across campus will be added to our webpages, the Staff LGBT+ Toolkit and the new Trans Guide this year.
4.4.5 LGBT Centre Trans Counselling Service: In consultation with the Leicester LGBT Centre, Students’ Union and Student Support Services, a pilot of LGBT+ specialised counselling with be run by the LGBT Centre, along with a series of dedicated on-campus drop-in sessions for trans, non-binary and gender questioning students during 2023.
4.4.6 Staff Learning and Development: An LGBT+ staff training module has been developed in collaboration with the SU Liberation Officer, and consultation with the wider LGBT+ Staff Forum. The training, Being An LGBT+ Ally, can either be undertaken as a face-to-face module or as a self-directed learning package. The training increases awareness and understanding of the barriers and issues LGBT+ staff and students face and actions we can all take to support the community as an ally. The LGBT+ Toolkit and training for staff were launched during LGBT+ History Month 2023.
4.4.7 Leicester Pride 2022: The University of Leicester was proud to have joined the Leicester Students’ Union and Leicester LGBT Centre in celebrating Pride on the 3rd September. The University joined thousands of festival-goers marching for inclusivity throughout the city to Victoria Park.
4.4.8 LGBT+ History Month 2023: The University celebrated LGBT+ History Month with a number of events in collaboration with the Students Union, the Attenborough Arts Centre and various departments. Highlights included dedicated allyship training sessions for both staff and students, film nights and art sessions, educational seminars on LGBT+ history (co-delivered by Dr Angela Muir and activist Kit Heyam), LGBT+ health and community (delivered by Ibtisam Ahmed of the LGBT Foundation) and hosting the popular Drag Queen Story Hour from the UK Kids’ Comedy Festival alongside the popular Leicester Comedy Festival performance from the Haus of Dench at the Attenborough Arts Centre.
4.4.9 Trans Day of Remembrance 2022: In partnership with the University of Leicester Students' Union and the Students' Union at De Montfort University, a vigil was held on the main DMU campus, commemorating all the transgender people lost to violence. The University of Leicester is committed to ending transphobic violence and supporting equal rights and justice for transgender people.

4.5 [bookmark: _Hlk140688775]Advancing Equity and Inclusivity in Key Areas – Race
4.5.1 The University’s agreed race equality objectives, for the academic year 2022-2023 proposed by the Race Equality Action Group and confirmed by the EDI Committee, are detailed in Table 8.5:
Table 8.5: Race Equality Objectives 2022-23
	No.
	University of Leicester Race Equality Objectives 2022-23

	1.
	To oversee and ensure the progress of actions as identified in the University’s Race Equality Charter Mark Action Plan, with a particular focus to:
a. Produce a visual ‘pipeline’ which indicates the representation, experiences, outcomes and opportunities of our Black UK students and act as a critical friend to identified leads across the University to develop action and support activity to address concerns relating to continuation specifically.
b. Produce a visual ‘pipeline’ which indicates the representation, experiences, outcomes and opportunities for our UK Black staff, at all grades and in both Professional Services and Academic roles; and work with the identified leads across the University to particularly develop processes and opportunities for career development, leadership roles and activities, and promotions; and specifically advocate that the promotion and retention of Black staff in the University at all levels be made a priority and a focus.

	2.
	To learn from and work collaboratively with other comparable Race Equality Charter Mark regional universities, and areas who are leading in race equality activity within our University, to share and implement best practice; and to generate creative, innovative and effective actions that tackle systemic and institutional racism in higher education.



4.5.2 Race Equality Charter Mark: In recognition of the University’s work to advance race equity, the University of Leicester was awarded a 5-year Race Equality Charter Bronze institutional award in August 2022. The submission involved a rigorous evidence-based analysis of the student and staff lifecycles to identify any barriers to race equity and inclusion at the University and the development of an aligned five-year action plan, detailing how the University will address barriers identified and take forward its commitment to anti-racism. The Bronze award is valid for a period of up to 5 years (until 2027).
4.5.3 The analysis that underpinned the submission suggests that, consistent with the wider HE sector, the most significant disproportionalities relate to the representation, outcomes and experiences of the University’s Black staff and students.
4.5.4 Key findings in relation to the student pipeline highlight lower continuation rates for students, the ethnicity award gap and lower satisfaction rates for students from a minority ethnic background.
4.5.5 Key findings in relation to the staff pipeline highlight the need to improve disclosure and representation of minority ethnic staff (especially from Black and mixed ethnic backgrounds), and that whilst the representation of minority ethnic staff at higher grades is improving, the representation of specific minority ethnic groups within the broader minority ethnic group are low. Minority ethnic academic staff are more likely to be on a fixed term contracts and the numbers minority ethnic applications for academic promotion are low, especially for Black staff.
4.5.6 The Race Equality Action Group will continue to serve as the University’s Race Equality Charter Self-Assessment Team and will have an active role in advancing racial equity above and beyond the benchmarks and targets of the Race Equality Charter Mark.
4.5.7 The key focus of activity over the next 12 months will be to publicise and promote awareness of the findings of the submission and working with key internal stakeholders to progress our 5-year Action Plan.
4.5.8 Advancing Race Equity and a Culture of Anti-Racism: The University is committed to advancing race equity at all levels and areas of the University and there is an increasing level of activity to challenge and address race inequities, including structural, in order to create a culture of anti- racism. This activity includes: the development of the Black Student Experience Working Group, the Together Against Harassment Campaign, Minority Ethnic Scholarships in College of Social Sciences, Arts and Humanities, sharing ethnicity data with Schools relating to recruitment and staff profile, establishment of Med RACE within the Leicester Medical School, the Library Inclusive Collections Group to diversify reading lists, racial trauma now being recognised within the mitigating circumstances and the University’s promotions processes being developed to recognise systemic disadvantage.
4.5.9 Inclusive Recruitment: The University has been implementing the Inclusive Recruitment Toolkit since 2020 and Graph 7 illustrates a significant percentage increase in offers to minority ethnic applicants over the last 4 years.
4.5.10 In the 6-month period July 2018-December 2018, 25.5% of offers were to minority ethnic applicants, compared to 39.9% in July 2022-December 2022, an increase of 14.4 percentage points (see Graph 7).
Graph 7: Offer Rates to Minority Ethnic Staff Applicant
[image: Bar chart detailing the 6 month period of offers to minority ethnic applicants, from July 2018 to December 2018.]
4.5.11 Guide to Race Related Terminology: In response to the recommendation by the Commission on Race and Ethnic Disparities (2021) to avoid using the term ‘BAME’, the University’s Guide to Race Related Terminology has been reviewed by the Race Equality Action Group, reflecting on the progress the University has made in undertaking interventions and actions to develop confidence and engagement in talking about race.
4.5.12 The Guide has been expanded to introduce a more nuanced understanding of the manifestations of racism at a systemic level. The Guide recognises that introducing a completely new term or prohibiting the use of “BAME” completely may increase a nervousness and insecurity that already exists in areas across the University, around race-related language.
4.5.13 The agreed approach at this time, will be to continue to use a range of terminology in a way which best fits the main purposes of their use – namely to recognise and celebrate diversity and to redress systemic and institutional racism.
4.5.14 Whilst recognising the limitations of umbrella terms which seek to address multiple ethnic groups as a single group, in instances where a more general term may be useful, the University’s Race Equality Action Group have agreed the use of the term ‘minority ethnic’, which is considered as the most appropriate term in the current landscape.
4.5.15 In recognition of the commitment and development the University has made in relation to race terminology, the University, on invitation by Advance HE, presented to other universities, on our approach to race terminology, with a view to sharing best practice in December 2022.
4.5.16 Black History Month 2022: The University celebrated Black History Month in October, using art, culture and entertainment to explore Black stories both past and present to highlight the Black community here in the UK.
4.5.17 Alongside the Students’ Union, Attenborough Arts Centre, and the ULSB Black Excellence, the University hosted a number of interactive events, activities and sessions to highlight pinnacle moments, achievements and cultural highlights of celebration within the Black community.
4.5.18 This included celebrations at Attenborough Arts Centre, with a high-profile line-up of Black artists including singer/songwriter Jada O’Neill, textile designer Kelis Darko, dancer Rose Aïda Sall Sao and poet Ty’rone Haughton.
4.5.19 On campus, the University hosted the College of Life Sciences Black History Symposium highlighting the remarkable research being conducted in the College and on health inequalities experienced by Black and minority ethnic communities in the UK.
4.5.20 Lived experience and development workshops by both the Students’ Union and University of Leicester Business School Black Excellence offered students the opportunity for mentorship with Microsoft, SkillStruct, and Better You Solutions; and exploration of lived experiences in working life.

4.6 Advancing Equity and Inclusivity in Key Areas – Faith
4.6.1 The University is committed to developing its provision to support multi-faith and spiritual groups. A review of existing provision was undertaken by the University in the last 12 months, with a view to proposing recommendations to enhance the offer.
4.6.2 The University has a programme of events to celebrate Chinese Lunar Year, which is coordinated by Student Support Services and the Students’ Union. The University also recognises faith related celebrations through social media communications across the year.
4.6.3 Prayer Facilities: The EDI Team, along with the Students’ Union, Estates and Campus Services, are part of ongoing discussions around prayer facilities. The University is exploring alternative and  additional provisions to meet the level of demand on these facilities from students and staff.
4.6.4 Multi-Faith and Spiritual Chaplaincy: The University will be establishing a new multi-faith and spiritual approach to provide hands-on advice and guidance on a range of faith based and spiritual matters for our staff and students.
4.6.5 The University is also seeking to develop a programme of multi-faith and spiritual awareness raising activities which seek to celebrate the cultures and faiths of staff and students at the University.
4.6.6 Holocaust Memorial Day 2023: The University is proud to continue to support Holocaust Memorial Day commemorations held in the city of Leicester. This year was marked by the theme of Ordinary People, and the key commemoration event was held at the Victoria Gallery of the New Walk Museum, featuring a cello recital of the ceremonial Hebrew declaration of Kol Nidrei and a memorial address by Prof Aubrey Newman.
[bookmark: _Hlk140689434]
5. Organisational Embedding of Equity, Diversity and Inclusion
5.1 Over the last 12 months, initiatives and projects have been completed and progress made on developing an infrastructure and resource base to further embed EDI good practice and principles across the working life of the University, with a focus on building organisational EDI capability and so enhance inclusivity. A number of training and development courses underpin this:
· Staff Bystander Training: In collaboration with Student Support Services’ Standing Together Team, an online training package has been developed to provide staff with the skills, tools and confidence to challenge or intervene safely and appropriately where they witness or experience unacceptable behaviour.
· Facilitated Conversations Training: A Facilitated Conversations workshop was designed and delivered to HR Advisory colleagues by an external mediation and conciliation expert. Facilitated conversations are an informal mechanism used across the University to support parties in conflict to resolve issues, providing a route to early resolution.
· Dignity and Respect at Leicester: Workshops focussed on developing a deeper understanding of the University’s Dignity and respect framework have been delivered, including to the HR Division and to Trade Union colleagues.
· Sexual Misconduct Discipline Proceedings Training: A two-day course on managing sexual misconduct discipline proceedings was delivered by Lime Culture and attended by HR staff involved with staff misconduct proceedings, including for student reports of staff misconduct.
· EDI Online Training Modules: The new online EDI module, launched in October 2021, is mandatory for completion by all staff. 86% of staff have completed the module to date. The training, which develops core EDI competencies and outlines what EDI means for our university community and beyond, has been made available to all students from January 2023. The Unconscious Bias online training module also continues to be mandatory for staff and has a completion rate of 82%
· Being an LGBT+ Ally: See 4.4.6 for more detail.
5.2 Inclusive Workplace Guide: An Inclusive Workplace Guide was developed and launched in 2022, outlining key steps to take in our everyday activities to create an inclusive and welcoming workplace, both on campus and when working virtually.
5.3 Equality Analysis: During the last 12 months, work has been undertaken to embed the University’s new approach to equality analysis. This has included building the need for equality analysis into the HR Policy development and approval process and the development of improved documentation, guidance and a training package. The EDI team also offer further equality analysis support through 1 to 1 coaching for staff when completing equality analysis.
5.4 Dignity and Respect at Leicester Framework: The University’s Dignity and Respect Framework outlines the University’s expectations of all members of its community in terms of interpersonal behaviour. This includes clearly defining unacceptable behaviour (with detailed examples) and the processes in place to address, deal with and disclose/report them if they do occur. The framework is reviewed and revised on an annual basis by the Dignity and Respect Working Group. Membership of the Group includes key stakeholders from across the University, including the EDI Team, Students’ Union, Trade Unions and Student Support Services.
5.5 Over the last 12 months, the following have also been undertaken to support and further embed the Dignity and Respect at Leicester framework:
· Anti-Harassment Campaign: Following the launch of a Together Against Harassment campaign in November 2021, promoting anti-harassment and increasing awareness of expected behaviours, an online Together Against Harassment information hub has been launched to house all support systems and resources as part of the Dignity & Respect Framework, in one place.
· Report & Support: The extension of the University’s online support, disclosure and reporting tool ‘Report and Support’ to staff from August 2021 was promoted over the last 12 months through a range of communications with 38 staff disclosures (including 13 anonymous), received since its launch. This tool enables us to understand patterns of unacceptable behaviour being experienced, the impact they are having and target activity to address these. It also helps to reassure the staff and student community of the University’s ability to deal with any issues in a swift, transparent, accountable and equitable way.
5.6 Staff and Student EDI Related Cases: A report of all EDI related staff and student disclosures/complaints/disciplinaries between 2017 and 2021 was taken to the EDI Committee in September 2022 and will now be reported annually with trend analysis to understand any patterns around themes of behaviour such as discrimination, harassment, bullying, etc.
5.7 From the report of cases between 2017 and 2021, for both staff and students, bullying behaviour is cited most often in informal disclosures, with discrimination and harassment being the behaviours cited more often in formal cases.
5.8 For both staff and student formal cases, discrimination and harassment on the grounds of race is cited significantly more often than any of the other protected equality characteristics.
5.9 Staff Survey: The 2022 University Staff Survey results are also feeding into and informing the work of the EDI Team. Whilst ‘The University demonstrates a commitment to EDI’ was one of the highest scoring favorable response rates at 73%, other questions relating to ‘fairness’, how the University addresses ‘bullying and harassment’ and ‘I can be my true self at the University’ had low favourable response rates and are included in the 10 central university actions.
5.10 Staff Survey engagement levels were broadly representative across all staff protected equality groups but with some significantly lower favourable responses rates for some staff groups, including disabled staff, staff who prefer to self-describe their sexual orientation, non-binary staff, staff who prefer to self-describe their gender identity, staff from a mixed or other ethnic background.
5.11 Work is now underway to take forward the 3 EDI related central actions, working closely with the Staff Equality Action Groups and Staff Equality Fora, to understand drivers behind the low favourable response rates with a number of identified organisational units and staff groups and, where appropriate, develop actions to address the concerns being raised through the survey.

6 The Student and Education Equality, Diversity and Inclusion Team Activity and Achievements[footnoteRef:1] [1:  All information provided by the Student and Education EDI Team] 

6.1 Overview of Aims, Priorities and Progress to Date: The Student and Education Equality, Diversity and Inclusion team (SEEDI) was launched in August 2021 and forms part of Education Services.
6.2 The team is the focal coordinating point for EDI in relation to the student educational experience, with a particular emphasis on closing the awarding gap and satisfaction gap, and delivering our commitments to the Access and Participation Plan.
6.3 Our Access and Participation Plan (APP) 2020/21-2024/25 has been approved by the Office for Students (OfS) and in 2022, following the appointment of a new Director for Fair Access at the OfS, our APP variations were also approved.
6.4 These variations ensure our commitments are aligned with those of the OfS. Table 9 sets out our APP targets for 2021/22 and progress against those targets.

Table 9: Access and Participation Plan Targets 2020-21-2021/22
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6.5 Throughout the year SEEDI have worked on equality related projects and initiatives, all of which form part of our APP commitments. Key areas of work include:
· Recruitment of 11 students onto the Curriculum Consultants programme. These students are working with academic colleagues in all three colleges on projects aimed at increasing inclusivity in the subject area.
· Embedding recommendations made by members of the 2021/22 Curriculum Consultants cohort into two undergraduate Criminology modules. A monitoring and evaluation framework has been devised to measure the impact of these recommendations.
· Achieving the Carers Federation Quality Mark, and the Care Leavers Quality Mark for our institutional support of student carers and care leavers.
· Working collaboratively with the Future Students Office and the Careers Development Services to ensure all activities are robustly monitored and evaluated. Also working with academic colleagues to capture project information and ensure thorough evaluation plans are developed for each project.
· Receiving external funding to evaluate the impact of our Summer School outreach programme. This evaluation forms part of a national evaluation project led by TASO (Transforming Access and Student Outcomes Charity).
· Hosting the university’s Inclusivity Conference. The aim of the conference was to share student and education-focused research, projects and practices that contribute to improving inclusivity within the University. It complemented activity already underway with helping staff to develop the actions they will take to make the academic environment and curriculum more inclusive. 55 staff and student attended the event.
· Development of the HeadStart transition programme to support new entrants. Further plans are underway to link HeadStart to the Academic Induction programme, and then link to the Student Support Workshops which will support undergraduate learning.
6.6 The ethnicity award gap and satisfaction gap represent two of the sector and our University’s most pressing and urgent education-related issues. The latest Education Services’ report, for example, found that in 2022, our Black students experienced the most pronounced gaps in the award for good honours (14%) degrees of all minority ethnic students, when compared to white domicile students.
6.7 This institutional level gap has reduced by 4.9% since 2021, however Chemistry (49%), Engineering (30.9%), Management (28.8%), Sociology (27.3%) and Criminology (21.2%) all have much larger awarding gaps.
6.8 In 2022, our Black students also experienced the most pronounced gaps in overall satisfaction (15.3%) when compared to white domicile students. This gap has is 5.9% larger than the satisfaction gap between minority ethnic students and white UK domiciled students.
6.9 SEEDI provides a route to implementation for the work of the University of Leicester Institute for Inclusivity in Higher Education (ULIIHE), and has adopted sole responsibility for this area of work since the start of 2023.
6.10 During 2021/22, ULIIHE and SEEDI delivered Race Inclusion workshops in the following academic schools: Business, Law, Engineering, Psychology, Biological Sciences and Criminology.
6.11 Following these workshops, schools created race inclusion action plans, containing at least one action which specifically focused on closing the race awarding gap in their school. Four plans have been received and are being monitored and evaluated by SEEDI in partnership the academic school.
6.12 During 2022/23, SEEDI broadened the dissemination of the Race Inclusion workshops to professional service teams alongside academic schools. To date, five professional service teams have participated in their workshop (Careers Development Services, UK Recruitment and Outreach Team, the Library, Sports and Active Life, Student Recruitment Marketing) and the remaining academic schools will receive their workshop by the end of the academic year.
6.13 All will be required to submit an action plan following their workshop for approval by the Academic Registrar or PVC Education. The plans will be monitored and evaluated in partnership with SEEDI.
6.14 In November 2022, ULIIHE launched the Inclusivity Development Fund. The fund aims to support inclusion interventions or research that aligns with at least one of the following ULIIHE Objectives:
· To reduce the barriers to education equity that exist for students within UoL, either qualitatively or quantitatively (or both)
· To reduce the barriers to employment equity that exist for students within UoL, either qualitatively or quantitatively (or both)
· To reduce barriers or make more equitable the lived experiences and opportunities of students within the ‘communities’ within UoL, either qualitatively or quantitatively (or both)
6.15 Seven projects have been awarded funding and recipients include student groups, academic staff and professional service teams. Interim reports or presentations are scheduled for June 2023 and final submission is due in October 2023. A list of funded projects is available here (https://uniofleicester.sharepoint.com/sites/staff/student-edi/SitePages/Inclusion- Development-Fund.aspx).
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7 Students’ Union EDI Activity and Achievements[footnoteRef:2] [2:  All information provided by the SU Liberation Officer] 

7.1 Throughout the year the Students’ Union has worked on equity-related projects and initiatives led by the Liberation Officer. Key areas of work include:
· Marking and celebrating equity-related events including Black History Month, Disability History Month, LGBTQ+ History Month, Holocaust Memorial Day, and Trans Day of Remembrance.
· Embedding inclusivity into student committee training through the Be the Influence Training which includes new content on Misogyny in Sports and Disability Inclusion in Sports.
· Launching key campaigns including Neurodiversity Awareness, the LeicsDecolonise Festival, a variety of talks and workshops relating to decolonisation and subsidising coaching qualifications for liberation groups.
· 11 projects currently underway in 11 different courses/schools with the majority now in the stage of planning and running focus groups around their project topic.
8 Annual Report Summary of Progress and Impact
8.1 As this report sets out, the University has continued to make significant progress in advancing equity and inclusion over the last 12 months, bringing benefit to the minoritised student and staff groups, and to the full university community.
8.2 We have further developed the University’s EDI strategic and operational infrastructure, to ensure that the right tools and framework are in place to support our ambitious commitments to EDI, as we look to empower and equip our community to be Inclusive Citizens of Change.
8.3 The University is seeing both a continued diversification of our student and staff populations and a continued reduction in non-disclosure rates for staff diversity data, which in turn helps ensure we have an accurate picture of our diverse community to inform targeted actions and interventions, where needed.
8.4 The EDI Team continue to offer an expert and advisory service to support the University, and are increasingly focussed on supporting the building of individual and team competency in EDI, which in turn supports the development of mature EDI capability at an organizational level.
8.5 We are helping to foster an inclusive culture, by broadening resources to equip staff and managers with the skills and confidence to embed inclusion and equity in their everyday practice, including through the development of toolkits, training and guides.
8.6 We are promoting and supporting the early resolution of conflict through raising awareness of the Dignity and Respect at Leicester Framework, and through the use of informal dispute resolution approaches such as facilitated conversations and mediation.
8.7 The University is well positioned with its recently endorsed 5-year Race Equality Charter evidence-based action plan to drive forward race equity and inclusion activity over the next 5 years, sitting alongside our Athena Swan and Disability Confident action plans and LGBT+ Action group objectives. Our progress in these equity and inclusion areas is evidenced by us being 1 of only 4 UK universities to hold, at the same time, a Silver Institutional Athena Swan Award, a Bronze Race Equality Charter Award and a Disability Confident Scheme Employer (Level 2) status or higher.
8.8 We are improving the accessibility of our physical and digital estate and our learning offer to reflect best practice, by facilitating the embedding of recommendations from the recent accessibility audit.
8.9 As a university, we continue to celebrate and commemorate the contribution and experiences of our diverse community, including on International Day of Disabled People, International Women’s Day, Black History Month, Pride, LGBT+ History Month, Holocaust Memorial Day and Trans Day of Remembrance. This, in turn, enhances understanding and fosters good relations across our university community.
8.10 Whilst there is much more still to do, we are confident that we are well positioned, both strategically and operationally, to continue to advance equity and inclusion in all key areas and enable the University to deliver on its stretching EDI commitments and aspiration.
Author Contributions:
Dr Angie Pears, Associate Director of Equity, Diversity and Inclusion
Nic Farmer, Students’ Union Liberation Officer
Hannah Grosvenor, EDI Manager, Student and Education Equality, Diversity and Inclusion Team
March 2023
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Appendix A
University of Leicester Student and Staff Diversity Data
1. Age
Students: Table 1.1: All UoL students by age group, 2017/18 to 2021/22
[image: ]
Staff: Table 1.2: All UoL staff by age group, 2019 to 2023
[image: ]


Students: Graph 1.1: All UoL students by age group, 2017/18 to 2021/22
[image: ]


Staff: Graph 1.2: All UoL staff by age group, 2019 to 2023
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2. Disability
Students: Table 2.1: All UoL students by declared disability, 2017/18 to 2021/22
[image: ]
Staff: Table 2.2: All UoL staff by declared disability, 2019 to 2023
[image: ]


Students: Graph 2.1: All UoL students by declared disability, 2017/18 to 2021/22
[image: ]


Staff: Graph 2.2: All UoL staff by declared disability, 2019 to 2023
[image: ]


3. Ethnicity
Students: Table 3.1: All UoL students by ethnic origin (minority ethnic, white and not declared), 2017/18 to 2021/22
[image: ]
Staff: Table 3.2: All UoL staff by ethnic origin (minority ethnic, white and not declared), 2019 to 2023
[image: ]


Students: Graph 3.1: All UoL students by ethnic origin (minority ethnic, white and not declared), 2017/18 to 2021/22
[image: ]


Staff: Graph 3.2: All UoL staff by ethnic origin (minority ethnic, white and not declared), 2019 to 2023
[image: ]


Students: Table 3.3: All UoL students by ethnic origin (detailed breakdown), 2019/20 to 2021/22
[image: ]
Staff: Table 3.4: All UoL staff by ethnic origin (detailed breakdown), 2019 to 2023
[image: ]
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Students: Graph 3.3: All UoL students by ethnic origin (detailed breakdown), 2019/20 to 2021/22
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Staff: Graph 3.4: All UoL staff by ethnic origin (detailed breakdown), 2019 to 2023
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Students: Table 3.5: Detailed ethnicity breakdown of UoL students who identity as Minority Ethnic 2019/20 to 2021/22
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4. Religion or Belief
Students: Table 4.1: All UoL students by religion or belief, 2017/18 to 2021/22
[image: ]
Staff: Table 4.2: All UoL staff by religion or belief, 2019 to 2023
[image: ]



Students: Graph 4.1: All UoL students by religion or belief, 2017/18 to 2021/22
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Staff: Graph 4.2: All UoL staff by religion or belief, 2019 to 2023
[image: ]


5. 
6. Sex
Students: Table 5.1: All UoL students by sex, 2017/18 to 2021/22
[image: ]
Staff: Table 5.2: All UoL staff by sex, 2019 to 2023
[image: ]


Students: Graph 5.1: All UoL students by sex, 2017/18 to 2021/22
[image: ]


Staff: Graph 5.2: All UoL staff by sex, 2019 to 2023
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7. Sexual Orientation
Students: Table 6.1: All UoL students by sexual orientation, 2017/18 to 2021/22
[image: ]
Staff: Table 6.2: All UoL staff by sexual orientation, 2019 to 2023
[image: ]


Students: Graph 6.1: All UoL students by sexual orientation, 2017/18 to 2021/22
[image: ]


Staff: Graph 6.2: All UoL staff by sexual orientation, 2019 to 2023
[image: ]


Staff: Table 6.3: All UoL staff by sexual orientation (detailed breakdown), 2019 to 2023
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Staff: Graph 6.3: All UoL staff by sexual orientation (detailed breakdown), 2019 to 2023
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Gender Pay Gap Report 2022





























Appendix C

Gender Pay Gap SMART Action Plan



[bookmark: _Hlk128393412]

	Area
	ObjectiveGender Equality Action Group
Gender Pay Gap SMART Action Plan


	Owner/Lead
	Timeframe 
	Deliverable/ desired output
	Key performance indicator for objective
	Commentary on Progress

	Recruitment and Selection
	1. Each School/Dept to review their recruitment processes and practices during 2021/22, with a focus on identifying and removing bias. This review should include a consideration of the application, shortlisting and appointment data by gender (and ethnicity) using the data dashboards that will be provided by Recruitment, as well as implementing the Positive Action in Recruitment Toolkit when recruiting.

This review should be incorporated into the scheduled Planning Meetings, as a brief report by each Head of School/Dept during 2021/22. After 2021/22, a review of each area’s changing recruitment data (application, shortlisting and appointment) should then become business as usual and incorporated into the annual review cycle.

	Heads of School/Dept, Heads of College/CS,
Directors of Operations, Assoc. Director of EDI,
Recruitment 
	2021-22 

Recruitment to circulate recruitment data dashboards January 2022


	1. An evidence based review for bias in recruitment practices across all School /Depts completed during 2021/22 (and annual reporting after that). Each review to be considered at a relevant Planning Meeting and shared with the Associate Director of EDI.

2. Heads of Dept./School and the wider senior leadership teams  become more familiar with the recruitment demographic data for their respective area.

3. Consideration of recruitment data by gender (and ethnicity) becomes business as usual.

4. A fair and equitable recruitment process operating at the University of Leicester.  
	1. Increase in the percentage of female and BAME applicants being shortlisted and appointed across each College and Corporate Services area (and so across the University).


	AP contacted HoC 09/12/21 detailing action required and will follow up in March 2022.

Recruitment sent Recruitment Health Check Data to all heads 14/01/22. Feedback received. 

AP contacted HoC/PSEG with the data from their respective area and a reminder of this action within the Action Plan.


January 2023 Update: 
· Annual Recruitment Health checks are scheduled to be sent to all Heads in May 2023. 
· Recruitment data by sex/ethnicity has been incorporated in to all recruitment training sessions delivered by the Recruitment Team 
· Work to review panel make up by sex/ethnicity has also taken place (see action 3.) 

	Recruitment and Selection
	2. Trial of job adverts to include, as standard, a statement about the role being open to job share and flexible (including part-time) working. If this is not included, recruiting managers to explain in the Eploy business case section why the role is not suitable for job share and flexible working. 

	Recruiting Managers
Recruitment
	February 2022 
	1. All job adverts to include, as standard, a statement on the role being open to job share and flexible (including part-time) working.


	1. Increase in the number of job share and flexible (including part-time) working roles across the University.

	In place and reasons for not including job share to be reviewed by HRBPs on a quarterly basis.

Update 1 March 2022:
We’ve started to monitor the number of vacancies being approved on a quarterly basis where the opportunity for job share has been selected and the reasons provided if job share has been deemed not to be suitable. I’ve attached the raw data but headline figures are:

· Out of the 272 requisitions approved between 1 Dec 2021 and 1 March 2022, 141 were specified as suitable for job share (51.8%)
· Out of the remaining 131 requisitions where ‘not suitable’ was selected, only 8 requisitions had vague reasons provided such as ‘N/A’ or ‘x’  filled in in the mandatory justification

A further breakdown by college is below:

[image: Suitable for Job Share

Life Sciences: Yes (45, 45.00%), No (55, 55.00%)

Science and Engineering: Yes (19, 38.80%, No (30, 61.20%)

CSSAH: Yes (21, 52.50%), No (19, 47.50%)

Professional Services: Yes (56, 67.50%), No (27, 32.50%)
]
January 2023 Update: 
· Introduced a limited number of reasons why hiring managers can de-select the job share option. 

Updated figures for permanent and fixed term roles approved between 1st March 2022 and 30th September 2022:

[image: Job Share

Life Sciences: Yes (54.40%), No (45.60%)

Science and Engineering: Yes (59%), No (41%)

CSSAH: Yes (52.90%), No (47.10%)

Professional Services: Yes (79.20), No (20.80%)]


	Recruitment and Selection
	3. Monitor, for 12, months the existing requirement that all recruitment panels should have a gender mix and report back to the Gender Pay Gap Working Group (or the Gender Equality Action Group) at 6 months and 12 months. Implement action, as needed, at the 6-month review point. A change to the Eploy (recruitment) system will be implemented, making completing the interview panel composition section mandatory.

	Recruitment Team, EDI Team
	Throughout 2021-22


	1. An evidence based understanding established of actual practice in relation to the requirement that all recruitment panels require a gender mix.

2. Action taken as needed to address instances of single gender recruitment panels.
	1. All recruitment panels have a gender mix.

	EDI are now actively monitoring recruitment panel composition and will report to GEAG on this in May 2022. Initial analysis (over 4 months) of 199 panels:

78% had both male and female representation (13% of panels were all female and 9% were all male).

32% had white and minority ethnic representation, 68% were white only.
 

January 2023 Update: 
Work is underway to review panel representation by gender and ethnicity between December 2021-September 2022. To report on at next GEAG meeting in May 2023. 




	Recruitment and Selection
	4. Investigate the feasibility of conducting a trial of anonymous shortlisting using the Eploy recruitment system. If there is capability, conduct a trial, incorporating a number of roles including Grade 10, academic and professional services.
	Recruitment Team
	May 2022
	1. Establish the feasibility of an anonymous shortlisting trial using Eploy.
2. If feasible, a completed trial of anonymous shortlisting across a number of roles during 2021/22 assessed for practicality, outcome and user experience. 
	1. Feasibility of anonymous recruitment established based on practicalities and user experience.

	Currently being trialled by Recruitment with a number of PS roles – feedback to be sort from recruitment June 2022.

January 2023 Update: 
Launched as a pilot with all central Professional Services on 8th August 2022 for a 6 month period. The next stages are to receive feedback from hiring managers and to assess candidate feedback and report on attainment by gender and ethnicity- at each stage of the recruitment process (Report to be developed in Feb 2022.) 
Provided the pilot is successful, the plan will be to roll this out to all Professional Services colleagues in the Colleges too. 

Background info: the application form is designed to mimic CV. Grade 10 PS staff are included provided they are not going through an executive search process. 


	Recruitment and Selection
	5. Include clear and strong positive action statements in all job adverts where there is an existing gender imbalance, either female or male, (and for ethnicity too where there is an underrepresentation of minority ethnic staff) in a school/department/job family. In particular, identifying current underrepresentation of women in STEM and senior positions. Standard positive action statements to be incorporated as templates into Eploy.
	All Recruiting Managers, Recruitment Team, EDI Team

	April 2022
	1. Positive action statements routinely included in job adverts where there is an under representation of either female or male (and minority ethnic) staff.
2. Recruiting managers become more familiar with the demographic data of the area they are recruiting to. 

	1. Effective use of positive action statements in job adverts resulting in an increased number of applications from female (and minority ethnic) applicants.



	Recruitment actively reviewed current wording in Feb/March 2022.


January 2023 update:
A standard worded template is included on all job adverts. Separately there are positive action templates to use when required. 
Next suggested steps are to review wording every 6 months. Recruitment team are sending the current standard wording for EDI Team to review 

EDI to explore one standard template for all adverts which captures positive action statement and discuss with Recruitment team at next update meeting.  

	Retention, Progression and Promotion
	6. All Colleges to incorporate consideration of the gender (and ethnicity) demographic of the relevant area as part of the review and shortlisting for academic promotion (to both Associate Professor and Professor).

. 
	Heads of College/ Chairs of Promotion Committees 
	February 2022
	1. The relevant college level demographic data will be provided for each Promotion Panel as part of the promotion process.
2. Heads of School/Dept. and Promotion Committees to become more familiar with the gender and ethnicity demographic of their staff population and their local gender pay gap. 
	1. Annual academic promotions’ shortlists that are at least as representative of the gender (and ethnicity) demographic of each pool being recruited from. 
2. Increase in the number of female (and minority ethnic) Associate Professors and Professors. 

	All College Committees receive relevant demographic data in relation to AP/P promotion and full breakdown over 5 years will be reviewed at the People, EDI and wellbeing Committee. A review of promotion is being led by DVC 2021/22.

Jan 2023 Update:
Relevant college level demographic data is provided for each Promotion Panel as part of the promotion process. 


	Retention, Progression and Promotion
	7. Develop diverse case studies of successful female (and minority ethnic) promotion and feature on dedicated SharePoint pages. Include a case study of the professorial promotion of a part-time female member of staff.
	HR Academic Promotion Lead, 
EDI Team
	March 2022
	1. Development of dedicated SharePoint pages for all information, support and guidance for female (and minority ethnic) staff applying for promotion.

2. Case studies of successful female (and minority ethnic) promotion completed and featured on dedicated SharePoint pages.
	1. Inspiring and meaningful promotion case studies. 
2. Increase in the number of female and minority ethnic staff promoted.



	NB and FM to add further case studies once current round is complete.

Promotion to Professor and Associate Professor (sharepoint.com)

Additional profiles added. 

January 2023 update: 
Updated ahead of the launch in September 2022.  Profiles added to include more representation from female and minority ethnic staff who were successfully promoted in the last round.  We will be expanding the case studies further when we launch the academic promotion for 23/24 in September 2023.

At present it is too early to track the increase from successful candidates as we won’t know the outcome until July 2023.  College Promotion Committees are reviewing applications early February.  Promotion workshops specifically aimed to encourage applications from female and minority ethnic staff with colleagues from these groups who have been successfully promoted attending to talk about their experiences and provide guidance to applicants

	Retention, Progression and Promotion
	8. Implement mentoring to support female (and minority ethnic) staff through the academic promotion processes, as well as continuing with both the female and minority ethnic staff promotion workshops. Also consider implementing reverse mentoring. 
	HR Academic Promotion Lead, Organisational Development
	May 2022
	1. Mentoring process in place for academic promotion to support female (and minority ethnic) staff.
2. Female (and minority ethnic) staff promotion workshops continue.
3. Full consideration given to reverse mentoring. 
	1. Supportive mentoring for academic promotion for female (and minority ethnic) staff.
2. An increase in successful applications for academic promotions of female (and minority ethnic) staff. 

	New Head of OD starting in June, meeting to be arranged to discuss this action. 

January 2022 update: 
Mentoring scheme is available and is promoted to staff members who are eligible to apply for promotion.  We are actively trying to extend the number of academic mentors we have in the Mentoring Academy as there has been demand for this provision.  We will be encouraging staff members who are successfully promoted in this cycle (outcome known in July 2022) to become mentors.

Discussions around the idea of ‘reverse mentoring’ still to be explored.  Priority however is to expand the pool of academic mentors available.


	Retention, Progression and Promotion
	9. Case study the School of Criminology (and other Schools where relevant) to identify and showcase positive actions steps taken that have resulted in a strong representation of female staff in senior and professorial positions through appointment, progression and promotion, and a very low school gender pay gap. Share this widely with School/Dept. leads.  

	EDI Team, School of Criminology
	June 2022
	1. Case study completed and shared as good practice, detailing positive action steps taken that have resulted in a strong representation of female staff in senior and professorial positions through appointment, progression and promotion and a very low school gender pay gap.
	1. Heads of School/Dept. become more aware of possible action steps to take to increase female representation in senior and professorial positions and influence a low school gender pay gap. 

	To be developed during 2021/22.

January 2023 update: 
Still to progress. EDI Team to pick up later this year as a priority. 






2008


Institutional Athena Swan Bronze Award 


2011


Institutional Athena Swan Bronze Award 


2013


Became a Stonewall Diversity Champion 


2014


2015


Institutional Athena Swan Bronze award


Stonewall WEI Submission - ranked 330th 


Stonewall WEI Submission- ranked 285th


2016


2017


2018


Disability Confident Scheme - Committed (Level 1)


Stonewall WEI Submission - ranked 278th 


Stonewall WEI Submission - ranked 44th


Institutional Athena Swan Silver Award 


2019


2020


Stonewall WEI Submission - ranked 72nd


Obtained Regional LGBT+ Inclusion Award


2022


Institutional Race Equality Charter Bronze Award 


Disability Confident Scheme - Employer (Level 2)



2024


Institutional Athena Swan Silver renewal application 


2025


Stonewall WEI application 


2026


Institutional Race Equality Charter Silver application 


Disability Confident Scheme - Leader (Level 3)


Key determinants of the gender pay gap at

the University include the absence of a gender
balance across job categories and through the
different pay grades.

Women are over represented in lower paid roles and
under represented in both higher paid roles and at
higher grades.

Women are also in the majority in professional
services roles and in occupying flexible modes of
employment (including part-time), and in the minority
in academic roles.

The graph below shows the number of employees
by pay rate per hour. This illustrates the impact of the
disproportionately large number of women in the
lower and middle pay bands on the University’s
gender pay gap.

Significant decrease in our
bonus gender pay gaps

The University has a mean bonus gender pay gap

of 29.4% and a median bonus gender pay gap of 55.9%.
This has decreased significantly from 2021 when the
mean was 62.4% and the median was 66.7%.

Employees by Pay Rate
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Clinical excellence awards influence the bonus gender
pay gap. These awards recognise and reward senior
academics whose work contributes to the continuous
improvement of NHS services. As such, they are
exclusive to universities that have medical schools.

Active initiatives

Sustainable change is needed to challenge occupational
segregation patterns and to close the sector’s gender
pay gaps. Change is required to organisational cultures,
to recruitment, pay and reward practices, to systems to
support diverse work-life patterns, and to progression
and development.

The University of Leicester has active initiatives in all of
these areas.

“The University of
Leicester is committed
to ensuring fair
treatment and reward
for all.”

] Female
O Male

31 34 37 40 43 46

Rounded Rate £/Hr
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We have a range of initiatives in place and we are taking targeted
action to close our gender pay gap and build an inclusive and fair
working environment.

[@X Attracting and retaining

the very best people

Offering competitive pay, and setting out our
approach to pay and reward in an open and
transparent way.

Reviewing our recruitment practices and
processes to ensure that they are equitable and
inclusive. Examples include - embedding the
University’s Inclusive Recruitment Toolkit, trialling
anonymous shortlisting and each department
completing a recruitment data health check.

Annually funding two Daphne Jackson
Fellowships at the University to support returners
to STEM research careers.

Ensuring that our WorkSmart agile working
approach retains inclusive practices to support
flexible working.

Nurturing and

—~=2 developing people

Reinforcing our transformational approach to
academic career progression and promotion,
created through the Leicester Academic Career Map.

Delivering our comprehensive suite of
development and leadership programmes,
which have gender equity and unconscious bias
awareness embedded throughout.

Furthering our commitment to women-only
leadership programmes with our own in-house
Women Leading with Purpose Programme.

Implementing mentoring to support women through
the academic promotion process.

10| UNIVERSITY OF LEICESTER

@ Valuing equity
%, éﬂ and diversity
Embedding Athena Swan principles and practices
across the University, as recognised by an Athena
Swan Institutional Silver Award.

Mandating all staff to complete both an Equality,
Diversity and Inclusion module and a Challenging
Unconscious Bias module.

Requiring all staff who sit on recruitment and
selection panels to additionally complete training
that specifically addresses gender bias in
recruitment and selection processes.

Offering networking and support opportunities
through our Women’s Forum and Carers and
Parents Network.

Celebrating and
recognising success

- Ensuring our approach to performance, reward,

recognition and promotion, for academic
and professional services is transparent,
understandable and fair.

- Completing a comprehensive review of our

academic promotion processes to identify and
remove systemic barriers to equity.

- Embedding evidence-based action in promotion

processes, including providing gender and
ethnicity demographic data to professorial
promotion panels.

- Reviewing our reward and recognition schemes

for academic and professional services staff.
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PROFESSOR HENRIETTA O'CONNOR

Our commitment

to closing the gap

We are committed to ensuring a fair, diverse and
inclusive working environment. Analysing and reporting
on our gender pay gap data annually is an important way
for us to track the progress we are making.

Closing the gender pay gap requires consistent and
sustained focus on recruitment and retention, pay
transparency, flexible working and parental leave, which
are things we have already made great progress with.

This year, we are reporting a significant reduction in our
mean and median bonus gender pay gaps. It is
disappointing, therefore, that we have seen a slight
increase in our gender pay gap in 2022. This increase is
primarily the result of staff growth and, in particular,
significant changes in the distribution of women and
men across the organisation with more women entering
lower paid roles.

We must now drive forward with the targeted action for
change, identified by the cross university Gender Pay
Gap Working Group, in relation to recruitment, reward,
and progression to ensure fairness and to close our

gender pay gap.
Professor Henrietta O’Connor

Chair of the University Equality, Diversity
and Inclusion Committee

Pro Vice-Chancellor and Head of the
College of Social Sciences, Arts and Humanities

“We must now drive
forward with the targeted
action for change.”

GENDER PAY GAP 2022 |11
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College

Yes % No %

Life Sciences

45 45.00% 55 55.00%

Science and 

Engineering

19 38.80% 30 61.20%

CSSAH

21 52.50% 19 47.50%

Professional 

Services

56 67.50% 27 32.50%

Suitable for Job Share
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College  Job Share  -   Yes  Job Share  -   No  

Life Sciences  54.40%  45.60%  

Science and  Engineering  59%  41%  

CSSAH  52.90%  47.10%  

Professional  Services  79.20%  20.80%  
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   Description  Baseline Data    2020/21  2021/22  2021/22 Target    

Access    Increase in recruitment of mature students    6.8%     8.8%  7.6%  8.9%       

Increase in recruitment of BAME LPN students    11.1%     14.2%  17.4%  13%       

Increase in recruitment of Q1 students      9.2%     9.8%  11.4%  11%       

Increased proportion of RO participants who enter  RI HEI    42%    No new data  released yet    No new data  released yet    51%       

Success    Reduction in the  continuation gap between black  and white students      1%         No new data  released yet    No new data  released yet    3%       

Reduction in the continuation gap between mature  and young students    7%     No new data  released yet    No new data  released yet    5.8%       

Reduction in the attainment gap between black and  white students      19%    18.9%  14%  16%       

Reduction in the attainment gap between disabled  students with a declared mental health condition  and students without a disability      11%     - 2.9%  2.1%  7.8%       

Reduction in the attainment gap between IMD Q1/2  and IMD Q3/4/5 students  (used IMD 2019)    7.5%         6%  9%  6%       

Progression    Reduction in the gap in progression for Q1/2  students      3%        No new data  released yet    No new data  released yet    2.7%       

Reduction in the gap in progression for disabled  students with a mental health condition      2%     No new data  released yet    No new data  released yet    7.5%       

 


image5.emf
Age  Leicester   2021/22  #  Leicester   2020/21  #  Leicester   2019/20  #  Leicester   2018/19  #  Leicester   2017/18  #  

17   and   Under  0.7%  128  0.8%  138  1.0%  188  0.8%  139  0.1%  13  

18 - 21  55.9%  10382  62.2%  10121  59.4%  10822  61.5%  11177  58.1%  11128  

22 - 29  28.6%  5316  21.9%  3567  23.9%  4356  22.0%  3993  23.3%  4465  

30 - 39  9.0%  1679  8.8%  1424  9.1%  1655  9.3%  1696  10.7%  2045  

40 - 49  3.8%  712  4.3%  703  4.5%  828  4.6%  835  5.6%  1066  

50 - 59  1.5%  276  1.5%  243  1.6%  288  1.5%  264  1.7%  333  

60 - 69  0.4%  65  0.4%  58  0.4%  65  0.3.%  62  0.4%  85  

70   and   Over  0.1%  10  0.0%  6  0.1%  10  0.0%  8  0.1%  14  

Total  100%  18568  100%  16260  100%  18212  100%  18174  100%  19149  
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Age  UK   2020/21  Leicester   2023  #  Leicester   2022  #  Leicester   2021  #  Leicester   2020  #  Leicester   2019  #  

25   and  Under  5.0%  4.5%  186  4.6%  172  3.5%  131  5.0%  194  5.8%  224  

26 - 30  10.4%  9.1%  373  9.5%  354  9.8%  370  10.3%  397  10.5%  405  

31 - 35  13.8%  12.4%  508  12.8%  473  13.2%  500  13.4%  516  13.9%  537  

36 - 40  14.3%  14.1%  578  14.0%  519  14.6%  554  14.3%  551  14.5%  558  

41 - 45  12.8%  13.4%  549  13.8%  513  13.6%  515  13.2%  511  12.8%  495  

46 - 50  12.4%  12.1%  495  12.2%  452  12.6%  477  12.6%  487  12.6%  484  

51 - 55  12.2%  11.6%  476  13.3%  494  13.2%  500  13.0%  503  12.8%  492  

56 - 60  10.3%  11.4%  466  10.8%  400  10.6%  403  10.5%  404  10.0%  387  

61 - 65  5.9%  8.4%  344  6.2%  230  6.3%  240  5.8%  223  5.2%  199  

66   and  Over  2.9%  2.8%  113  2.7%  101  2.5%  96  1.9%  75  1.9%  74  

Total  100%  100%  4088  100%  3708  100%  3786  100%  3861  100%  3855  
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Disability  Leicester   2021/22  #  Leicester   2020/21  #  Leicester   2019/20  #  Leicester   2018/19  #  Leicester   2017/18  #  

Declared   a   disability  10.2%  1896  10.5%  1713  9.7%  1761  9.2%  1679  9.6%  1830  

None  declared  88.8%  16489  88.4%  14373  89.4%  16283  90.0%  16358  89.5%  17137  

Unknown  1.0%  183  1.1%  174  0.9%  168  0.8%  137  1.0%  182  

Total  100%  18568  100%  16260  100%  18212  100%  18174  100%  19149  
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Disability  UK   2020/21  Leicester   2023  #  Leicester   2022  #  Leicester   2021  #  Leicester   2020  #  Leicester   2019  #  

Declared a   disability  6.4%  6.8%  278  6.4%  236  5.7%  216  5.5%  213  5.3%  203  

None   declared  93.6%  93.2%  3472  93.6%  3472  94.3%  3570  94.5%  3648  94.7%  3652  

Total  100%  100%  3750  100%  3708  100%  3786  100%  3861  100%  3855  
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Ethnic   Origin  Leicester   2021/22  #  Leicester   2020/21  #  Leicester   2019/20  #  Leicester   2018/19  #  Leicester   2017/18  #  

Minority   Ethnic  60.2%  11170  52.1%  8469  52.8%  9613  50.6%  9201  49.0%  9382  

White  36.8%  6829  44.5%  7237  43.8%  7972  45.8%  8325  47.2%  9040  

Not   declared  3.0%  569  3.4%  554  3.5%  627  3.6%  648  3.8%  727  

Total  100%  18568  100%  16260  100%  18212  100%  18174  100%  19149  
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Ethnic   Origin  UK   2020/21  Leicester   2023  #  Leicester   2022  #  Leicester   2021  #  Leicester   2020  #  Leciester   2019  #  

Minority   Ethnic  14.6%  26.1%  1067  22.6%  838  20.0%  756  18.0%  695  16.6%  641  

White  78.0%  67.2%  2746  69.0%  2557  70.0%  2650  69.1%  2669  70.3%  2710  

Not   declared  7.4%  6.7%  275  8.4%  313  10.0%  380  12.9%  497  13.1%  504  

Total  100%  100%  4088  100%  3708  100%  3786  100%  3861  100%  3855  
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Ethnic   Origin  Leicester   2021/22  #  Leicester   2020/21  #  Leicester   2019/20  #  

Asian   or   Asian   British  40.1%  7438  31.2%  5069  33.2%  6054  

Black   or   Black   British  12.1%  2247  12.7%  2073  11.9%  2164  

White  36.8%  6829  44.5%  7237  43.8%  7972  

Other   and   mixed  8.0%  1485  8.2%  1327  7.7%  1395  

Not   declared  3.0%  569  3.4%  554  3.5%  627  

Total  100%  18568  100%  16260  100%  18212  
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Ethnic   Origin  UK   2020/21  Leicester   2023  #  Leicester   2022  #  Leicester   2021  #  Leicester   2020  #  Leicester   2019  #  

Asian   or   Asian   British  8.0%  18.3%  748  16.4%  609  14.3%  543  13.0%  501  12.2%  471  

Black   or   Black  British  2.6%  3.4%  140  2.4%  88  2.1%  78  1.7%  67  1.5%  57  

White  78.0%  67.2%  2746  69.0%  2557  70.0%  2650  69.1%  2669  70.3%  2710  

Other   and   mixed  3.9%  4.4%  179  3.8%  141  3.6%  135  3.3%  127  2.9%  113  

Not   declared  7.4%  6.7%  275  8.4%  313  10.0%  380  12.9%  497  13.1%  504  

Total  100%  100%  4088  100%  3708  100%  3786  100%  3861  100%  3855  
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Ethnic   Origin  Leicester   2021/22  #  Leicester   2020/21  #  Leicester   2019/20  #  

Arab  5.1%  565  5.6%  473  5.5%  526  

Asian   or   Asian   British   -   Bangladeshi  2.5%  284  2.7%  230  2.2%  215  

Asian   or   Asian   British   -   Indian  38.2%  4264  27.5%  2329  20.4%  1958  

Asian   or   Asian   British   -   Pakistani  7.6%  845  8.3%  699  6.4%  615  

Black   or   Black   British   -   African  16.0%  1792  19.0%  1610  17.0%  1635  

Black   or   Black   British   -   Caribbean  2.6%  293  3.8%  322  3.9%  373  

Chinese  11.5%  1287  13.6%  1150  26.7%  2568  

Gypsy   or   Traveller  0.0%  <5  -  -  -  -  

Irish   Traveller  0.0%  <5  -  -  -  -  

Mixed   -   White   and   Asian  1.9%  214  2.7%  227  2.3%  224  

Mixed   -   White   and   Black   African  0.8%  90  0.9%  80  0.9%  90  

Mixed   -   White   and   Black   Caribbean  1.4%  151  1.7%  146  1.7%  164  

Other   Asian   background  6.8%  758  7.8%  661  7.3%  698  

Other   Black   background  1.5%  162  1.7%  141  1.6%  156  

Other   ethnic   background  1.7%  195  2.0%  168  1.5%  149  

Other   mixed   background  2.4%  268  2.8%  233  2.5%  242  

Minority   Ethnic   Only  100%  11168  100%  8469  100%  9613  
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Religion   or   Belief  Leicester   2021/22  #  Leicester   2020/21  #  Leicester   2019/20  #  Leicester   2018/19  #  Leicester   2017/18  #  

Buddhist  1.0%  194  0.9%  139  1.1%  200  1.0%  186  1.0%  182  

Christian  25.0%  4650  27.8%  4522  26.8%  4874  28.1%  5114  25.8%  4940  

Hindu  13.9%  2585  7.6%  1234  5.2%  954  4.9%  897  4.0%  771  

Jewish  0.3%  49  0.3%  48  0.3%  52  0.3%  51  0.3%  54  

Muslim  16.0%  2970  14.4%  2345  12.2%  2229  11.6%  2105  10.1%  1931  

Sikh  4.1%  754  3.5%  573  3.0%  543  3.1%  555  2.7%  510  

Spiritual  0.8%  152  0.9%  151  0.9%  158  0.9%  163  0.9%  169  

Any   other   religion   or   belief  0.7%  131  0.8%  123  0.7%  123  0.7%  125  0.6%  119  

No   religion  32.2%  5979  37.6%  6112  42.6%  7753  40.1%  7282  39.5%  7571  

Information   refused  5.7%  1060  5.9%  956  6.2%  1129  6.3%  1149  6.4%  1229  

Unknown  0.2%  44  0.4%  57  1.1%  197  3.0%  547  8.7%  1673  

Grand   Total  100%  18568  100%  16260  100%  18212  100%  18174  100%  19149  
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Religion   or   Belief  Leicester   2023  #  Leicester   2022  #  Leicester   2021  #  Leicester   2020  #  Leicester   2019  #  

Buddhist  0.7%  28  0.6%  22  0.5%  19  0.3%  13  0.4%  15  

Christian  22.8%  931  22.1%  820  20.7%  784  19.2%  741  18.8%  723  

Hindu  5.0%  206  5.0%  185  4.4%  166  3.8%  145  3.3%  127  

Jewish  0.3%  11  0.2%  <10  0.2%  <10  0.2%  <10  0.2%  <10  

Muslim  6.0%  245  4.5%  166  3.6%  137  3.2%  125  2.7%  104  

Sikh  1.7%  69  1.4%  52  1.2%  47  1.2%  45  1.1%  42  

Spiritual  0.7%  29  0.7%  26  0.7%  26  0.6%  24  0.5%  20  

Any   other   religion   or   belief  1.7%  68  1.5%  56  1.5%  57  1.3%  50  1.1%  44  

No   religion  35.1%  1436  32.2%  1194  30.6%  1158  27.0%  1042  24.7%  951  

Prefer   not   to   say  26.1%  1065  31.8%  1178  36.6%  1384  43.2%  1668  47.3%  1823  

Grand   Total  100%  4088  100%  3708  100%  3786  100%  3861  100%  3855  
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Staff by Declared Religion or Belief
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Sex  Leicester   2021/22  #  Leicester   2020/21  #  Leicester   2019/20  #  Leicester   2018/19  #  Leicester   2017/18  #  

Male  48.5%  8998  46.3%  7521  46.6%  8484  46.9%  8517  48.0%  9185  

Female  51.5%  9570  53.7%  8739  53.4%  9728  53.1%  9657  52.0%  9964  

Total  100%  18568  100%  16260  100%  18212  100%  18174  100%  19149  
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Sex  UK   2020/21  Leicester   2023  #  Leicester   2022  #  Leicester   2021  #  Leicester   2020  #  Leicester   2019  #  

Male  45.2%  44.6%  1823  45.8%  1699  47.1%  1784  46.4%  1791  47.2%  1819  

Female  54.7%  55.4%  2265  54.2%  2009  52.9%  2002  53.6%  2070  52.8%  2036  

Other  0.2%  -  -  -  -  -  -  -  -  -  -  

Total  100%  100%  4088  100%  3708  100%  3786  100%  3861  100%  3855  
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Sexual   Orientation  Leicester   2021/22  #  Leicester   2020/21  #  Leicester   2019/20  #  Leicester   2018/19  #  Leicester   2017/18  #  

LGB+  9.2%  1703  7.4%  1198  6.5%  1191  5.8%  1054  5.6%  1071  

Heterosexual/straight  78.8%  14637  82.0%  13326  80.8%  14710  80.3%  14586  74.8%  14332  

Information   refused  11.8%  2182  10.3%  1677  11.6%  2106  10.7%  1941  10.2%  1959  

Not   declared  0.2%  46  0.4%  59  1.1%  205  3.3%  593  9.3%  1787  

Total  100%  18568  100%  16260  100%  18212  100%  18174  100%  19149  
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  Sexual   Orientation  Leicester   2023    #  Leicester   2022    #  Leicester   2021    #  Leicester   2020    #  Leicester   2019    #  

LGB+  5.4%  221  4.6%  172  4.0%  152  3.7%  144  3.3%  127  

Heterosexual/straight  65.8%  2688  60.4%  2238  56.0%  2120  48.7%  1882  45.1%  1739  

Not   declared  28.8%  1179  35.0%  1298  40.0%  1514  47.5%  1835  51.6%  1989  

Total  100%  4088  100%  3708  100%  3786  100%  3861  100%  3855  
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UoL Students by Sexual Orientation
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Staff by Declared Sexual Orientation
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Sexual   Orientation  Leicester   2023  #  Leicester   2022  #  Leicester   2021  #  Leicester   2020  #  Leicester   2019  #  

Bisexual  2.4%  100  1.6%  61  1.1%  43  1.2%  45  1.0%  38  

Gay   man  1.2%  48  1.2%  43  1.2%  45  1.1%  44  1.1%  44  

Gay   woman/lesbian  0.9%  36  0.8%  30  0.9%  33  0.8%  30  0.7%  28  

Heterosexual/straight  65.8%  2688  60.4%  2238  56.0%  2120  48.7%  1882  45.1%  1739  

Other  0.9%  37  1.0%  38  0.8%  31  0.6%  25  0.4%  17  

Prefer   not   to   say  28.8%  1179  35.0%  1298  40.0%  1514  47.5%  1835  51.6%  1989  

Grand   Total  100%  4088  100%  3708  100%  3786  100%  3861  100%  3855  
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Staff by Declared Sexual Orientation
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“Since 2017 the University of Leicester has
seen an overall reduction of 3 percentage
points in its mean gender pay gap and a
reduction of 4.1 percentage points in its
median gender pay gap.”
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HIUUUUGLLIVIN

Introduction

At the University of Leicester we are committed to
inclusivity and ensuring equity of opportunity to
enable all of our staff and students to flourish in an
inclusive and respectful environment.

As an employer of more than 250 people,
we are required by UK law to publish

our gender pay gap information, both

on the Government’s Gender Pay Gap
Service and on our own website.

This report details the University of
Leicester’s 2022 gender pay gap and the
actions that we are taking to close this gap.

The gender pay gap is the difference
between the average hourly rate of pay of
female and male employees, expressed as
a percentage.

The gender pay gap is different to equal
pay. Equal pay relates to female and male
employees receiving equal pay for work of
equal value. Since the 1970s, UK law has

IntradiiAatiAan

prohibited paying different amounts to men
and women who do work of equal value.

The University of Leicester, like other
universities, has a significant gender pay
gap. Meaningful, sustainable change will
take time, but we remain committed to
closing our gender pay gap and are
continuing to take evidence-based
targeted action to make this happen.

The data used in this report to calculate
the University’s gender pay gap comes
from a snapshot of employee data taken on
the census date of 31 March 2022. On this
date, there were 5,069 employees in
scope: 57.2% female employees and
42.8% male employees.
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“The gender pay gap is
the difference between
women’s and men’s
average earnings.”
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The gender pay gap regulations require us
to report on our gender pay gap using the
following metrics:

Both the mean and the median calculations are
used because they are complementary metrics, and
illustrate aspects of the distribution of pay across
an organisation.

The median is the midpoint of the range of salaries
received, expressed as an hourly rate of pay.

The mean is the overall average of all salaries, also
expressed as an hourly rate of pay.

In this report, where the pay gap is in favour of men, it is
expressed as a percentage (e.g. 12%) and where the
gap is in favour of women, it is expressed as a negative
percentage (e.g. -10%).

Metrics used for measuring
the gender pay gap

1. The mean and median gender pay gap, based on an
hourly rate of pay.

2. The mean and median gender bonus gaps, and the
proportion of men and women receiving bonuses.

3. The proportion of men and women in each quartile of
the University’s pay structure.

!\,
T

Equal pay

Means that men and women in the same
employment performing equal work must receive
equal pay (Equal Pay Act 1970).

Gender pay gap

The difference between women’s and men’s
average earnings across an organisation or
labour market.

GENDER PAY GAP 2022 |5
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Our gender pay gap

The University’s mean gender pay gap is 21.1% and its
median gender pay gap is 18.6%, a slight increase from
2021, when the mean gap was 20.0% and the median
was 16.0%. Whilst this represents a relatively small
increase, and we do expect some fluctuation in gender
pay gap figures, we are committed to ensuring that the
overall progress we have made since 2017, decreasing
our mean gender pay gap by 3 percentage points and
the median by 4.1, continues.

This increase is influenced by staff growth (455 more

staff in 2022) with significant changes in the distribution

Mean Gender Pay gap

211%

of women and men employees across all pay
quartiles, but particularly with more women in lower
paid roles.

The University’s mean and median pay gaps are
higher than the higher education sector gender pay
gap calculated by Advance HE*, which reports a mean
gender pay gap in 2020/21 of 14.8% and a median
gender pay gap of 8.5%. The median gender pay gap
for all employees in the UK in 2022, based on the
Annual Survey of Hours and Earnings, is calculated by
the Office for National Statistics at 14.9%**.

Median Gender Pay Gap

18.6%

1. The mean and median gender pay gap based on an hourly

rate of pay
MEAN GENDER PAY GAP TOTAL NUMBER OF STAFF MEDIAN GENDER PAY GAP
211% 5,069 18.6%
£21.41
£18.12
£16.90 2168 £14.75
2,901
M Female M Male

Female Male

Female Male

* page 232 in: Advance HE Equality in higher education - staff statistical report 2022_1668613411.pdf

**source Figure 1in: Gender pay gap in the UK - Office for National Statistics (ons.gov.uk)
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2. The mean and median bonus pay gap, and the proportions of
women and men receiving a bonus payment

PROPORTION OF FEMALE MEAN GENDER MEDIAN GENDER BONUS GAP
AND MALE EMPLOYEES BONUS GAP 55.9%
RECEIVING A BONUS 29.4%
1.6%
i I I I
Female Male Female Male Female Male

3. The number of women and men in each hourly rate
quartile pay band

795
719
548 528
472
409 I

Female Male Female Male | Female Male | Female Male

Quartile 1 | Quartile 2 | Quartile 3 | Quartile 4

859
739

Lowest paid quartile » Highest paid quartile
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