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Glossary of Abbreviations and Acronyms Used in Application

AP Associate Professor

APP Access and Participation Plan

BAME Black, Asian and minority ethnic

BHM Black History Month

BMA British Medical Association

CEHR Centre for Ethnic Health Research

CLS College of Life Sciences

Cs Corporate Services Division

CSE College of Science and Engineering

CSSAH College of Social Sciences, Arts and Humanities
DC Doctoral College

DICE Unit for Diversity, Inclusion and Community Engagement
ECS Estates and Campus Services

ECR Early career researcher

EDI Equality, diversity and inclusion

EDIC EDI Committee

EIA Equality impact assessment

FLP Future Leaders’ Programme

FPE Full person equivalent

FT Full-time

FTC Fixed term contract

GTA Graduate Teaching Assistant

HESA Higher Education Statistical Agency

HR Human Resources

HyPIR History, Politics and International Relations
ITS Information Technology Services

LA Leicester Award

LACM Leicester Academic Career Map

LGBT+ Lesbian, gay, bisexual, transgender+

LIIHE Leicester Institute for Inclusivity in Higher Education
LLI Leicester Learning Institute

NSS National Student Survey

oD Organisational Development

OEC Open ended contract

PDD Performance Development Discussion

PG Postgraduate

PGR Postgraduate research student

PNTS Prefer not to say

PS Professional Services

PT Part-time

REAG Race Equality Action Group

REC Race Equality Charter

REF Research Excellence Framework

SAT Self-Assessment Team

SLT Senior Leadership Team

SuU Students’ Union

TASO Transforming Access and Students Outcomes in Higher Education (TASO)




UEB University Executive Board
UG Undergraduate
ULAS University of Leicester Archaeological Services
uLsB University of Leicester School of Business
UoL University of Leicester
UUK Universities UK
VC Vice-Chancellor
VLP Vital Leadership Programme
WLP Women Leading with Purpose
Data Note

The staff data throughout this submission is based on:

e Full Person Equivalent (FPE) and looks at how much of the (whole) person's time is engaged
in a particular activity — HESA Definition.

e Excludes data relating to non-disclosure, although non-disclosure rates are highlighted
initially.

e The 3 years of data is based on the academic years 2018/2019, 2019/2020, 2020/2021,
unless specified otherwise.

e Unless specified otherwise, figures relate to UK and non-UK staff groups.

Terminology Note

The University of Leicester has agreed race terminology and uses the term ‘minority ethnic’ when
referring to ethnic groups other than white and uses the term ‘Black, Asian and minority ethnic’
(BAME) only for data and reporting purposes. To avoid confusion and for consistency, BAME has
been used throughout this submission because of its heavy data component and all ethnic groups
have been capitalised, including ‘White’.



|0



Governing Board also sits on the Committee to ensure that race, and all other forms of equality, are
understood and regularly discussed at the most senior levels of the University.

Demonstrating the effectiveness of our EDI governance, key actions we have taken to date to
advance race equality led by the Race Equality Action Group, the EDI Team (4.94 FTE) and Student
Education Equality, Diversity and Inclusion Team (3 FTE) include:

e The establishment in 2021 of the Leicester Institute for Inclusion in Higher Education, which
will help ensure we become a leader in transformational higher education, underpinned by
rigorous research and informed by best practices across the sector.

e Dedicated scholarships in place for minority ethnic students, including at Postgraduate
Research level.

e Development of a very strong institutional 5-year Access and Participation Plan that has race
equality at its heart.

e A comprehensive, external Advance HE led assessment of our recruitment processes and
aligned Inclusive Recruitment Toolkit.

We recognise there is more to do, and we are determined to understand and address structural and
institutional barriers to success experienced by members of our university community.

Through oversight and robust monitoring of progress against the objectives of the REC action plan,
the Executive Board will ensure successful delivery of the actions via a number of mechanisms. First,
progress against the REC Action Plan will be reported at each EDI Committee meeting (3 times a
year) by the REAG Chair. Second, EDIC is chaired by the Vice-Chancellor and other Executive Board
members include the PVC and Head of College for CSSAH (Deputy Chair), the PVC for Education and
the Registrar and Secretary. Finally, both the PVC for Education and the Registrar and Secretary are
also members of REAG as the REC SAT. In addition, the annual EDI Report to Council goes first to
Executive Board and includes details of race equality progress and charter activity (Action 2.2).

| am committed to leading an inclusive University that enables all students and staff to thrive, is
committed to addressing all barriers to race equality and is actively anti-racist. As one of the few
vice-chancellors from the minority (ethnic) communities, | feel strongly that this should be one of my
highest priorities. | have witnessed the transformative power of education to bring about change,
and which is a mission for Leicester, being as true today as it was when we were founded a century
ago.

Regards

Professor Nishan Canagarajah
President & Vice-Chancellor



As Deputy Vice-Chancellor (Professional Services) and Pro Vice-Chancellors and Heads of College,
we are delighted to fully endorse this application. We recognise and commend our institutional
commitment to race equality and our personal commitment to it is unwavering. We are committed
to providing a supportive and inclusive working culture for all staff and students, and recognise this
as a high priority, ongoing programme of work, with assigned senior leadership. As Heads of
College, we value our ethnically diverse student population, but know that only by addressing our
awarding and satisfaction gaps, and fully understanding and removing the barriers that exist for the
career progression of our staff (particularly those at the intersection of race and gender), can all our
students and staff truly thrive. We are determined to actively engage in the delivery of the action
plan.

S |
Pro Vice-Chancellor, Head of the College of Life Sciences (CLS) and Dean of Medicine

There are a number of key race equality priorities in CLS that |, and the College Leadership Team,
are committed to delivering. These include closing the ethnicity awarding and student satisfaction
gaps and, linked to these, the recruitment and retention of a more ethnically diverse staff body,
especially Black staff, We are working in partnership with our students to diversify and decolonise
our curriculum and are implementing the BMA Charter for Medical Schools to Prevent and address
Racial Harassment. Two key College Groups will help us deliver against the commitments of the
BMA Charter and broader race equity, these are our CLS Race and Ethnicity Working Group and
MedRACE Group, which is a student driven Medical School Group.

We are also committed to ensuring that our College leadership is informed by diverse voices and so
our recently established Mirror Leadership Team will help ensure leadership of the college is
informed by our diverse college community.

We recognise specific challenges in CLS for clinical staff from minority ethnic groups, and will work
closely with NHS colleagues to tackle these. We embed race equality within the College’s research
activity, exemplified by investment in our Centre for Ethnic Health Research and the recent
partnership of the Leicester Cancer Research Centre with Sabras Radio Station, to facilitate multi-
language cancer messaging across local Asian communities across Leicester and beyond.

Our investment at college level in delivering against these, and our broader race equity work,
includes the Centre for Ethnic Health Research, with its focus on addressing ethnicity related health
inequity. To support our race equality work across the College, a Grade 10, Professor of Equality,
Diversity and Inclusion leads a CLS EDI Team with a 1.0FTE EDI Project Coordinator and 0.5FTE EDI
Officer.

Pro Vice-Chancellor, Head of College of Science and Engineering (CSE)

We are committed in the College of Science and Engineering to deliver the University's race
equality priorities, as detailed in the Charter's Action Plan. Our key priorities at College level
include (1) addressing the ethnicity awarding gap and improving the progression of minority
ethnic students, currently, minority ethnic UG students in CSE are the least likely to progress
of all 3 colleges; (2) decolonising our curriculum, this will initially be through raising
awareness and defining what this means in the context of science and engineering, with



actions identified for each individual School within the College and; (3) increase the ethnic
diversity of College staff.

We are taking a long-term structural view to addressing racial disadvantage and advancing
race equality. As part of this we are instigating a series of "Listening Events” across the
College, based on a model successfully trialled by the School of Geography, Geology and
Environment in the 2020/21 academic year, We are also reverse mentoring, to help build
trust between our students and staff, and to inform the latter of contemporary challenges
faced by students, Schools are actively engaging with the University of Leicester Institute for
Inclusivity in HE, for example || is 'e2ding a dedicated half-day session for
Engineering’s Education Awayday directly addressing the awarding gap and improving the
progression of minority ethnic students.

Schools within CSE are seeking to foster culture change through these top-down approaches
and through bottom-up activities. There are a number of examples of bottom-up initiatives,
In Computing and Mathematical Sciences, ‘Assessment Unpacking’ has been introduced by
building on Advance HE's research, to increase inclusivity and outcomes of student
assessment and reduce the students’ anxiety. This initiative delivered an 8.5% increase in
grades, a 50% reduction in queries from students and increased the clarity of marking
criteria (as evidenced in student feedback) and was shared at a University Senior Leadership
Team. Postgraduate-led student events in Physics and Astronomy were held to raise
awareness around Black Lives Matter. These led to postgraduates in other Schools within the
College using the format for similar events. An EDI seminar series was introduced by the
Physics and Astronomy EDI team in 2021 and recently invited Mark Richards (ICL) to give a
talk on "Representation in Physics: A black ademic perspective”. Invited speakers are paid in
recognition of the demands on black colleagues’ time,

We are actively working to increase the ethnic diversity of College staff. A working group
drawn from the College’s EDI Committee was created in 2022 and has considered how we
can change our recruitment and assessment policy with a focus on barriers at the
intersection of race and gender. The Group’s initial 13 recommendations will be
implemented during the 2022/23 academic year and include:
e A mandate that shortlisting and assessment panels will be diverse with respect to gender
and race,
e The provision of guidance (including examples) on the completion of the application form
and personal statement,
¢ Real-time tracking of gender and race profiles of the candidate pool at each stage of the
recruitment process with action taken where the profile changes substantially.
Key interview questions sent in advance to all candidates.
Students, reflecting the diversity of student population, to be involved in assessment
processes.

Our investment at College level in delivering against broader race equity work, includes the
establishing of a new post at Grade 10 — Deputy Head of College who will lead the EDI
portfolio across the College, including overseeing college specific actions in the REC action

plan.

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



| have a demonstrable personal commitment to EDI and a track-record of working
strategically to initiate change and embed meaningful and measurable EDI actions. | am
also Deputy Chair of the University’s EDI Committee.

Since becoming Head of College in 2018, | have worked hard to embed race equality in to
everything that we do across the College. A key strategic priority for us is to support
emergent leading research talent and recognising current inequalities and barriers to
progression in research careers. In Spring 2020 we initiated and launched a CSSAH BAME
PGR scholarship scheme to begin to tackle the lack of ethnic diversity amongst the PGR
community. The programme, an annual investment of £300,000, is unique in the sector as
the scheme includes a pathway from Master’s level scholarships for minority ethnic students
followed by an employment opportunity on completion of the PhD with the ultimate aim of
diversifying the staff base in a range of disciplines. We have also allocated £14,000 for a
scoping research study into ‘BAME students’ access and transition into PGR studies:
Experiences and insights from students and staff in CSSAH at the University of Leicester.

As a college, we are committed to the University’s race equality priorities, outlined in the
REC action plan and in the REAG’s annual equality objectives, including closing the ethnicity
awarding gap. In our College strategic planning, | have made all Heads of School accountable
for the awarding gap in their school, requiring planning and reporting against these gaps. |
also recently organised a full day event for CSSAH staff focused on the eliminating the
awarding gap and focusing attention on the student experience for our minority ethnic
students and we will hold further events such as this in the College.

The new Leicester Institute for Inclusivity in HE is based in and funded by CSSAH. The
Institute’s priorities over the next 2 years are to lead deep change across the University to
eliminate the ethnicity awarding gap. The investment in this institute includes a Grade 10,
0.6FTE Director and Grade 7, 0.2 Operations Manager and they are supported by the Student
Education EDI Team (that sits in Student and Academic Services). This Team has a resource
of Grade 9, 0.2FTE Head of Educations Services, Grade 8, 1FTE Student and Education
Manager, Grade 7, 1FTE Project Manager and Grade 6, 1 FTE Adviser to support the

Institute,

A £75,000 non-pay budget is also allocated to the Institute. The Director of the Institute is
also leading on the University’s decolonising the curriculum activity, and the decolonising
toolkit and workshops will be rolled out across the University. Alongside this, our centre for
Diversity, Inclusion and Community Engagement, will continue to facilitate links with local

and national partners such as Sporting Equals and hold public engagement events inviting
speakers such as ﬂ to raise awareness of issues relating to race equality.

Our commitment to delivering against the University’s priorities in the REC action plan at
College level, will be further supported by our College EDI Lead Grade 10, who chairs our
College EDI Committee,

Deputy Vice-Chancellor (Professional Services)

As the newly appointed Deputy Vice-Chancellor (Professional Services), my remit includes
providing strong institution-wide leadership for the delivery of the University’s strategy and
planning activities in relation to professional services staff. Within this, | see a responsibility



to ensure that the University is inclusive and fair in its employment, education and all other
support services that it provides.

| am personally committed to delivering, and enabling the University to deliver, in line with
the actions that we have identified in the REC Action Plan, and to redressing structures,
processes and cultures that disadvantage minority ethnic members of our community.

There are a number of clear priority actions for the Professional Service divisions from the
analysis and action plan completed for the University’s REC submission. We will improve our
information gathering to understand and respond to the changing experiences of minority
ethnic staff, including through analysis of our all staff and REC surveys, improving processes
for gathering information about staff exit, grievance and disciplinary processes, and
improving the staff disclosure rates for ethnicity. A further clear priority for us is to ensure a
more ethnically diverse staff body at the University, including through the embedding of the
Inclusive Recruitment Toolkit and conducting a full trial of anonymous recruitment across all
professional service areas.

To deliver our REC action plan will require commitment and action from all professional
services divisions. Dedicated resource to support this work centrally will continue to come
from the EDI Team based in the Division of HR, led by the Associate Director of EDI (Grade
10, 1 FTE) with 3 Grade 8 EDI Managers, including a Head of EDI Charters (2.4 FTE), 1 EDI
Coordinator (Grade 6, 0.6FTE) and 1 EDI Administrator (Grade 5, 1 FTE). The Head of EDI
Charters will project manage the REC plan and the Team have a non-pay budget of £55K.
Further resource comes from the EDI Lead for PS Services, who chairs the PS EDI Committee,
along with the Diversity Champions in each PS Division.
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2 The Self-Assessment Process

2a Description of the Self-Assessment Team

The description of the self-assessment team (SAT) should include:

° team members, their role within the institution and the SAT, their faculty/department, grade and
ethnicity

° how people were nominated or volunteered for the role and how any time involved in being a
member of the team is included in any workload allocation or equivalent

o how each faculty and relevant central departments are involved and included

At the University of Leicester (UolL), the Race Equality Action Group (REAG), leads on informing
strategic priorities, and overseeing aligned activities, to advance race equality. As the membership of
REAG is representative of key areas across the University, comprising those able to effect change,
those with academic and operational expertise and is diverse in its intersectional characteristics, in
2018 it was considered effective to also function as the Race Equality Charter (REC) Self-Assessment
Team (SAT).

The SAT comprises 14 members (8 BAME, 6 White) who range across disciplines, grades, working
patterns, academic and professional service (PS) staff, protected characteristics and career stages
(Table 2.1). It is chaired by ||} . Director of the Leicester Institute for Inclusivity in
Higher Education (LIIHE) and a leading academic in the field of racial inequalities in education, sport,
and society. Further senior University leadership is represented on the SAT by the Pro Vice-
Chancellor for Education and the Registrar and Secretary, both of whom are University Executive
Board (UEB) members. 5 members of the SAT also sit on the University’s Equality, Diversity and
Inclusion Committee (EDIC), chaired by the Vice-Chancellor, giving a vital link to University Council.

Membership of the SAT was determined through a combination of targeted invitations and, an open
invitation to interested staff and students. In 2018, the EDI Team attended the Fresher’s Fayre to
recruit student volunteers for the REC SAT (REAG) (see Figure 1). Since the formation of the SAT,
there have been two student members, however at the time of submission those students were not
members of the SAT due to graduating and so were not included in the SAT details. At least one
Student Union representative has been on the SAT since its formation, however we recognise that
we need to recruit and ensure student membership on the SAT and develop a clear succession plan
to maintain diverse student and staff representation. (Action 2.4). We will also explore the possible
use of Student Critical Friends Groups as an engagement and consultation tool for our REC work
going forward to increase student involvement.
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To expand the SAT's knowledge around race equality, anti-racism and the REC, SAT members
undertook a number of race equality and REC training sessions provided by Advance HE, external
consultants and local race equality community organisations.,

Table 2.1 REC SAT Members

Associate Professor in Human Geography, Chair of the Race, Culture
and Equality Working Group (RACE) of the Royal Geographical Society
College of Science and Engineering (CSE)

S

Lecturer in Sociology, Director of the Leicester Institute for Inclusivity in
Higher Education, Chair of Race Equality Action Group {2021-2022)

Colloio of Social Sciences, Arts and Humanities (CSSAH)

Professor in Criminology, Director of the Centre for Hate Studies, Chair of
the Race Equality Action Group (2019-2021)
CSSAH

Equality Charters & Data Officer
Equality, Diversity and Inclusion Team, Corporate Services

Students’ Union Liberation Officer (2021-2022)
University of Leicester Students’ Union

Registrar and Secretary
Corporate Services

Pro-Vice-Chancellor of Education, Associate Professor in French Studies

Corporate Services




Head of Education Strategy Unit
Corporate Services

Senior Lecturer in Law

Departmental Manager of the Department of Genetics and Genome Biology,
Chair of the BAME Staff Forum
College of Life Sciences (CLS)

EDI Projects Manager
EDI Team, Corporate Services

Associate Director of Equality, Diversity and Inclusion
EDI Team, Corporate Services

Lecturer in Psychology
LS

(8

Recruitment Services Manager
Corporate Services

2b The Self-Assessment Process

-4
~ o

is section should include

e how the team met and com municated

o
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= how often they met and communicated. For face-to-face meetings please provide the dates of the
meetings, attendees and o brief description of the outcomes of the meeting
* how the team fits in with other existing committees and structures

We began working towards our submission to the Race Equality Charter in 2018. This has taken
longer than expected due to the organisational and people impact of the Covid 19 pandemic, as
well as our concern to ensure that we continued to prioritise advancing race equality, rather than
simply developing an award submission,

Since April 2019, there have been 10 SAT meetings (Table 2.2) and Task and Finish Groups were
also created to progress race equality relating to the submission. SAT meetings were used to
consolidate the content of the report, discuss findings and make recommendations.

The EDI Team provided a range of expert and administrative support to the SAT and supported the
development of a Guide to Race-Related Terminology, which has been central to facilitating and
progressing dialogue around race, and communicating the University's approach to progressing
race equality through the use of agreed terminology.

UolL has an agreed workload allocation tariff for chairing EDI related Groups, including the REC SAT.
Beyond that, membership of the SAT is part of the citizenship activity that all staff engage in. The
agreed workload allocation tariff for chairing EDI related Groups at UoL is 80 hours per year,
including the REC SAT. Beyond that, membership of the SAT is part of the citizenship activity that all
staff engage in and is discussed at annual performance development review (80 hours academic
workload allocation). Figure 2 provides the section of the Academic Career Map which refers to EDI
work for citizenship activity.

Equality Diversity and Inclusion (EDI):
Participate in the development and
delivery of diversity and inclusion
strategic objectives and contribute to
initiatives such as Athena SWAN and
the Race Equality Charter Mark,
disability and LGBT+ agendas and
demonstrate  inclusive  working
practices.

Figure 2 - Extract from Academic Career Map

Prior to the Covid pandemic, face to face meetings were held on campus, and then moved online.
Meeting days/times were rotated to accommodate different working patterns. SAT members
communicated by email, face-to-face meetings and through a dedicated MS Teams group.
Members unable to attend were invited to contribute to the agenda and all members received full
minutes.

Table 2.2 Full REC SAT Mecting Details.
*please note some members joined and left the University during the span of these meetings. The detolls of thase who hove
left have not been inchaded,

Date Agenda Outcomes

of a dedicated SAT foundation of forthcoming University
priorities and action plans around race

equality

Attendees
03/04/2019 | Adoption of REC, formation | NN Agreement on REC to be used as the
m
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Date Attendees Outcomes
11/06/2019 | Development of REC project | (NN Formation of targeted REC SAT group to
plan, approval of REAG — take on responsibility from REAG
cohort recommendations
for REC SAT, responsibility
for the Charter submission.
22/11/2019 | Analysis of staff and student | [N Issues identified from the survey results,
surveys B | rosviting in the formation of focus groups to
] investigate further
16/06/2020 | Discussion of feedback to — =] REC SAT membership reviewed
amended timeline for the | —]
Charter submission, _
targeted approach to be m
taken
09/09/2020 | Discussion on REC _ Group confirmation on continued
institutional priority, — institutional priority for the REC submission,
submission deadlines B | 2creement on implementing extension to
s Feb 2022 for application submission due to
the impact of COVID-19
18/11/2020 | Analysis of staff focus group | [ Development of the implementation of the
results and outcomes [—— Positive Action in Recruitment (PAIR)
B | eoed
T
=
04/03/2021 | Update on REC SAT project | [N Due to impact and workload changes
plan, discussion on the —_— brought about by COVID, the Group
impact of COVID on BAME B | roviewed and amended the REC SAT project
staff and students and [-] plan and deadlines within the submission
ensuing actions timeframe, Inclusive Recrultment Toolkit
has now been developed is live
20/05/2021 | Outline of overview of _ Further analysis to be undertaken around
academic staff data by :——— contract practices at the College level,
college, grade, contract, B | :longside progression/advancement
turnover, etc -] restrictions, and further breakdown on
contract modes by ethnicity
30/06/2021 | Analysis of professional | To analyse data relating to grades and
services staff data and == contract type/mode by role clusters,
student pipeline = noted the varying experiences of
disadvantage faced by UK BAME groups
compared with non-UK BAME groups, as
data does not allow for aspects such as
cultural capital to benchmarked
03/08/2021 | Analysis of staff and ) Going forward ethnicity breakdown will be
student, alongside data i included and tracked for all appraisals and
around grievances, — development reviews,
promotions, committee review of promotion processes to highlight
cohorts and PDDs, etc possible biases, i.e. on grounds of rejection,
reapplications, and the absence of a clear
promotion process for professional services
staff
September Virtual consultation and m Submission reviewed and finalised
202110 contribution to draft REC
lanuary submission
2022
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The governance structure for escalating issues to decision-making committees is detailed in Figure
2.1. The REC SAT reports directly to EDIC, which meets 3 times a year. The Athena Swan governance
structure is very effective, so this approach will be mirrored for REC. In addition, an annual EDI
Council Report includes details of REC and wider race equality progress.

_

Figure 2.1 Race Equality Governance Structure

2c Involvement, Consultation and Communication

This section should include:

= how the staff and student survey was conducted, disseminated and analysed and
how many staff and students responded (with specific reference to their ethnicity
and nationality)

= how minority ethnic staff and students were further involved and consulted in the
self-assessment and development of actions

= how relevant staff and student networks were involved (this may include a
statement from any relevant networks)

= how you involved external interest groups, for example local race equality groups

= communications to all staff and students, including any faculty-level
communications with staff
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REC Survey Note

It was agreed with Advance HE 19/11/2020 that, after taking into consideration the
amount of engagement that had taken place with students and staff on key race
equality initiatives, we would not need to not re-run the REC survey again until after
our submission in 2022.

We began working towards our submission to the Race Equality Charter in 2018. This has taken
longer than expected due to the organisational and people impact of the Covid 19 pandemic,
as well as our concern to ensure that we continued to prioritise advancing race equality, rather
than focussing primarily on developing an award submission. In 2019, we contacted Advance
HE to ask if we could use the 2018 survey data if we submitted at a later date, this was agreed
as long as some additional consultation took place.

In 2019/20, minority ethnic members of the REAG stated that there had been a lot of
consultation with minority ethnic staff and students and that they were experiencing ‘race
survey and focus group fatigue’ (from minutes of REC meeting 22/11/2019). The Students’
Union representative at the meeting pointed out the trauma impact of reliving sensitive
situations through surveys and focus groups. As a result, we decided to use the consultation
that had taken place so far, along with the quantitative data, to inform our REC application. In
order to enhance our future consultation, an all staff survey is being conducted between June-
July 2022, the results of this survey will be analysed by ethnicity (Action 2.6). In addition, a
REC survey will be launched in the Autumn of 2023, followed by a second survey in 2026 to
enable us to identify any additional concerns and issues, take further action and monitor
progress within the life of the action plan but since the last REC survey (Action 2.7).

Communications about the REC were disseminated to staff and students through a variety of
methods. In person, the REC has been promoted at Fresher’s fayres and EDI diverse
community events, including during Black History Month and International Women'’s Day. Our
staff and student newsletter (The Citizen) has featured information about the Charter, survey
launch and results. Social media has also been used to communicate information about the
REC (Figure 2.2) and our internal and external pages include up to date information of all race
equality related information, including the REC (Figure 2.3).
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Figure 2.2 —-Tweets about the REC Survey and REAG
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Figure 2.3 ~ Web Page Information about REC and REAG

Our REC staff and student surveys were open November 2018 - January 2019, and were promoted
through internal communication channels, including staff/student news, staff announcements and
social media. Emails were disseminated through Staff Diversity Champions, the Staff BAME Forum
and the Students’ Union. For staff without access to computers, confidential paper surveys were
distributed and confidentially processed. The survey was administered and analysed collaboratively
by the Business Insights and EDI Teams.

We received 688 responses (Table 2.3), 469 staff (19.8% BAME) and 219 students (50.2% BAME).
Recognising the low response rates, focus groups were used to gather more detailed responses and
views,

During 2018-2019, student focus groups were facilitated by paid student ambassadors
through the Student BAME Experience Project. The facilitators were all minority ethnic UG,
PGT or PGR students.

A pilot focus group was conducted on 11"™ December 2018, and 7 focus groups followed
between 29 April 2019 and 7 June 2019, 51 students participated in the focus groups, Table 1
shows the ethnicity of all participants, Table 2 shows College representation and Table 3 shows
the gender ratio.

Table 2.3 Ethnicity of Student Focus Group Participants

Ethnicity No, of Students %
Arab . 2.0%
Asian or Asian British - Bangladeshi 1 9.8%
Asian or Asian British - Indian l 71.8%
Asian or Asian British - Pakistani 1 5.9%
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Black or Black British - African n 51.0%
Black or Black British - Caribbean . 3.9%
Chinese 1 7.8%
Mixed - White and Black Caribbean . 5.9%
Other Asian background 1 5.9%
Grand Total n 100.0%

Table 2.4 College Representation in Student Focus Group Participants

No. %
College of Life Sciences . 25.5%
College of Scence & Engineering 1 11.5%
College of Social Sciences, Arts, and Humanities n 62.7%
Grand Total n 100.0%
Table 2.5 Gender of Student Focus Group Participants
Gender No. %
Female | 68.6%
Male | 31.4%
Grand Total n 100.0%

The student focus groups each ran for 1 hour 30 minutes and followed the below format, all
focus groups obtained ethical approval and a Participant Information Sheet was shared with
participants which outlined the purpose of the research, confidentiality and what will happen

with the results.
1. Introduction
2. Engagement questions
3. Exploration questions
4. Exit Questions
5. Conclusion
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THE BAME
EXPERIENCE
PROJECT.

*(Identify ca Slock.

Asch, Aviom or Meed]

A series of focus groups exploring
your experiences to shape the
future of education and racial
equality at Leicester

Each participant recelves a £5 food

voucher and entered into a prize draw for ¢ m
one of three f200 Amazon Vouchers weon
Focus groups running from 14 October .

w LOcEsTes

Sign up at: leicesterunioncom/surveys/bamefocusgrouplf2o/

Figure 2.4 - Advert for BAME Student Focus Groups

In 2019, individual staff consuitations were undertaken by a BAME member of the EDI Team,
this included 3 focus groups and 5 interviews (see Table 2.6). Minority ethnic staff were invited
to participate through our central staff communications email. lllstaff participated (Il

academic and . Professional Services).

Table 2.6 Ethnicity of Staff Focus Groups Participants
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The staff focus groups explored the experiences of minority ethnic staff, UoL culture, staff
progression and staff retention. The transcripts were analysed by an external consultant in
2020, who provided a comprehensive analysis of focus group outcomes and emerging themes.

The SAT has always included active representation from senior members of the Unit for
Diversity, Inclusion and Community Engagement (DICE), recognising their expertise and
unique positioning in the University in terms of broader diversity, inclusion and community
engagement. Upon its formation, || Co -Founder and Co-Director of
DICE was a member of the SAT and more recently, the Chair of the SAT, as an academic
member of the unit, represents DICE. The BAME staff forum Chair has been a member of the
REAG since its formation and the forum has a standing agenda item at every REAG to where
forum updates are fed back into the REAG. Having a standing item on the REAG agenda means
that any issues which arise at the BAME Staff Forum can be reported back into the SAT for
discussion and action, and SAT discussions and issues are fed back to the Forum for their
consideration and feedback as a form of ongoing consultation.

All members of the REAG were involved in the development of the REC application, including
the action plan. As detailed above in the additional information for C1, R2, membership of
the SAT included staff, students and members of the Students’ Union. The approach taken in
developing the submission was for the EDI Project Manager to work closely with the relevant
University team or area to reflect on the data (including the student and staff REC survey
results and focus group feedback) to identify disparities of access, progress, outcome and
experience for BAME students and staff. For example, for student admission data, the
Student Admissions Team and for staff academic promotion, the Assistant HR Director
(Academic) and their team. From this, possible actions were drafted to address disparities
and barriers identified through the data analysis.

The SAT then considered the data, reflections and draft actions at a REAG meeting. This
focussed reflection time on the different data sets and review of possible action, led to
significant revision to the initial commentary and actions. Once the REC submission was in
full draft, the SAT were then given full access to review the draft, with each SAT member
being asked to particularly focus on specific sections. Once finalised, the actions were then
re-shared and confirmed with the relevant team and lead, for ownership of actions going
forward.

One barrier faced in relation to staff and students contributing to the development of the
action plan, related to specific student contributions, beyond the SU, at the time of
reviewing the full REC draft and action plan. As this was the point at which there were no
student members of the SAT (beyond the SU) because of graduation and the submission
deadline. We tried to recruit one further PG and one further UG students for this purpose
only, but were unable to do so, given the short timeframe. We recognise that whilst the SU
SAT members’ contribution was strong and consistent, having a wider student membership
of the SAT is key going forward (Action 2.4).

2d Future of the Self-Assessment Team

Please outline:
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= whether the team and/or specific team members will continue to be involved

= who will have overall responsibility for the action plan

= how the action plan will be monitored within other existing committees and
structures, for example, the senior management team

= who will be responsible for the next application in four years; for example, will a
different SAT be convened, how will the current team provide handover to that
team

The REAG will continue to meet a minimum of three times per year, reporting to EDIC, and will be
responsible for overseeing and driving forward the delivery of the action plan. Minutes of each
meeting will be retained. (Action 2.1). An annual update on REC progress will be submitted in the
annual EDI report to University Council (Action 2.2) and a REC engagement campaign will be run
(Action 2.3).

A Terms of Reference was developed for the REAG (REC SAT) and these are reviewed annually.
These terms state that ‘The REAG chair shall typically serve for up to three years and shall be
retired for at least one year before being eligible for re-appointment.” Membership of the REAG
will be reviewed annually and an open call for new members will be launched through staff
and student communications, we will ensure there is diverse representation of staff and
students, with student representation increasing from 2 to 4 (Action 2.4).

The SAT also includes membership two members of staff who sit on the University Executive
Board, the Registrar and Secretary and Pro-Vice-Chancellor of Education. In addition, the REC
action plan includes named members of the University’s Senior Leadership Team who are
responsible for strategic actions.

Actions

Action 2.1 Ensure that the REAG meets 3 times a year and maintain minutes
of each meeting as a record of REC activity.

Action 2.2 A REC progress report is submitted to the EDI Committee (EDIC)
termly (3 times a year), and to Executive Board and University
Council annually, to review progress and revise as required.

Action 2.3 Run an annual engagement campaign, between 2022-207, to
ensure continued student and staff engagement in relation to
identified REC actions and the race equality objectives of the
University more widely.

Action 2.4 Membership of REAG will be reviewed annually to ensure
effective succession planning and an open call for new members
will be launched through staff and student communications, we
will ensure there is diverse representation of staff and students,
reflecting intersectional identities and varying work/life,
study/life patterns. Student representation will be maintained
on the SAT and the number of student representatives will

increase fron'-
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Action 2.5 Implement a risk management mechanism to highlight where
action are not progressing as expected and escalate through
governance where required.

Action 2.6 Conduct REC student and staff surveys in 2023 and 2026, and
analyse the results to understand the changing experience of
minority ethnic students and staff at UoL, identify new actions to
address emerging concerns and assess progress being made
against the REC action plan.

Action 2.7 Analyse the 2022 University staff survey (and all future surveys,
including PULSE surveys) by ethnicity to understand the
experience of minority ethnic staff and feed any key findings into
REC action plan.

3. Institution and Local Context
3a Overview of Your Institution

Please include:

° size

e structure

e specialisms

e any other historical and/or background information that you think is relevant to your
application

Leicester is one of the most multicultural cities in the UK, with White British (51%) and Asian (36%)
being the largest ethnic groups. The remainder of the population comprises a diverse mix of ethnic
groups, including Chinese (1%), Black (6%), Mixed (4%) and Other (2%). There are 240 faith groups
and over 70 languages spoken, with 16% of residents speaking Gujarati, making it the second most
common language after English.

“Diverse in our makeup and united in ambition - we pursue
excellence in knowledge and learning to transform our community,
our world and beyond. We are Citizens of Change.”

Professor Nishan Canagarajah, Vice-Chancellor
University of Leicester, University Strategy 2021

Proud to be part of such a diverse community, we believe that race equality is integral to a successful
place of work, study and research, where everyone has the opportunity to flourish in an inclusive
environment. In our REC survey, over 70% of staff (70% BAME, 75% White) said they would
recommend the University to a prospective employee.

During 2021/22, we celebrate our Centenary, with a programme of events and publications, including

100 nominations of memories of the University including contributions from minority ethnic,
particularly Black, staff and students (Figure 3.1).
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Our 100: Activism
Against Racism
Past, Present &
Future

Explore how racial inequalities have
been tackled through activism with a
panel of special guests

Figure 3.1 University Centenary Event on Activism against Racism

Teaching at UoL is underpinned by world-class research, excellent facilities and close links with
industry. Ranked 30% (a rise of 47 places from 2012) in the UK by The Guardian University Guide
2022 and 27" in the UK in the Times Higher Education World University Rankings, the University
continues to grow. We are proud to be recognised as one of the leading Universities in the UK,
Europe and the World (Table 3.1).

Table 3.1 University of Leicester Rankings 2021-2022

19t Times Higher Education Impact Ranking

27t The Times Higher Education

30t The Guardian University Guide 2022

31 QS World University Rankings (UK)

37t Times/Sunday Times Good University Guide 2021

38t The Complete University Guide 2022

76t Reuters Top 100 Most Innovative Universities in Europe
242 QS World University Rankings

Structure and Specialisms

UolL has 3 academic Colleges and a central Corporate Services (CS) function made up of various
divisions. (Figure 3.2).
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Figure 3.2 Colleges, Schools/Departments, Corporate Services and Divisions at the University of Leicester
We have a diverse student body, including a large number of international students, particularly
from China. In 2020/21, the University had 4,173 staff, of which 847 (20.3%) were BAME, compared
with 18,655 students (12,655 UK, 6,000 Overseas students), of which 10,580 (56.7%) were BAME. In
addition, there are 3,138 overseas students on campus in China (Leicester International Institute —
The Dalian University of Technology). Recognising the disparity between the ethnicity diversity of
our students and staff, we are committed to understanding and removing systemic barriers and
disadvantages experienced by BAME staff and applicants. As part of this, in 2021 we launched an
Inclusive Recruitment Initiative, specifically targeted at increasing the ethnic diversity of our staff
(see Section 5a).

Table 3.2 Number of Students Active during Academic Year 2020/21

Student BAME White Unknown/PNTS | % BAME | Grand Total
PGCE 68 157 | | 29.7% 229
PGR 647 784 39 44.0% 1470
PGT 3,973 1580 65 70.7% 5618
UG 5,892 5039 407 52.0% 11338
Grand Total 10,580 7560 515 56.7% 18655

EDI and Race Equality

Our comprehensive EDI governance structure (Figure 3.3) ensures that diverse student and
staff community voices inform strategic decisions and review progress. We take an
intersectional approach to EDI, for focus, visibility and accountability, and the REAG is one of
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4 Equality Action Groups. All key roles within the structure, including Chair of REAG and
Chair of the BAME Staff Forum, have a workload planning allocation.

EQUALITY, DIVERSITY & INCLUSION COMMITTEE (EDIC)
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Figure 3.3 University of Leicester EDI Governance Structure

Inclusivity is at the heart of the University’s
commitments, with equality and diversity being one

of the 4 guiding principles in the University’s ten-year / \
strategy, launched in 2021 (Figure 3.4).
&/ Research- T
inspired changing
UoL holds a Silver Institutional Athena Swan award (2018) [ Eduoation f wission, YRR

Vision and
Values

and 8 departments hold Athena Swan awards, including 1
Silver College award held by the College of Life Sciences. The

University is a Disability Confident Employer and a Stonewall
Champion.
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Figure 3.4 University of Leicester Strategy

Our commitment to advancing race equality extends well beyond engagement with the REC. Since
joining the University in 2019, as the University’s first minority ethnic Vice-Chancellor and President,
Professor Nishan Canagarajah has been involved in national initiatives relating to race equality,
including the UUK report on Tackling Racial Harassment. He has spoken publicly, both locally and
nationally, including at the Advance HE EDI Conference (March 2021), where he declared his
ambitions for the University to be sector leading in the area of race equality.

The University’s Centre for Hate Studies, led by ||} N s scctor leading in
research and engagement relating to hate and extremism. UoL is also recognised for its leading work
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in the area of Colonial Countryside, by ||| | | | . 2n¢ its work relating to addressing racial
inequalities in HE curricular and assessment, led by |||} BB REC SAT Chair (Figure 3.5).

Inclusive Curriculum will Ensure “HE is fit for the 21%'Century”, says Leicester Academic 04 June

2021

N T ) 1)

v f in =

Figure 3.5 Research by BB o Rocial Inequalities in Higher Education

The University launched the Leicester Institute for Inclusivity in Higher Education in 2021, an
Interdisciplinary Research Institute that aims to become a leader in transformational higher
education, addressing access, transition and support challenges and, in particular, student award

gaps and outcome differences.

Since 2018, we have commissioned a series of
externally facilitated race equality awareness sessions
for staff and students, to raise confidence,
understanding and engagement in advancing race
equality.

There has been an increase in activity across the
University relating to tackling racial inequalities,
captured throughout this submission. This includes our
Students’ Union (SU) led campaigns for Decolonising
the Curriculum and We are Black History; a Library
Services’ initiative to work with student ambassadors
to diversify reading lists, and developing PG
Scholarships for minority ethnic students.

This work is supported by annual events and activities
for Black History Month (Figure 3.6), an Anti-
Harassment Campaign launched in 2021, tailored race
equality training for Schools/Departments and
committing to the British Medical Association (BMA)
Charter to tackle racial inequalities in the College of
Life Sciences.

Figure 3.6 Black History Month Communication
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We have an active BAME Staff Forum, with a diverse membership from across job families and pay
grades, which meets termly and escalates any emerging issues to the REAG, as well as directly to
EDIC. The SU also support a range of diverse student societies including African and Caribbean,
BAME Women in Power, Asian Society, Palestine and West Indian societies.

UoL engages with the wider Leicester BAME community in projects and initiatives including health-
related, sociological, historic and geographical research, along with events and activities as part of
our diverse community celebrations, actively encouraging participation from BAME and all
communities outside and within the University.

We also have an established Centre for Ethnic Health Research (CEHR) whose focus is ‘to reduce
ethnic health inequalities’ by working with patients, the public, community and voluntary sectors,
researchers, health and social care organisations (Figure 3.7).

e Reama e

Figure 3.7 The Centre for Ethnic Health Research Webpage

Within the School of Media, Communication and Sociology, the Unit for Diversity, Inclusion
and Community Engagement (DICE) promotes diversity, inclusion and community
engagement within the University and on a local and national level. DICE acts as a hub for
debate, routinely connecting community members, practitioners and policy makers to leading
academics and local and national media outlets, and holds annual lectures and events to
engage the public and University community (Figure 3.8).

A Tale of Musiim Uritain

Baroness Warsl speaks at the University of Leicester, 21 June 2018

Figure 3.8 DICE Event in 2018, Baroness Warsi ‘A Tale of Muslim Britain’
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3b Overview of the local population and context

With reference to:

population demographics

known racial tensions either specifically within local communities or linked to the
institution’s staff and students

how the institution engages with specific minority ethnic communities and how those
communities engage with the institution

where the institution recruits its professional and support staff, students and academics
any other information your institution feels to be relevant

In 2008, it was reported that, alongside English, around 70 languages and/or dialects were spoken in
Leicester and the 2011 Census showed that 50.5% Leicester’s population identified as White British
(Table 3.3). In 2012, the Runnymede Trust reported that Leicester has 240 faith groups across 14
different faiths and beliefs.

The city is known for hosting annual celebrations relating to Diwali, Belgrave Mela and the Caribbean
Carnival. Uol has had a presence at these celebrations, for example with the Recruitment Team and
Leicester Student Ambassadors attending Belgrave Mela and, in 2021, the University sponsored the
city’s Diwali celebrations (Figure 3.9).

DIWALI 2021 ‘&

Wishing vou all a Happy Diwali
and Prosperous New Year

ity calebeating Diveali Day

Figure 3.9 City Diwali Celebrations 2021 (Sponsored by UolL)

UolL is a University of Sanctuary, welcoming asylum seekers and refugees onto its courses and
providing incentives and routes for involvement (Figure 3.10).
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Figure 3.10 University of Sanctuary Project

UoL manages racial incidents in a structured way with support mechanisms in place,
underpinned by the Dignity and Respect at Leicester framework (see Section 4c). In our REC
survey, low levels of confidence were expressed by BAME staff and students that the
University will take appropriate action in dealing with incidents of racial discrimination (46%
of BAME students compared to 63% of White students and 52% of BAME staff compared to
67% of White staff).

In 2020, the University commissioned research by the Centre for Hate Studies into UoL
students’ experiences of harassment. The subsequent report, A Catalyst for Change:
Recognising and Responding to Students’ Experiences of Harassment, detailed students’
experiences of harassment, including racial harassment, reporting that 27% of respondents
had been targeted on the basis of their race.

In response, in 2021/22 Uol launched its Together Against Harassment campaign (Figure
3.11) and a long-term commitment plan to raise awareness and promote confidence, trust
and transparency in disclosing or reporting an incident of harassment and accessing support
(Action 3.1).

Launch of Together Against Harassment campaign will help
the University to create a truly inclusive environment for
staff and students to thrive

IB::A" FUNIEIS

AL PN -
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Figure 3.11 Communication Launching Together Against Harassment Campaign

Our Head of Security, in consultation with Leicestershire Police, reports no specific racial

tensions in the city.

Actions

Action 3.1

Complete all actions associated with the Together Against
Harassment campaign and the identified longer-term actions to
tackle harassment and all forms of unacceptable behaviour and
build confidence in University processes for disclosure, support
and reporting of racially motivated unacceptable behaviours.
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Table 3.3 Table Detailing City, County and Country Census Compared (ONS data from 2011 Census) with University Staff and Students

City of Leicester Leicestershire England University Staff University Staff UK Undergraduate
Census Census Census SAP Distribution of Known Students Distribution of
Headcount % Headcount % Headcount % FPE % Ethnic Origin % Known Ethnic Origin %
Group (2011) (2011) (2011) (2020-21) (2020/21) (2019/20)
BAME 49.5% 8.6% 14.3% 19.9% 22.2% 53.5%
Asian or Asian British 35.8% 5.7% 7.0% 8.2% 9.0% 24.0%
Bangladeshi 1.1% 0.4% 0.8% 0.3% 0.3% 1.6%
Indian 28.3% 4.4% 2.6% 4.7% 5.2% 13.4%
Pakistani 2.4% 0.3% 2.1% 1.2% 1.3% 4.6%
Any other Asian background 4.0% 0.7% 1.5% 2.0% 2.2% 4.4%
Black or Black British 6.2% 0.6% 3.4% 2.4% 2.6% 14.8%
African 3.8% 0.3% 1.8% 1.7% 1.9% 11.7%
Caribbean 1.5% 0.2% 1.1% 0.5% 0.5% 2.4%
Any other Black background 1.0% 0.1% 0.5% 0.2% 0.2% 0.7%
Chinese 1.3% 0.5% 0.7% 4.4% 4.9% 7.4%
Mixed 3.5% 1.3% 2.2% 2.0% 2.4% 5.0%
Asian and White 1.0% 0.5% 0.6% 0.6% 0.7% 1.6%
Black African and White 0.4% 0.1% 0.3% 0.1% 0.1% 0.7%
Black Caribbean and White 1.4% 0.5% 0.8% 0.2% 0.3% 1.2%
Any other Mixed background 0.7% 0.2% 0.5% 1.1% 1.3% 1.5%
Other ethnic group 2.6% 0.4% 1.0% 2.9% 3.3% 2.3%
Arab 1.0% 0.1% 0.4% 1.1% 1.3% 1.4%
Any other background 1.6% 0.3% 0.6% 1.8% 2.0% 0.9%
White 50.5% 91.4% 85.5% 69.9% 77.9% 46.5%
English/Welsh/Scottish/Northern Irish/British 45.1% 88.9% 79.8%
Gypsy or Irish Traveller 0.1% 0.1% 0.1% Not applicable to our
Irish 0.8% 0.5% 1.0% staff record system.
Other White 4.6% 1.9% 4.6%
BAME + White Total 100% 100% 100% 90% 100% 100%
Prefer not to say Not available from census results. 10.2% N/A N/A
Total 100% 100% 100% 100% 100% 100%
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- Staff Profile

Where possible for sections 4a and 4b below, please provide the data for each academic faculty/central
department. Please also provide a brief overview statement on section 4 as a whole from the head of
each faculty/central department, setting out their reaction to the data and priorities for action.

4a  Academic staff

Please provide three years’ quantitative data, accompanied by analysis, relevont qualitative
data/research, commentaory and resultant action points to describe any issues and trends in the ethnic
profile of your UK and, separately, non-UK academic staff. Provide this information for:

the institution as a whole

each academic faculty

each academic grade (where numbers are small, cluster relevant grades together)

contract type (permanent/open-ended or fixed-term)

full time/part-time contracts

staff turnover rates

Please note that the statements from the Heads of College are included in Section 1.

Institution

The ethnicity disclosure rate for academic staff has improved over the 3-year period and is currently
89.8% (Action 4.1). Of those who declared their ethnicity, the proportion of BAME academic staff has
increased from 17.9% to 22.1% and is greater than the sector average of 16.8%. A similar pattern is
observed for both UK and Non-UK staff (Figure 4.1).

Ethnic Profile of Academic Staff

100%
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0%
25

o%

1819 1920 2021 18/19 1920 /1 18/19 1920 /21 ;;[’Sl:

i

*

UK & NonUK UK Non -UK
mWhite 12654 12025 11804 9323 &858 8722 3331 3167 3082 165475

WMBAME 2761 2928 3353 1377 1354 1541 1384 1574 1812 33410
Figure 4.1. Ethnic Profile of Acodemic Staff 2018-2021

The ethnic profile of academic staff in 2020/21 shows that the most underrepresented of BAME
groups was Mixed (2%) followed by Black and Other ethnic backgrounds (3%). Staff of Asian
background (9.0%) were the largest BAME staff group (Figure 4.2).
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Ethnic Profile of Academic Staff - 2020/21

» Asian or Asian Beitish  w Black or Black British Chinese
. Mixed Other ethnic group 8 White or White British

Figure 4.2. Ethnic Profile of Academic Staff in 2020/21
Colleges

The proportion of BAME academic staff across all 3 Colleges has increased from 18.7% to 22.9% over
the 3 year period (Figure 4.3). A similar pattern is observed for both UK and Non-UK staff,

Ethnic Profile across Colleges
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Figure 4.3. Ethnic Profile of Academic Stoff across Colleges

In 2020/21, the proportion of BAME academic staff across the Colleges ranged from 19% to 26%
(Figure 4.4). For UK staff, the proportion of BAME staff was 20% in CLS, 13% in CSE and 11% in CSSAH,
however, for Non-UK staff, the proportion of BAME was much higher, 41% in CLS, 38% in CSE and
34% in CSSAH.
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Ethnic Profile across Colleges - 2020/21
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Figure 4.4. Ethnic Profile of Academic Staff within Colleges - 2020/21
Asian academic staff were the largest BAME group in CLS and CSE, at 13% and 10% respectively. In

CSSAH there was no significantly higher BAME group represented, with all ranging between 4% and
5% apart from Mixed ethnic group, at 2% (Figure 4.5),

Ethnic Profile CLS Ethnic Profile CSE
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Figure 4.5. Ethnic Profile of Academic Staff within Colleges - 2020/21

Whilst the number of Black academic staff has increased from [lFPE to [JFPe acros: the
Colleges, numbers remain very low. In 2020/21, the percentage of Black staff in CLS was 2.9%, CSE
(0.4%) and CSSAH 3.6%. Full implementation of the Inclusive Recruitment Toolkit, underpinned by
workshops attended by all School/Dept Heads in 2021, should now take place (Action 4.2), along with
specific targeted action to increase the representation of Black academic staff, particularly in CSE
(Action 4.3).
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Grades

The percentage of BAME staff has increased across most grades over the 3-year period, improving the
pipeline for BAME staff development to higher grades (Figure 4.6). The increase in BAME staff has been
particularly noticeable at Grades 7 to 9, with a slight increase at Grade 10. For UK and Non-UK staff,
there was a much higher increase in Non-UK BAME staff compared to UK BAME Staff,

Academic Staff (UK & Non-UK) by Grade - 2020/21
100%

75%
3%

S0%

25%

e Chnical Other Grade6 Grade7 Grade8 Grade9 Gradeld

" White 522 I 894 2847 3048 2850 18S
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Academic Staff (UK & Non-UK only) by Grade - 2019/20
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Academic Staff (UK & Non-UK) by Grade - 2018/19
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Figure 4.6. Academic Staff (UK and Non-UK) by Ethnicity and Grade
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The representation of most ethnic groups decreases with higher grades, apart from Chinese staff
(Figure 4.7). There is also very little or low representation of Black staff at higher grades (Grades 9 &
10).

There is a higher representation of non-UK academic staff at Grades 7 and 8 from Asian, Black and
Chinese backgrounds.

Ethnicity of Academic Staff (UK & Non-UK) - 2020/21
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Figure 4.7. Percentage of Academic Staff (UK & Non-UK] by Specific Ethnic Group and Grade 2020/21
For Clinical staff, the percentage of BAME staff has also increased over the 3 years, from 32.0% in

2018/19 to 38.4% (Figure 4.8). The proportion of non-UK clinical BAME staff is low, representing only
16.8% of all clinical grades. 52.6% of BAME non-UK Clinical Staff Clinical Lecturers.

Ethnic Profile of Clinical Academic Staff

2018/19 2019/1) 2020/21 HESAIOLB/!Q

S50%

25%

0%

" White
W BAME 309 34 391 33410

Figure 4.8. Ethnic Profile of Clinical Academic Stoff over the last three years
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In 2020/21, there was a higher proportion of BAME Clinical Professors (30.0%) compared to BAME
Non-Clinical Professors (9%). In fact, there is a higher proportion of BAME staff across all clinical
grades when compared to non-clinical grades (Figure 4.9) - Clinical Lecturer (53% BAME), Clinical

Senior Lecturer {39% BAME) and Clinical Professor (30% BAME).

For Clinical staff, the percentage of BAME staff has also increased over the 3 years, from 32.0% in

2018/19 to 38.4% (Figure 4.89). The proportion of non-UK clinical BAME staff is low, representing only

16.8% of all clinical grades. 52.6% of BAME non-UK Clinical Staff Clinical Lecturers.
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Ethnic Profile of Clinical Academic Staff
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Figure 4.9. Ethnic Profile of Clinical Academic Staff over the last three years

In 2020/21, there was a higher proportion of BAME Clinical Professors (27.9%) compared to

BAME non-Clinical Professors (9%). In fact, there is a higher proportion of BAME staff across
all clinical grades when compared to non-clinical grades — Clinical Lecturer (40,1% BAME),
Clinical Senior Lecturer (37.4% BAME) and Clinical Professor (27.9% BAME) (see Table 4.3). The
proportion of BAME staff in Clinical Professor role, has increased from 22.6% in 2018/19 (Table
4.1), to 27.9.4% in 2020/21. The proportion of BAME staff in Clinical Junior Doctor role, has
increased from 0% in 2018/19 (Table 4.1) to 22.2% in 2020/21 (Table 4.3).

Table 4.1 Clinical Academic Grades 2018-19
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Table 4.2 Clinical Academic Grades 2019-20
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Contract Type

In 2020/21, 75% of academic staff were on open ended contracts (OECs), a slight reduction from

previous years but above the sector average of 68% (Figure 4.10).

Academic Staff by Contract Type

100%

75%

50%

25%

0%

2018/19 2009/20 2020/21 HESA 2018/19

. FTC 341 3199 3731 542200
8 OEC 11943 11754 11429 1344650

Figure 4.10. Academic Staff by Contract Type 2018-21 with HESA Benchmark

39



Of those who declared their ethnicity, more BAME staff were on fixed-term contracts (FTCs) (37%)
compared to White staff (21%) (Figure 4.11). 71% of UK BAME staff are on OECs compared to 56% of
Non-UK BAME staff.

BAME Academic Staff by Contract Type

100%
5%
50%
25%

%

2018/19 2019/20 e HESA 2018/19
mFTC 897 1438
= OEC 1864 197 2107 134465

White Academic Staff by Contract Type

100%
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50%
25%
0%
2008/19 2019/20 20 HESA 2018{19
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mOeC 1007.9 arA4 9322 134465
Figure 4.11. Academic Staff (White & BAME) by Contract Type 2018-21 with HESA Benchmark
Eull-time (FT)/Part-time (PT) Contracts

In 2020/21, 89.6% of all academic staff were on FT contracts, 10.4% on PT contracts (Figure 4.12),
higher than the sector average of 67.0%. Of those who disclosed their ethnicity, almost twice as
many White staff (11.5%) worked PT compared to BAME staff (6.5%). (Figure 4.13). A similar
observation is seen for UK and Non-UK staff,
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Academic Staff - Full-Time vs Part-Time
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Figure 4.12 Full-Time/Part-Time Academic Staff 2018-21 with HESA Benchmark

White Academic Staff - Full-Time vs Part-Time
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BAME Academic Staff - Full-Time vs Part-Time
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Figure 4.13 Academic Staff working Full-Time/Part-Time (White and BAME) 2018-21 with HESA
Benchmark



Staff Turnover Rates
The overall turnover rate for all academic staff in 2020/21 was M.?%:-FI'E which includes 2.0%

PNTS (Figure 4.14). The ethnic profile of all leavers is detailed in Figure 4.15, there was a slightly higher
turnover rate for Non-UK staff (16.2%) compared to UK staff (14.0%).

Proportion of Academic Leavers

100%
75%
S50%
25%

0%

2018/19 2019/20 zowzx HESA 2018/19
B NorrLeavers 15148 14604 162578
® Leavers 298.7 7S - 32095

Figure 4.14 Proportion of Academic Leavers Over the Last Three Academic Years.

Ethnic Profile of Leavers

mAsian 28ixk «Chiewse mMied  Other mWhite uPNTS

Figure 4.15 Ethnic Profile of Academic Leavers 2020/21
The University has both exit questionnaires and exit interviews, and information collected informs

policy, procedure and practice developments. 32.2% of leavers resigned (Table 4.4), and the reasons
were not always clear (Action 4.5).
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Table 4.4 Academic Staff Reasons for Leaving

White BAME PNTS
Voluntary Severance 25.7 | | ||
Resignation 63.2 17.0 9.4
Redundancy 75.3 28.2 22.1
Retirement l I .
Total [ — =]

Actions

Action 4.1 Improve ethnicity disclosure rates to develop a more accurate
and comprehensive picture of the staff demographic through a
targeted communication exercise.

Action 4.2 Full implementation of the recently developed Inclusive
Recruitment Toolkit, to improve the ethnic diversity of academic
staff.

Action4.3 Identify targeted action interventions to increase the number of
Black staff, particularly Black academic staff in CSE,

Action 4.4 Complete analysis to further disaggregation of academic clinical
grades by ethnicity (completed as a result of further information
requested).

Action 4.5 Improve completion rates for exit questionnaires and interviews
through wider promotion throughout the staff lifecycle to better
understand reasons for leaving by ethnicity,

Action4.5.1 Once completion rates have improved (Feb 2025), analyse the
reasons for staff leaving by ethnicity, and identify any areas of
concern and aligned actions to address these and add to the REC
action plan,
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Table 4.5 Academic Staff (UK and non-UK) by Ethnicity 2018-21
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Table 4.6 Academic Staff (UK and non-UK) in each College by Ethnicity for 2018-21
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Academic Staff (UK & Non-UK) by Grade - 2020/21
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Academic Staff (UK & Non-UK only) by Grade - 2019/20
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Academic Staff (UK & Non-UK) by Grade - 2018/19
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Figure 4.16 Academic Staff (UK and Non-UK) by Ethnicity and Grade for Three Years



Academic Staff (UK only) by Grade - 2020/21
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Academic Staff (UK only) by Grade - 2019/20
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Academic Staff (UK only) by Grade - 2018/19
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Figure 4.17 Academic Staff (UK Only) by Ethnicity and Grade for Three Years
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Academic Staff (Non-UK only) by Grade - 2020/21
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Academic Staff (Non-UK only) by Grade - 2018/19
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Figure 4.18 Academic Staff (Non-UK Only) by Ethnicity and Grade for Three Years



Table 4.7 Academic Staff (UK and Non-UK) by Contract Type (OEC/FTC) and Ethnicity 2020/21

UK Academic Staff - 2020/21

Non-UK Academic Staff - 2020/21

UK & NOn-UK Academic Staff - 2020/21

Open Ended Fixed Term Total FPE | Total FPE% Open Ended Fixed Term Open Ended Fixed Term
Total FPE | Total FPE% Total FPE | Total FPE%
FPE FPE% FPE FPE% FPE FPE% FPE FPE% FPE FPE% FPE FPE%

BAME 13.6% 20.0% 15.0% 29.7% 54.1% 37.1% 18.4% 33.5% 22.1%

Asian or Asian British 5.9% 11.6% 7.2% 9.6% 20.7% 13.0% 7.0% 15.2% 9.0%
Bangladeshi (c3) 0.2% 0.0% 0.1% 0.0 2.0% 0.6% 0.1% 0.8% 0.3%

Indian (C1) 4.2% 6.9% 4.8% 15.0 10.5% 6.2% 4.2% 8.3% 5.2%

Pakistani (C2) 0.7% 1.8% 1.0% 4.0 4.1% 2.0% 0.9% 2.7% 1.3%

Any other Asian background (C4) 0.8% 3.0% 1.3% 14.0 4.1% 4.1% 1.8% 3.4% 2.2%
Black or Black British 1.2% 4.1% 1.9% 3.2% 6.1% 4.1% 1.8% 4.9% 2.6%
African (D2) 0.7% 2.5% 1.1% 2.3% 5.7% 3.4% 1.2% 3.8% 1.9%
Caribbean (D1) 0.5% 1.1% 0.6% 0.3% 0.4% 0.3% 0.4% 0.8% 0.5%

Any other Black background (D3) 0.0% 0.5% 0.1% 0.6% 0.0% 0.4% 0.2% 0.3% 0.2%
Chinese (E1) 2.0% 0.5% 1.7% 10.1% 15.5% 11.7% 4.4% 6.4% 4.9%

Mixed 2.4% 23% 2.4% 1.8% 3.7% 23% 2.2% 2.9% 2.4%

Asian and White (B3) 0.9% 1.0% 0.9% 0.0% 0.9% 0.3% 0.6% 1.0% 0.7%
Black African and White (B2) 0.0% 0.4% 0.1% 0.3% 0.0% 0.2% 0.1% 0.3% 0.1%
Black Caribbean and White (B1) 0.4% 0.0% 0.3% 0.3% 0.0% 0.2% 0.3% 0.0% 0.3%
Any other mixed background (B5) 1.2% 0.9% 1.1% 1.2% 2.7% 1.6% 1.2% 1.6% 1.3%
Other ethnic group 2.0% 1.4% 1.9% 5.0% 8.2% 6.0% 2.9% 4.1% 3.2%

Arab (G1) 0.4% 0.0% 0.3% 2.0% 6.1% 3.3% 0.9% 2.4% 1.3%

Any other background (F1) 1.7% 1.4% 1.6% 3.0% 2.0% 2.7% 2.1% 1.7% 2.0%
White 86.4% 80.0% 85.0% 70.3% 45.9% 62.9% 81.6% 66.5% 77.9%

BAME + White Total 100% 100% 100% 100.0% 100.0% 100.0% 100% 100% 100%

Prefer not to say
Total
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Table 4.8 Academic Staff (UK and Non-UK) by Contract Type (OEC/FTC) and Ethnicity 2019/20
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Table 4.9 Academic Staff (UK and Non-UK) by Contract Type (OEC/FTC) and Ethnicity 2018/19
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Table 4.10 Academic Staff (UK and Non-UK) by Contract Type (FT/PT) and Ethnicity 2020/21

UK Academic Staff - 2020/21

Non-UK Academic Staff - 2020/21

UK & NOn-UK Academic Staff - 2020/21

Full time Part time Total FPE | Total FPE% Full time Part time Full time Part time
Total FPE Total FPE% Total FPE Total FPE%
FPE FPE% FPE FPE% FPE FPE% FPE FPE% FPE FPE% FPE FPE%
BAME 15.7% 10.3% 15.0% 37.7% 25.9% 37.1% 23.2% 13.2% 22.1%
Asian or Asian British 7.3% 5.8% 7.2% 13.0% 12.1% 13.0% 9.3% 7.0% 9.0%
Bangladeshi (c3) 0.1% 0.4% 0.1% 0.7% 0.0% 0.6% 0.3% 0.3% 0.3%
Indian (C1) 4.9% 3.9% 4.8% 6.1% 8.4% 6.2% 5.3% 4.7% 5.2%
pakistani (C2) 1.0% 0.6% 1.0% 2.0% 3.6% 2.0% 1.3% 1.2% 1.3%
Any other Asian background (C4) 1.3% 0.9% 1.3% 4.3% 0.0% 4.1% 2.4% 0.8% 2.2%
Black or Black British 2.0% 1.0% 1.9% 4.1% 3.4% 4.1% 2.7% 1.4% 2.6%
African (D2) 1.2% 0.5% 1.1% 3.5% 1.5% 3.4% 2.0% 0.7% 1.9%
Caribbean (D1) 0.7% 0.3% 0.6% 0.2% 1.9% 0.3% 0.5% 0.6% 0.5%
Any other Black background (D3) 0.1% 0.1% 0.0% 0.4% 0.0% 0.4% 0.2% 0.1% 0.2%
Chinese (E1) 1.8% 0.9% 1.7% 11.9% 8.3% 11.7% 5.2% 2.2% 4.9%
Mixed 2.6% 1.4% 2.4% 2.4% 1.3% 2.3% 2.5% 1.4% 2.4%
Asian and White (83) 1.0% 0.3% 0.9% 0.2% 1.3% 0.3% 0.7% 0.5% 0.7%
Black African and White (82) 0.1% 0.0% 0.1% 0.2% 0.0% 0.2% 0.1% 0.0% 0.1%
Black Caribbean and White (B1) 0.3% 0.0% 0.3% 0.2% 0.0% 0.2% 0.3% 0.0% 0.3%
Any other mixed background (85) 1.1% 1.0% 1.1% 1.7% 0.0% 1.6% 1.3% 0.9% 1.3%
Other ethnic group 2.0% 1.3% 1.9% 6.3% 0.9% 6.0% 3.5% 1.2% 3.2%
Arab (61) 0.3% 0.0% 0.3% 3.5% 0.0% 3.3% 1.4% 0.0% 1.3%
Any other background (F1) 1.7% 1.3% 1.6% 2.8% 0.9% 2.7% 2.1% 1.2% 2.0%
White 84.3% 89.7% 85.0% 62.3% 74.1% 62.9% 76.8% 86.8% 77.9%
BAME +White Total 100.0% 100.0% 100.0% 100% 100% 100% 100.0% 100.0% 100%
Prefer not to say 13.7% 15.6% 45.7% 17.7%
Total
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Table 4.11 Academic Staff (UK and Non-UK) by Contract Type (FT/PT) and Ethnicity 2020/21
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Table 4.12 Academic Staff (UK and Non-UK) by Contract Type (FT/PT) and Ethnicity 2019/20
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Table 4.13 Academic Staff (UK and Non-UK) by Contract Type (FT/PT) and Ethnicity 2018/19
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Table 4.14 Academic Staff (UK and Non-UK) Leavers by Ethnicity 2020/21

UK B Hon-UK Academic Leavers - 2020/21
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Table 4.15 Academic Staff (UK and Non-UK) Leavers by Ethnicity 2019/20

UK B Hon UK Academic Leavers - 2019/20
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Table 4.16 Academic Staff (UK and Non-UK) Leavers by Ethnicity 2018/19

UK & Non-UK Academic Leavers - 2018/19
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Table 4.17 Reasons for Leaving - Academic Staff (UK and Non-UK) by Ethnicity 2020/21
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Table 4.18 Reasons for Leaving - Academic Staff (UK and Non-UK) by Ethnicity in 2019/20
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Table 4.19 Reasons for Leaving - Academic Staff (UK and Non-UK) by Ethnicity 2018/19
Acoderi Lowvers

Asken o Aalen Brimnh

4b Professional and Support Staff

Please provide three years’ quantitative data, accompanied by analysis, relevant qualitative
data/research, commentary and resultant action points to describe any issues and trends in the ethnic
profile of your UK and, separately, non-UK professional and support staff. Provide this information for:

the institution as a whole

each central department (and where relevant, each academic faculty)

each professional and support staff grade (where numbers are small, cluster relevant grades
together)

contract type (permanent/open-ended or fixed-term)

full time/part-time contracts

o staff turnover rotes

The ethnicity disclosure rate for Professional Services (PS) staff has improved over the 3-year
period and is currently 91.1% (Action 4.1). Of those who declared their ethnicity, the
proportion of PS BAME staff across the University has increased from 20.8% to 22.8%,
greater than the sector average of 12.7%. The proportion of UK BAME staff has also slightly
increased, for non-UK BAME staff it has remained consistent around 38/39% (Figure 4.19).



Ethnic Profile of Professional Services Staff
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Figure 4.19 Ethnic Profile of Academic Staff 2018-21

The ethnic profile of PS staff in 2020/21 shows that the smallest BAME staff groups were
Chinese (0.8%) and Other backgrounds (0.6%). Staff of Asian background (17.1%) were the
largest BAME staff group (Figure 4.20) represented.

Ethnic Profile of PS Staff - 2020/21

1%

1%

¥ Asian or Asian British = Black or 8lack British Chirese
= Mixed Other ethric group B White or White British

Figure 4.20 Ethnic Profile of Professional Services Staff in 2020/21

In 2020/21, 92.3% of PS staff came from the UK (Table 4.26). 88.2% (of which 39% come from the
Leicester area) lived in the East Midlands, 4.6% lived in the West Midlands and 7.2% in areas
outside of the Midlands.

Colleges/Co te

The proportion of BAME PS staff within Colleges varies, 26.1% in CLS, 24.0% in CSE and 21.6% in
CSSAH (Figure 4.21),
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Ethnic Profile across Colleges
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Figure 4.21 Ethnic Profile of Professional Services Staff across Colleges in 2020/21

In 2020/21, of those who declared their ethnicity, 21.8% of PS staff in CS were BAME (Table 4.28),
slightly lower than that in the Colleges, 24.6% (Table 4.29). The specific minority ethnic breakdown
of staff in CS was 16.1% Asian, 2.1% Black, 0.6% Chinese, 2.4% Mixed and 0.6% Other Ethnic
Background.

Table 4.20 Ethnicity Profile of UK and non-UK Professional and Support Staff in Corporate Services 2018-21

Corporate Services
2019-20

Prefer not to say
Total

Ethnic diversity varies considerably across PS departments, with 34.9% (-FPE), 12.1% (- FPE)
and 12.1% ([l FPE) of BAME staff in Estates and Campus Services (ECS), Student and Academic
Services (SAS) and ITS, respectively (Table 4,30). Also, 69.8% of staff who have not declared their
ethnicity are from these departments (Action 4.1).

PS Staff by Grade

The percentage of PS BAME staff has increased across most grades over the 3 years, improving
the pipeline for BAME staff development to higher grades (Figure 4.22). The increase in BAME staff
has been noticeable at higher grades, at Grade 10 in 2020/21, 10% of PS staff were BAME, whereas
in 2018/19, there were no BAME staff at this grade. However, the numbers are still low and there is
a high proportion of BAME staff concentrated in Grades 1-5. The career development and
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retention of BAME staff should be supported to facilitate movement to higher grades through a
minority ethnic staff leadership and development provision (Action 4.6).

PSS (UK & Non-UK) by Grade - 2020/21
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PSS (UK & Non-UK only) by Grade - 2019/20
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Figure 4.22 Percentage of PS Staff (UK and Non-UK) Grade and Ethnic Group 2020/21
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In 2020/21, Asian staff were the highest represented BAME group, apart from at Grade 7, where it
was staff of Mixed ethnic background. There is also very little or low representation of staff from

Black, Mixed or Chinese backgrounds at higher grades. A full breakdown of ethnicity within each
grade is detailed in Figure 4.23.

Ethnicity of UK & Non-UK PSS - 2020/21
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Figure 4.23 Percentoge of PS Staff (UK & Non-UK) by Specific Ethnic Group and Grades 1-10 2020/21
Intersectionality

When considering the intersection of gender and ethnicity for PS staff, of BAME female PS
staff, 71.4% are Grades 1-5, compared to 48.8% of BAME male PS staff and 46.7% of White
female PS staff.

We will continue to ensure that we consider the intersection of gender and ethnicity of PS
staff in our Athena Swan work (Action 4.7).

Contract Type

In 2020/21, 89.6% of all PS staff were on OECs, a slight increase from previous years (Table 4.23).



PSS by Contract Type
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Figure 4.24 PS Staff by Contract Type 2018-21 with HESA Benchmark

Of those who declared their ethnicity, the percentage of BAME staff (10.3%) on FTC is similar to that
of White staff (10.5%). For UK staff, a similar picture is observed with 9.1% of BAME staff being on
FTC compared to 9.9% of White staff. However, for non-UK staff a higher percentage of staff are on
FTC, 23.1% BAME and 17.2% White staff,

89.5% of BAME staff are on OECs (79.4% UK and 9.8% non-UK) and 10.5% on FTC (7.9% UK and

2.9% non-UK), 90.9% of UK BAME staff are on OECs, similar to that of UK White staff (90.1%) (Action
4.8).

White PS Staff by Contract Type
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BAME PS Staff by Contract Type
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Figure 4.25 PS Staff (White a& BAME) by Contract Type 2018-21 with HESA Benchmark

Across the different colleges in 2020/21, in CLS 76% of BAME PS staff were on OEC, compared to
79% White staff, in CSE 81% of BAME PS staff were on OEC, compared to 85% of White staff and in
CSSAH 97% of BAME staff were on OEC, compared to 95% of White staff, In Corporate Services,
93% of BAME staff are on OEC, compared to 88% of White staff (Table 4.23).

Table 4.21 Contract Type 2018-19
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Table 4.22 Contract Type 2019-20
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Table 4.23 Contract Type 2020-21
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Open Ended ™ 25% 28% 5% ™ 100%.
Fixed Term % 2% ™ 71%) &% 100%
of & 100% 200% 100% }
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Open Ended_ x| x| S| 8IN| __S¥%|  100%,
Fixved Term 26% 3%} 16% 68%. 13% 100%
Ps X% 25| 2% e 20%|  100%,
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Fixved Term &% 2% 4% 71%} % 100%
of Social Sci, Arts & Humanities 200% 200%
73% 19% 76% 81% 7%  100%)
Open Ended “ 1o % 81%) 6% 100%
Fixed Term ™ 19%! 7% 81%/ 7% 100%;
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Fixed Term | 1% %! 1% 86% 1% 100%
2% N ™~ 2% &% 100%
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PS 5% 2%/ 93% 78% 4% 100% |
Open Ended . 0% B BE%| %) BTR 100%
Fixed Term &% 18% T mT ™ 100%
0 y B '

Full-time /Part-time Contracts

In 2020/21, 80.3% of all PS staff were on FT contracts (Figure 4.26), higher than the sector average
of 68.8%. 79.9% of BAME staff and 80.4% of White staff work full-time (Figure 4.27). For UK staff,
20.3% of BAME staff and 19.8% of White staff work PT. For non-UK staff 18.4% of BAME staff and
15.4% of White staff work PT.

In our REC survey, 62% of staff (66% BAME) agree that they are confident that if they were to
request for flexible working the University would give it careful consideration and, if possible,
support the request. 74% of staff felt their manager was supportive of flexible working (73%
BAME, 77% White).
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PSS - Full-Time vs Part-Time
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Figure 4.26 Full-Time/Part-Time PS Staff 2018-21 with HESA Benchmark

White PSS -Full-Time vs Part-Time
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BAME PSS - Full-Time vs Part-Time

100%
75%
50%
25%
0%

201!/19 2019/20 2020/21 HESA 1018/19
uPart Time
EFull Time 3ns 3348 i 17300

Figure 4.27 PS Staff working Full-Time/Part-Time (White and BAME) 2018-21 with HESA Benchmark

PS Staff Turnover Rates

The overall turnover rate for all PS staff in 2020/21 was 12.0%:234.8 FTE (includes
1.1%PNTS) (Table 4.43). The ethnic profile of all leavers, is detailed in Figure 4.28.

Proportion of PS Leavers

100%

%

SO%

25%

%
20018/19 201920 20/
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= Leavers 3574 2625 1348

Figure 4.8 Proportion of PS Leavers over the last three academic years.
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»Asan

Figure 4.29 Ethnic Profile of PS Leavers in 2020/21

8lack

Ethnic Profile of Leavers

Chinese = Mixed

Other = White

The reasons for leaving are detailed in Table 4.24. 52.6% of staff resigned and the reasons were

unclear (Action 4.5).

Table 4.24 Professional Services Staff Reasons for Leaving by Ethnicity

30.2

White
Voluntary Severance 484
Resignation g1.4
Redundancy 26.3
Retirement
Other
Total
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Actions
Action 4.6

Action 4.7

Action 4.8

Develop a leadership and development provision for BAME staff.

Continue to ensure that full consideration of the intersection of
gender and ethnicity of PS staff continues to be embedded in
our Athena Swan work.

Conduct further data analysis of the number of BAME staff
compared to White staff on OECs to identify any patterns within
specific job families. Action now completed under request for
additional information.
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Table 4.25 Professional Services Staff (UK and non-UK) by Ethnicity 2018-21
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Table 4.26 Demographic Data by Ethnicity

Group
Asian or Asian British

Bangladeshi

Chinese

Indian

Pakistani

Any other Asian background
Black or Black British

African

Caribbean

Any other Black background
White

English/Welsh/Scottish/Northern Irish/British

Gypsy or Irish Traveller

Irish

Other White
Mixed

Asian and White

Black African and White

Black Caribbean and White

Any other Mixed background
Other ethnic group

Arab

Any other background
Prefer not to say

City of Leicester
Census
Headcount %
(2011)
37.1%
1.1%
1.3%
28.3%
2.4%
4.0%
6.2%
3.8%
1.5%
1.0%
50.5%
45.1%
0.1%
0.8%
4.6%
3.5%
1.0%
0.4%
1.4%
0.7%
2.6%
1.0%
1.6%

Leicestershire
Census
Headcount %
(2011)
6.3%
0.4%
0.5%
4.4%
0.3%
0.7%
0.6%
0.3%
0.2%
0.1%
91.4%
88.9%
0.1%
0.5%
1.9%
1.3%
0.5%
0.1%
0.5%
0.2%
0.4%
0.1%
0.3%

England
Census
Headcount %
(2011)
7.7%
0.8%
0.7%
2.6%
2.1%
1.5%
3.4%
1.8%
1.1%
0.5%
85.5%
79.8%
0.1%
1.0%
4.6%
2.2%
0.6%
0.3%
0.8%
0.5%
1.0%
0.4%
0.6%

Not available from census results.

University Staff

University Staff

SAP Distribution of Known
FPE % Ethnic Origin %
(2020-21) (2020-21)
14.5% 16.1%
0.3% 0.3%
2.4% 2.7%
9.1% 10.0%
1.0% 1.1%
1.8% 1.9%
2.1% 2.3%
1.2% 1.4%
0.6% 0.7%
0.2% 0.2%
70.1% 77.5%
Not applicableto our
staff record system.

2.1% 2.3%
0.5% 0.6%
0.1% 0.2%
0.3% 0.3%
1.1% 1.2%
1.6% 1.8%
0.5% 0.6%
1.1% 1.2%
9.5% N/A



Table 4.27 Professional Services Staff (UK and Non-UK) in each College by Ethnicity for 2018-21
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Table 4.28 Professional Services Staff Ethnicity Profile for Corporate Services 2018/19

Corporate Services Division

|Estates & Campus Services

EXT: Attenborough Arts Centre

| EXT: Centre Int'nl Training & Education

EXT: Future Students Office

EXT: Marketing & Communications

| EXT: Philanthropy, Alumni & Community

External Relations
Finance, Division of
Human Resources

IT Services

Ubrary, Learmning & Information Services

Registrar's Office
|Research & Enterprise
'Strateglc Planning & Performance
VS!udem & A;:.lacmirciscrvicrcs
IVC President & VC's Office

| Total FPE

BAME White

e | PPN ‘ e | e | e
34.4% \ 19.6% | | 2w 61.3%
0.2% I 100% | 0.3% 90.0%
0.6% \ 16.7% | 0.7% 83.3%
23% | 6% | C1s% | 7e0%
o8% | 222% | 0.7% 77.8%
00% | 00% | 0.5% 100.0%
7.8% \ 133% | 10.9% 73.3%
7.9% ‘ 29.7% ‘ 4.2% 62.4%
0% | 2 5* ‘ 4.9% - 68.7%
14.0% I 20.7% . 11.2% 65.1%
3% | s | 2% | saaw
oo% | oo | 0.7% 89.7%
3% | 190% | | 7sx | r0sx
0.0% l 0.0% | oax | 1000%
135% | 127% | 20.9% 77.2%
0.4% ] 3% | 0.8% 88.7%
100% r 6% | 100% 0.7

Prefer not to say ‘

WE | e e |
9% | 19.2%
00% | 0.0%
oo% | 0.0%
0.3% | 24%
00% | 0.0%
0.0% | 00%
108% | 13.4%
2.9% ‘ 7.9%
38% | 9.5%
13.1% . 14.2%
22% | a8
04% | 103%

| eax | 102x |
00% | 0.0%
14.7% | 10.1%
00% | 0.0%
100% r 12.9%

Total FPE

Total FPE%L

30.9%
0.3%
0.6%
1.7%
0.6%
03%

10.4%



Table 4.29 Professional Services Staff Ethnicity Profile for Corporate Services 2019/20

Corporate Services Division

Corporate Services

Estates & Campus Services

}

EXT: Attenborough Arts Centre

EXT: Centre int’nl Training & Education
EXT: Future Students Office
EXT: Marketing & Communications

EXT: Philanthropy, Alumni & Community

External Relations

Finance, Division of

Human Resources

IT Services

Legal Services

Library, Learning & Information Services

|Registrar's Office

Research & Enterprise

Strategic Planning & Performance
Student & Academic Services
VC President & VC's Office

Total FPE

FPE

White
FPE%d PE%-
0.4% 71.4%
C270% | 610%
0.7% 83.4%
0s% | 75.0%
33% 71.8%
1.8% 74.1%
1.2% 85.5%
6.9% 73.4%
as% | e16%
5.3% 71.3%
11.1% 65.5%
0.3% 44.1%
7.1% 854%
" oa% | 1000% |
8.9% 72.7%
0% | suax
194% 774%
0.3% 60.0%
100% 0.7

Prefer not to say
FPE PE% Y \ PE% |
0.4% ’ 10.7%
1 | aasx | 16ex |
00% | 0.0%
' | oex | 100% |
13% | 48%
13% |  s.6%
06% | 7.2%
6.6% L 11.6%
1 20% | eaw |
3% | 95%
[ 13.0% | 12.7% I
0.5% | 11.8%
3.0% sex |
" oon | oo |
ro% | 93%
' T 3% | s0s% |
105% | 6.8%
| | 0.0 ‘ 0o% |
' [ 100% r 3% |

Total FPE

Total FPE%J



Table 4.30 Professional Services Staff Ethnicity Profile for Corporate Services 2020/21

i White | Prefer not to say
Corporate Services Division 1 a T T | 1 Total FPE | Totad FPE%L
FPE FPEN Y { PEX- \ FPE FPE%Y FPEN FPE ‘ PEXY \ FPE%~

jEsl.)les & Compus Services ‘ 34.9% \' 22.6% . ‘ 27.6% 64.2% ‘ A 44 3% : 13.1% 30.6%
EXT: Attenborough Arts Centre 1 09% | 135% | | 1w | 78ax T 1% | sex | L3
’E)(T Centre Int'nl Training & Education 1.0% I 14.8% : ' 1.5% . 79.2% 0.9% ’ 59% ' 1.3%
|EXT: Future Students Office 6% | 214% | | sex | 7ax 27% | aa% | 5.6%
'EXT Marketing & Communications 3.6% ’ 18.0% ' 4.2% 76.0% 2.6% ' 6.0% 3.9%
.EXT: Phifanthropy, Alumni & Community | 0.8% I 11.9% ‘ . 1.6% . 88.1% 0.0% f 0.0% ‘ 1.3%
External Relations 08% | 260% | 0.6% 74.0% 00% | 00% 0.6%
‘an.lncc. Division of 8.3% ' 30.8% . . 4.8% . 64.0% 3.0% : 5.2% ‘ 5.3%
Human Resources ¥ Cam% | 1% | 5% | 759% 34% | 6o% | 5.2%
.lT Services 12.1% i 21.9% ? ' 10.0% | 65.1% 15.6% ? 13.0% ‘ 10.9%
|Legal servces [ 12% | 441% | | o | aaax or% | 118% | 0.5%
.L-brary. Learmning & Information Services 2.5% 9.0% 6.8% . 86.0% 3.2% 5.1% 5.6%
‘Rcsc.nch & Emterprise | 7.6% 18.7% ‘ ‘ B8.4% . 73.9% 6.6% f 7.4% 8.1%
Strategic Planning & Performance | ETHEH | oox | seox 33% | 253% | T
TSpuce Park Leicester . 0.8% i 17.4% ? . 0.8% . 65.2% . 1.7% ‘. 17.4% . 0.9%
Student & Academic Services | 12e% | 2% | | 1a% | 7eax 1 oo% | sax | 165%
'VC President & VC's Office 1.2% ' 34.9% ? ' 0.6% - 65.1% 0.0% v 0.0% ' 0.7%
‘Olher | 0.0% ‘ 0.0% [ 0.6% | 83.3% 0.9% 16.7% | 0.5%
‘roul FPE . 100.0% E . 100.0% ‘ . ' 100.0% ' 100.0%




PSS (UK & Non-UK) by Grade - 2020/21

100%

75%

500

25%
5.

0%

Owical  Ciher  Gradel Gradel Gde) Goaded Greced Oides Grade? Graded ouan omexo
oo @ W o0 o HLe  BER (M8 MY DA

soe ]l B »e¢ w9 oM w0 @) 03 Wa - .
PSS (UK only) by Grade - 2020/21

75%
SO0% 0
25%

0%

Ol Other Grade]l Ondel Gredel Omded GoadeS Grded Oradn? Omades o-m, mm
v R TR o 970 159 I MAT 1T 164
P e | MY MO M3 403 s 4xE  IE M4 - -

Figure 4.30 Percentage of PS Staff (UK Only) by Specific Ethnic Group 2020/21



PSS (Non-UK only) by Grade - 2020/21
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Figure 4.31 Percentage of PS Staff (Non-UK) by Grade and Broad Ethnic Group 2020/21
PSS (UK & Non-UK only) by Grade - 2019/20
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Figure 4.32 Percentage of PS Staff (UK and Non-UK) by Ethnic Group 2019/20

PSS (UK only) by Grade - 2019/20
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Figure 4.33 Percentage of PS Staff (UK Only) by Specific Ethnic Group 2019/20




PSS (Non-UK only) by Grade - 2019/20
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Figure 4.34 Percentage of PS (Non-UK) by Specific Ethnic Group 2019/20
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PSS (UK & Non-UK) by Grade - 2018/19
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Figure 4.35 Percentage of PS Staff (UK and Non-UK) by Grade and Broad Ethnic Group 2018/19



PSS (UK only) by Grade - 2018/19
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Figure 4.36 Percentage of PS swﬂ (UK Only) by Broad Ethnic Group 2018/19
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Figure 4.37 Percentage of PS Staff (Non-UK) by Broad Ethnic Group 2018/19



Ethnicity of UK & Non-UK PSS - 2020/21
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Figure 4.38 Percentage of PS Staff (UK & Non-UK) by Specific Ethnic Group and Grades 1-10 2020/21
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Figure 4.39 Percentage of PS Staff (UK only) by Specific Ethnic Group and Grades 1-10 2020/21
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Figure 4.40 Percentage of PSS (Non-UK only) by Specific Ethnic Group and Grades 1-10 2020/21



Table 4.31 PS Staff (UK and Non-UK) by Ethnicity and Contract Type 2020/21

Uk Non-UK UK and Non-UK
2020/21 Open Ended Fixed Yerm atel VT Total Open Ended Fived Term S Totsd Open Ended Fixed Yorm S Total
PE | me% | e | e s | e | eex | e | e s | e | eex | e | e PN
BAME - P 200% | I nss | gm | vox | 21 I B | BEEAE T RETY 4 | 3
Asian or Asian British - SO R 6o | mmm | wox | ogm | wex | g | sk | mmm [ vox | g | v mEm | VI
Bangladesh (c3) M o g loex | gm o | gm | ocox | gm | oox | gm | oox | gm o | gm | osv | gm | oI
indian (C1) B 6% B 23 mEE | eox  ogm 9 | ogm | vox | g | ves | gmm leon o gm | sy g s
Pakistans (C2) W o6 gm v gmm osx | g | 2w | ogm s | g | aew | g [omx | g 20w gm0
Any other Asian background (C4) = 1L5% »m 1.7% B 1L5% |} 455 | ] L% B 4.2% | | L% B L% | | L%
Black o Slack British e g | ox | mm | ocex | mm | ex | g v g | o [ mm ol 2 [ ogm ol T ogm | 2w
Alrican (02) S BRSNS BN GEE BEAEE B BESE NE-
Caribbean (01) BN 0% o>  mm | oo | gm | oox | gm oox | gm | oow | mm oo | gm | 0% gm0
Anyother Blackbackground(03) | Bl | 015 | gm | oo | gm | oix | gm | 22 | gm | oo | gm | 1o | gm (o | gm | oox | gm | o
Chlnses P£3) | EE SN EE SN S N§ E-__NE mE- NE WE NN WE- SN ME SN EE__
Mixed Mmoo mm | avs | g | vox | ogmo | oow | gm | zex | gm 2 ogm e gm | am
Astan and White (83) W os% g lox | gm |oss | gm |oos | gm loox | gm |oow | gm [oex | gm |0 | g | oo
Black African and White (B2 m o g losx  gm lox | gm loex | gm o loox | gm o | gm o | gm o losx g | o
Black CaritbesnandWiite (81) | Bl | 065  gm | oox | gm | osx | gm oox | gm | oox | gm (oo | gm [osx | gm | cox | gm | ose
Any other mixed background (B5) 1o | gm | 25% | gmm | s | ogm | 2ex | gm o oos | gm | 2v | g [ ax | ogm |2 ogm | 12w
Other ethnic grovs B o4 | gm | oex  gm | oex | gm | orex | gm | vox [ gm | 2ex [ gm | osx | ogm | 1ex | gm | oex
ABIGY m | oox | gm |oox | gm |oox | g |oow | gm | 3ox | gy | o | gy ELEN EE_NN -
other background (F1 aa% 0.6% 04% 14% 1.9% 1.9% 0.5% 1IN | 0.5%
pocenn M M B e W W e W R R R
; — o | Tioo% | pumm | 00w | g i | oon | g iR 2]
Prefer not to soy | BREEE EELDE RN EELEE EECEE EEEN bt -
Tetal ==} = 1 | - A = =4 - 8




Table 4.32 Professional Services Staff (UK only) by Ethnicity and Contract Type 2019/20

Uk Noa-UK UK and Non-UK
2019/20 Open Ended PmdYerm | opel To® Open Ended RudVorm | el T Open Ended e T roswe] T
PE | PE% | PR | PE% W% | e | eEx | e | RN e | e | x| e | eew PE%
BAME - raE BEEES 2o | pm | x| S | | =l ¢ | mm | 27o% | naw
Asian or Asian British B S N A EEE e | mm v | g ves | mER | ves | R | s mE | 200%  mEE | 6%
Bargladeshl (c3) ] o m 1% m oo | m cox | m cox | m ook | m o m 0% | gm | oiw
Indian (C1) [ EECEE BRI R AR 67% | mm |2 | mm |l oox | mmm | v g I55% O g 13w
Pakistars (C2) = 04 gm | 04x o | m % | m 5o | m 3% | mm o gm |1 gm0
Any ctter Asian background (C4) | L | 16% | @R 25% mm x|  m % | m 1o | mm % | mm i m 23% | mm | 18w
Black or Black British -, . m e BEECEE EETEET Il BN EEETEET TLHE BEL
Aeican (07) B BRI EEEE IR BRI I EEECE LN AR BRI B
Caribbean (01) Mm% m e BELEN oox | mm v | m o | mm o m 108 | g | os
Anry cther Black background (03) | [l o m o | m 0% | m 2% | m oox | ma o | om oax | g | oox | m 0.4%
Cusese (£1) = os% M oox | MR o | M Sax M| o | M| 4 I mm %™ m oo% WM O™
Mixed - . m e BEEEN % | m i | m EE BEEEN N B
Astan and White (83) ) o5y m % | m oss | m cox | m ook | mm | o | m o | m o m as%
Black African and White (82| o o m o m e | m 0% | m i | m o | m o m v | m 0%
Black Caribbean and White (81) | Il 5% m % m os% | mm oox | mm oox | m ook | m o m oy m 5%
Anry other mixed background (85) o m 1% mm | o | m i | m oox | m 2% | mm 2 m 09% | mEm | LIs
Other ethnic prowe [ ] 0.4% l [ os% | m oo | ma % | m &% | m i | om os% | m 1A% mm | oew
AadIGYy Mm% Mm% M eox | MR %o | M3 | W | °™ | g [ oox | W | o™ | M| &%
Anvy other background (F1) - o m asv | m odv | mm 2% | m i om 2% | m o om oo% | g | 06w
N ARG S R BE  pmm | 0 | g 2% | g | 510% | gam | 02% | g 754% g | 730% g M
AME 3 i a0 | o | Toow | 2 | r—ul 0 | g | 0% | g 4
Prefer not to soy M 02 mm | 265 g | vos | g | 2o | gm | ses | mm | so% | g | 2% gum | 0% gy 1%
Totol == - - | - S = [=3 - 5




Table 4.33 Professional Services Staff (Non-UK only) by Ethnicity and Contract Type 2018/19

Uk Non-UK UK and Non-UK
2018/19 Open Fixed Term e Open Inded Fowed Term Open Fixed Term
1121 1141 Wt PN (243 PN we wi (2439
| Asian or Asian British == - == s om | nes | g = - .
Bargladeshi {c3) - - ™ m % m o m - m 0 m
indian (C1) = E] == m_ s | m e | mm - S EEEURE
Pakistars (C2) . - - . 1% . . . - 18% | -
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PSS by Contract Type
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2018/19 2019/20 20/21 HESA 2018/19
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Figure 4.41 Professional Services Staff by Contract Type 2018-21

PSS on Open Ended Contracts
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2018/19 2019/20 2000/ HESA 2018/19

u White 1370.6 1311.2 12329 158440
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Figure 4.42 Professional Services Staff on Permanent Contracts 2018-21



PSS on Fixed Term Contracts
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Figure 4.43 Professional Services Staff Fixed Term Contracts 2018-21
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Table 4.34 Professional Services Staff (UK and Non-UK) by Ethnicity and Contract Type 2020/21
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Table 4.35 Professional Services Staff (UK and Non-UK) by Ethnicity and Contract Type 2019/20
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Table 4.36 Professional Services Staff (UK and Non-UK) by Ethnicity and Contract Type 2018/19
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PSS - Full-Time vs Part-Time

100%
31.2%
75%
SO%
68.8%
25%
0%
2018/19 2019/20 2020/ 21 HESA 2019/20
= Part Time 369.2 2593 2504 65705
® Full Time 1610.8 15288 1430 144800

Figure 4.44 Professional Services Staff by Full-Time and Part-Time Contracts 2018-21

White PSS -Full-Time vs Part-Time

100%

75%
S0%

25%

0%
2018/19 2019/20 021 HESA 2019720

= Part Time 290.5 2746 269 57620
m Full Time 1278 1194 1106 126950

Figure 4.45 Professional Services Staff by Full-Time and Part-Time Contracts and White Ethnicity 2018-21
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BAME PSS - Full-Time vs Part-Time

100%
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2018/19 2019/20 2020/21 HESA 2019/20

m Part Time 787 846 814 8080
mFull Time 3e 3348 34 17800

Figure 4.46 Professional Services Staff by Full-Time and Part-Time Contract and BAME Ethnicity 2018-21
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4c  Grievances and Disciplinaries

Please provide three years’ data, and related analysis, commentary and actions, on:

e the ethnic profile of individuals involved in grievance procedures
e the ethnic profile of individuals involved in disciplinary procedures

« whether the naoture of any grievances and disciplinaries are race-related

These numbers are likely to be small, so collate all three years together

Our Dignity and Respect at Leicester Framework comprises policies and processes related to
interpersonal behaviour and applies to all staff, students, third party contractors and visitors

of the University.

Between 2018/19 to 2020/21, there were a total of

Between 2018/19 to 2020/21, there were a total of
63% of EDI cases)
(Tables 4.37 and 4.38).

The data shows that there is a higher proportion of White than BAME complainants for both
grievances and disciplinaries related to equality (64% White compared with 14% BAME) (Action

4.9).

Results of our REC survey indicated that only 52% of BAME staff members felt confident that
appropriate action would be taken as a result of reporting a race-related incident, compared to 67%

of White staff (Action 4.10).

The system used to record all grievances and disciplinaries does not currently allow for the capture
of the specific grounds of these, and so a separate database has been used to date (Action 4.11).

Table 4.37 Ethnicity of Complainants in all Grievances and Disciplinary Cases 2018-21

Ethnicity

Grievances

Disciplinaries

Asian

. 25%)

Black

i)

Mixed

Other

White

PNTS

Total
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Table 4.38 Ethnicity of Complainants in EDI related Grievances and Disciplinary Cases 2018-2021

Ethnicity Grievances Disciplinaries
Asian %) B2
Chinese Wox) 0%)
Mixed W) 6%)
Other ) 3}
White 67%)

PNTS (8%) 0%)
Unknown 17% (19%)
Total -

We have an online system, Report and Support, for both staff and students to make disclosures
relating to unacceptable behaviours, There is also an internal network of trained Dignity and
Respect Contacts, who provide an impartial, confidential listening and signposting service for staff.
For students, there is a well-established Student Support Services Team and the aligned, nationally
recognised, Standing Together initiative (Figure 4.47).

See Section 3 for details of the Together Against Harassment campaign.

&  Standing Together at the University of Leicester

Figure 4.47 Standing Together Video

B g Yaulde ) 7
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Actions

Action 4.9 Undertake a communications campaign to further promote staff
understanding of the ways to disclose any form of unacceptable
behaviour (now removed as covered by Action 3.1, which is in
progress)

Action 4.10 Undertake further analysis relating to the ethnicity of
respondents, the nature of cases and outcomes for staff
disciplinaries.

Action 4.11 Improve recording systems relating to staff grievances and
disciplinaries to ensure consistency in the collection and
reporting of cases by ethnicity at various levels.

4d Decision-Making Boards and Committees

Please provide details of the ethnic profile, and related analysis, commentary and actions, of your
decision making boards and committees, including:

° senior management team

° board of governors/council

° research and academic committees

° key departmental decision-making bodies

In the University‘s committee structure, Council is the most senior level committee (Figure
4.48).

» Council

Senate
A

carmeng and Teaching Commatee toncrary Degreas Research and Ere

Figure 4.48 University Committee structure

The ethnicity of 23% of committee membership is either unknown (15%) or prefer not to say (8%)
(Figure 4.49).
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Ethnic Profile of Committees

SWhite = BAME PNTS  » Unknown

Figure 4.49 Ethnic Profile of Committee membership

Of known ethnicity, 15% of members are BAME, wnth%) BAME member of the University
Executive Board (UEB) and 16% BAME membership of the Senior Leadership Team (SLT).

The representation of BAME staff
on College Leadership Committees
is highest within CSE, although
numbers are low across all
Colleges (see Tables 4.42-4.44). In
CLS, a ‘Mirror College Leadership
team’ has been established to
diversify the staff voices feeding
into the leadership of the College.

n 5 8 4
Mior College [eikicrii Tam

- ——
L

AN 0BG opeor tundty has arien for 58 within Uw Cotlege 10 participets (n
2 Mrvew Codmge [ saderdwp Town

The purpmss of B Mangr CLF prsgramens (4

rade

Figure 4.50 CLS Mirror College Leadership Team
Communication

Ethnicity disclosure rates, including by Council members, need to be improved for an accurate
understanding of the ethnicity demographic of committees (Action 4.1). Further work is needed to
establish how members are appointed to key committees, to understand and remove barriers faced

by BAME staff in this regard (Action 4.12).

Table 4.39 Membership of Decision-Making Boards and Committees by Ethnicity 2021

Committee White | BAME | PNTS | Unknown | %
BAME
Council i - - i 17%
Alumni Association - . . - 0%
HEEE 1 -
Equality, Diversity and Inclusion - [ ] - . 20%
Finance . . . - 15%

98




1

(11.6%) | (8.0%)

—
b
w

2

Committee White BAME PNTS | Unknown %
- BAME
Health and Safety N . ' .‘ 10%
Nominations . - | - -_ 11%
Remuneration '~-A Imi| . 20%
Senior Staff Pay i i i} T ,-.4,,.;_*- - 10%
~Semate I I B NI B
Learning and Teaching Commities N IE N N REE
Honorary Degrees - | . | I - 22%
Research and Enterprise Committee - | a | B - 0%
Senior Leadership Team - | - | - - 16%
Executive Board B . - = 9%
|
Colleges Leadership Teams - ’ " - 13%
Colleges Learning and Teaching Committees - ’ l | - - 11%
Colleges Research Committees . | - | -_- 7%
TOTAL T

Table 4.40 Membership of Leadership Teams at College Level by Ethnicity 2021

White BAME PNTS Unknown |

Cas | = | Ny I%) | Box
. csE | 73%) 27%) 0%) | [o%)

CSSAH 83%) 6% | WK% | WRox)

Total (81%) | mm(13%) B W 0%)
Table 4.41 Membership of College Level Learning and Teaching Committees by
Ethnicity 2021

White BAME Unknown
L as W 76%) ‘IS%) )
| CsE i GO | o)
| CSSAH ? 1) | )
Total | Mliesx) | HE11%) W)
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Table 4.42 Membership of College Level Research Committees by Ethnicity 2021

White

PNTS

Unknown

CLS

l=0%)

| B

CSE

| B8

(9%) -9%)

(17%)

-G

Pox)

CSSAH

is5%)

B

s

MmO0%)

Total

Wssx)

B

)

|

Actions

Action 4.12

Engage with senior committee leads to explore and identify
interventions to improve the ethnic diversity of committee membership
at both College and University level, including shadowing oppoertunities.

Provide details of equal pay audits conducted over the past three years by ethnicity (by specific
ethnic group as far as possible) and actions taken to address any issues identified.

The University undertook 5 equal pay audits between 2009 and 2020, with the most recent in 2020.
The overall ethnicity pay gap (2020 audit) is 15.5% (in favour of White staff), with a PS ethnicity pay
gap of 14.7% and academic ethnicity pay gap of 10.7%.

For PS staff, the ethnicity pay gap is less than 1,.2% for the majority of grades, with some being in
favour of BAME staff (Table 4.43). However, at the higher grades, Grades 9 and 10, the pay gap is
much larger (low BAME staff numbers at Grades 9 and 10 could distort figures),

Table 4.43 Professional Services Staff Pay Gap by Ethnicity

GRADE ~ Professional PNTS WHITE BAME White/BAME
Service Staff No. No. No. PAY GAP
Grade 1 0.0%
Grade 2 0.6%
Grade 3 0.6%
Grade 4 -0.7%
Grade 5 1.2%
Grade 6 0.9%
Grade 7 0.8%
Grade 8 -0.2%
Grade 9 . 3.8%
Grade 10 - . 65%

For academic staff, the overall ethnicity pay gap is relatively low, with the pay gap for all
grades being 3% or less (Table 4.44). At Professor level, the ethnicity pay gap is in favour of
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BAME staff, however, the pay range at this level is very large and a few highly paid Professors

have distorted the overall pay gap.

Table 4.44 Academic Staff Pay Gap by Ethnicity

GRADE — Academic Staff BNES WHITE BAME | White/BAME
No. No. No. PAY GAP
Grade 6 05%
Grade 7 m
Grade 8 2.5%
Grade 9 0.8%
Professor 3.0%

For clinical staff, the ethnicity pay gap is less than 4% for all grades.

Further investigations should be completed to interrogate the ethnicity pay gaps and actions
developed to close these gaps (Action 4.14).

Table 4.45 Clinical Staff Pay Gap by Ethnicity

GRADE PNTS WHITE BAME White/BAME
No. No. No. PAY GAP
Clinical Lecturer - [ ] = -0.9%
Clinical Associate Professor i) - = 3.6%
Clinical Professor - . 3.3%
Clinical Educator = ' - 2.1%
Clinical Trainee 1 - - N[A
Clinical Trainee 2 - - . N[A
Clinical Trainee 3 ! . - 0.0%

Actions

Action 4,13 Further investigate ethnicity pay gaps with a focus on developing actions to close
these gaps, particularly across grades where a greater than 5% pay gap has been

identified,
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5a Academic Recruitment

Please provide three years’ quantitative data, accompanied by analysis, relevant qualitative

data/research, commentary and resultant action points to describe any issues or trends in the ethnic

profile (by specific ethnic group where possible) of UK, and separately, non-UK applicants:

e applying for academic posts

e  being shortlisted/invited to interview for academic posts

e  being offered academic posts

Where possible, please provide the data for each academic faculty.

Please provide information on the institution’s recruitment processes.

e  How are minority ethnic individuals, where underrepresented, encouraged to apply and accept
offers?

e Whatis done to try to identify and address biases within the processes?

Data Note

As the recruitment data for 2020/21 was not available in time for the submission deadline,
we have incorporated recruitment data for 2017-2020.

The recruitment data for 2017/18 was based on a previous system which had limited
capabilities for reporting. As a result we are only able to provide 2017/18 data for both UK

and non-UK combined, and we do not have data at the shortlist stage or at College level.

For future submissions we will be able to provide all years of required data.

The University currently has a disparity in terms of the ethnic diversity of students (52% BAME)
compared with staff (October 2021, 21.6% BAME).

In 2019, a comprehensive external review of our recruitment practices was commissioned, led by
Advance HE, with a focus on increasing the ethnic diversity of the workforce by identifying barriers
experienced by BAME applicants applying for and being appointed to roles. From the findings of
this review, an Inclusive Recruitment Toolkit was developed to address systemic disadvantage and
is now being embedded in our recruitment processes and training for recruiting managers.

The toolkit includes guidance and good practice on inclusive practice for each stage of the
recruitment cycle, including:

e Advertising and Job Summary Forms — the use of essential criteria, inclusive advertising,
anonymous shortlisting.

e Shortlisting — bias awareness, transparency, making evidence-based decisions.

e Interview and Offer — mandatory training for panel members, consistency for all
candidates, scoring systems.

Our Recruitment Team have increased their community engagement work, attending local job
fayres and events, such as the Belgrave Mela (Figure 5.1).
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Figure 5.1 Recruitment Team Promoting the University as an Employer at Belgrave Mela

The ethnicity disclosure rates for all job applications is high (92% UK and 95% non-UK) and the
percentage of applications from BAME applicants has increased over the 3 years from 47% to 61%
(Figure 5.2).

Ethnicity of Applications

5%
S0%
25%
0%
2007/18 2018/19 20020
= BAME 1959 1770 1660
o White 2282 1882 1054

Figure 5.2 Ethnicity Profile of Applicants 2017-2020

Although BAME applicants made up 61% of all applications in 2020/21, White applicants were the
largest ethnic group of all applications (Figure 5.3).
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Specific Ethnic Profile of Applications 2019/20

UKE rondX

UK

Non-UK

0% 20% 40% 60% 80% 100%

W Asian or Aslen British = Black or Black Dritish & Chinese
" Maed ® Other ethric group = White

Figure 5.3 Specific Ethnic Group Breakdown of Applications to Academic Roles 2019/20

In 2019/20, 21% of applicants were shortlisted, of which 49% were BAME (Figure 5.4). When
reflecting on the data at specific ethnic groups, White applicants (28%) are more likely to be
shortlisted, and Black and Other ethnic background applicants, are least likely to be shortlisted
(Figure 5.5).

Ethnicity of Shortlisted Candidates
100%

75%
SO

25%

o 2017/18 2018/19 20019/20

" AAME 302 281
= White 462 29

Figure 5.4 Ethnicity Profile of Shortlisted Applicants 2017-20
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Percentage of Applicants being shortlisted

100%
7%
SO
25%

0%

lack Chirese Mixed Other White Overad
u Not Shonlisted 2142
o Shonlised 15 38 62 29 7 an SR

Figure 5.5 Ethnicity Profile of Shortlisted Applicants 2019/20

Although 49% of shortlisted applicants were BAME, only 38% of them were successful to
appointment (Figure 5.6) (Action 4.2).

Ethnic Profile of Job Acceptances

100%
75%
S0%
25%

o%

20‘17/18 2018/19 2019/20
mBAME
u ' White 151 178 12

Figure 5.6 Ethnicity Profile of Job Acceptances 2017-20

The percentage of BAME applicants being offered and accepting a job has increased, from 3% to
5%, but it is still much lower than that for White applicants (12%). In 2019/20, the percentages of
specific minority ethnic groups accepting a job are Asian (4%). Black (3%), Chinese (8%), Mixed (5%)
and Other ethnic backgrounds (2%).

Analysis of College level recruitment data (Figure 5.7), showed that in 2019/20 CLS and CSE had

approximately twice as many BAME applications compared to White applications, whereas for
CSSAH, the percentage of BAME applications (51%) was similar to that of White applications (49%).
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Ethnicity of Applications within Colleges

100%
75%
S0%
25%
0%
s CsE CSSAH
BBAME

u'White 428 241 s

Figure 5.7 Ethnicity Profile of Job Applications within Colleges in 2019/20

In 2019/20, 28% of applicants were shortlisted in CLS, 15% in CSE and 16% in CSSAH (Figure 5.8).

Percentage of CLS Applicants being shortlisted

100%
75
S0%
25

0%

Aslan Chirese Mixed Other White Owverall

#

&

¥ Not Shorthsted
B Shontlised
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Percentage of CSE Applicants being Shortlisted

100%
75%
50%
25%

0%
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Percentage of CSSAH Applicants being Shortlisted

100%
75%
S0%
25%

o%
Aswn Black Chirese Mixed Other White  Overal

# Not Shonlisted
B Shortlised

Figure 5.8 Ethnicity Profile of Applicants being shortlisted within Colleges mzozs/zo

In CLS, the likelihood of a BAME applicant being shortlisted (22%) was much higher than in CSE
(12%) and CSSAH (13%). Although 12% of BAME applicants were shortlisted in CSE, very few
applicants of Black (5%), Asian (9%) and Other Ethnic Background (10%) were shortlisted. A similar
picture is observed in CSSAH for applicants of Black (8%) and Asian (11%) backgrounds. The likelihood
of a BAME applicant in CSE and CSSAH being offered a job was 3%, much lower than that for White
applicants and almost half that of BAME applicants applying within CLS (Action 5.1).

Only 53% of BAME staff (74% White) feel that the recruitment and selection process is fair and,
again, only 13% of Black staff feel this.

We need to ensure that all stages of the recruitment process are transparent and fair. The full
embedding of the Inclusive Recruitment Toolkit will be a primary mechanism by which we do this
(Action 4.2), along with the Recruitment Demographic Dashboards that are now shared annually
with all Heads of Department (Action 5.2). Other key actions will be to complete a trial of
anonymous shortlisting and assess for recruitment outcomes for BAME applicants (Action 5.3), and
focus on academic recruitment (Action 5.4) and diversifying applicant pools at some grades (Action
5.5).
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Actions

Action 5.1

Action 5.2

Action 5.3

Action 5.4

Action 5.5

Review recruitment practices in CLS to see whether lessons can
be learnt for other areas to increase the percentage of BAME
applicants being shortlisted and offered jobs.

Continue to produce annual Recruitment Demographic
Dashboards for all Heads of School/Department.

Trial anonymous shortlisting and undertake analysis to identify
impact on recruitment outcomes for BAME applicants.

Explore how academic recruitment processes and practices at
Grades 7-8 could be developed to support the career
development of BAME staff.

Identify and utilise targeted external recruitment channels,
including networks, to promote job opportunities to attract a
more ethnically diverse candidate pool at certain grades.
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Table 5.1 UK and Non-UK Academic Recruitment Data by Ethnicity 2017/18

2017118

Asian or Asian British

UK and non-UK Academic Staff
App to
Offer
ication
Appl Success

Black or Black British

1%

Prefer not to say

Not declared

32%

Total

5%
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Table 5.2 UK and Non-UK Academic Recruitment Data by Ethnicity 2018/19
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Table 5.3 UK and Non-UK Academic Recruitment Data by Ethnicity 2019/20
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Table 5.4 UK and Non-UK Academic Recruitment Data for Colleges by Ethnicity 2018/19 - College of Life Sciences

College of Life Sciences
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Table 5.5 UK and Non-UK Academic Recruitment Data for Colleges by Ethnicity 2019/20 - College of Life Sciences

College of Life Sciences
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Table 5.6 UK and Non-UK Academic Recruitment Data by Ethnicity 2018/19 - College of Science and Engineering

College of Science and Engineering
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Table 5.7 UK and Non-UK Academic Recruitment Data by Ethnicity 2019/20 - College of Science and Engineering
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Table 5.8 UK and Non-UK Academic Recruitment Data by Ethnicity 2018/19 - College of Social Sciences, Arts and Humanities
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Table 5.9 UK and Non-UK Academic Recruitment Data by Ethnicity 2019/20 - College of Social Sciences, Arts and Humanities
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5b Training

Please provide race-specific information on the training available to academic staff including:

e  courses related to management, leadership, and/or other opportunities linked to career
progression

e the uptake of courses by ethnicity

e  how training is evaluated

Staff have access to a wide provision of training and development, including:

e Organisational Development (OD): leadership and development for staff at all career stages.

e Leicester Learning Institute (LLI): supports teaching, scholarship, academic professional
development, including HEA Fellowship (PEERS).

e The Doctoral College (DC): e.g. focussed academic, research staff, and postgraduate
researchers, a range of professional and career management development.

All staff complete mandatory online training modules in EDI and in Challenging Unconscious Bias
at induction (refreshed at specified intervals as part of the formal PDD process), Currently, it is not
possible to analyse the completion rates of mandatory training by ethnicity but this will be
possible from 2021/22, with the introduction of our new online PDD platform (Action 5.6).

Where we are able to analyse participation rates by ethnicity, there is a clearly a lower uptake of
leadership and development courses by BAME staff, the REC survey showed 59% of staff (53%
BAME, 66% White) felt there are opportunities for them to develop in their role.

Further development of OD monitoring systems is needed, to assess the uptake of leadership and
development course by ethnicity and develop further initiatives and opportunities for BAME staff
(Action 5.7).

Managers and prospective managers are encouraged to attend courses on leadership and
management practice, mentoring and appraisal training. There is no in-house leadership

programme for BAME staff (Action 4.6).

A range of face-to-face EDI training is offered including, in 2018/19 Race into Action, of which, 9%
of participants were BAME (Figure 5.9).
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Figure 5.9 Race into Action Training

The EDI Team also deliver bespoke face-to-face training relating to advancing race equality,
including developing awareness of racial harassment, white privilege and micro-aggressions.

Table 5.10 Leadership Courses Undertaken by Academic and Research Staff

Course Titles Information Academic Attendees
Women Leading WLP runs over 8 weeks and is 2018: [ of known, 14%
with Purpose (WLP), | designed for staff Grade 6-8 BAME)
an internal women 2019/20 (WLP): .(25% BAME)
only leadership 2020/21 (wLp) [(18% BAME)

| programme

Future Leaders’ Designed for senior leaders, 2018/19: .(of known, 23%

Programme Associate Professors and Grade 9 in BAME)

(2017-onwards) PS. 2019/2020 Programme not
delivered
2021/21 Programme not
delivered

VITAL Leadership VLP is designed for staff Grades 6-8. 2018/19: [ of known, 0%

Programme BAME)

2019/20: [} (of known, 20%
BAME)

2020/21: [ of known, 14.3%
BAME)

Values in Action
programme

VIA Leadership Programme for staff
Grades 1-5,

2019/20 pilot: [ (of known
36% BAME)

2020/21: Programme not
delivered
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Course Titles Information Academic Attendees

Coaching &

Mentoring

and Mentoring Academy, made up of BAME)
professionally qualified academic and
PS staff.

Training is evaluated at level 1 and 2 (Kirkpatrick Evaluation Model), with focus primarily on

reaction. A more comprehensive evaluation system, is planned over the next 2 years (Actions 5.8,

5.9).

Actions

Action 5.6 Monitor the completion rates of mandatory training by ethnicity from
2021/22 through PDDManager.

Action 5.7 Introduce robust OD monitoring systems to understand engagement
with training and development programmes by BAME staff and put
actions in place to address any barriers identified to engagement and
inclusion, including the visibility of opportunities and the role of line
managers in promoting these,

Action 5.8 Develop comprehensive training evaluation systems to identify further
provision development needed and any barriers to learning for BAME
attendees.

Action 5.9 Ensure there is an ethnically diverse range of mentors available through

the Mentoring Academy and widely promote mentoring as a
development option to people at all levels, including through diverse
cases studies around the benefits of mentoring.
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Table 5.11 Academic Staff Attendance on OD Courses by Ethnicity 2018-21
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Sc¢ Appraisal/Development Review

Please provide three years’ quantitative data, accompanied by analysis, relevant qualitotive
data/research, commentary and resultant action points to describe any issues or trends in the
outcomes of appraisals/development reviews for UK, and separately, non-UK academic staff, with
specific reference to outcomes by ethnicity.

The Performance Development Discussion (PDD) is an annual process for all staff. We were
unable to analyse completion rates data by ethnicity, as this was not captured on our
systems. However, in September 2021 a new electronic PDD system, PDDManager was
implemented. This will enable us to complete detailed and accurate analysis of
completion rates by organisational areas, grades, job families and protected
characteristic. Once this analysis is complete, we will implement targeted
engagement and training initiatives to increase PDD rates where completion rates
are low. (Action 5.10).

In 2019-2020, 63% of all staff completed their PDD, 14.5% less than in 2018-19 (Table 5.12), Whilst
completion rates vary by School/Department/Division, the number of PDDs taking place (meeting
has happened, but no senior sign off) has fallen to 79.5% (from 89.76% for 2018-19). This may be a
reflection of the challenges faced in light of home working during the pandemic.

Table 5.12 Overall PDD Completion Rates (Academic and PS Staff] 2017-2020

2017-18 2018-19 2019-20
Total number of PDDs due 3585 3673 3386
Total PDDs completed and signed off 2801 (78.1%) 2848 (77.6%) 2136 (63.1%)
Total PDDs completed, not signed off 331 (9.3%) 449 (12.2%) 556 (16.4%)
Total PDDs non-completed 453 (12.6%) 374 (10.2%) 694 (20.5%)

Despite the lower overall completion rate across the University, the completion rates within
CSE and CSSAH have increased over the 3 year period (Table 5.13).

Table 5.13 PDD Completion Rates by College/Division 2017-2020

College area 2017-18 2018-19 2019-20
Corporate Services 85.4% 88.01% 1 | 60.98% ¥
College of Life Sciences 71.8% 70.40% ¥ | 50.79% ¥
College of Science and Engineering 57.5% 70.15% P | 76.16% P
College of Social Sciences, Arts and Humanities 87.4% 71.07% ¥ | 74.66%
Total 78.1% 77.54% ¥ | 63.08% ¥

The majority of Schools/Departments/Divisions have high completion rates (Tables 5.14-16),
with a few, such as Cancer Research Centre, Technical Services, HyPIR and Law, have lower
rates. A key action will be to increase PDD completion rates and sign off rates across all

areas (Action 5.11).
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Table 5.14 PDD completion Rates of Academic Staff in Departments 2019/20 - College of Life Sciences

Division/School/Department No. of Actual total Completion
reportable staff completed %, if senior
signed off sign off had
PDDs % taken place
College IT - 100% 100%
Core Bio-technology Services & Central 90.91% 90.90%
Technical Services
Respiratory Sciences 23.26% 53.48%
Cardiovascular Sciences 71.63% 72.34%
Cancer Research Centre 27.71% 36.14%
Clinical Trials Unit 71.43% 78.57%
College Central 0.00% 88.88%
Diabetes Research Centre 79.41% 82.35%
Pre-clinical Research Facility 13.33% 100%
Genetics & Genome Biology 51.65% 54.94%
Health Sciences 93.88% 97.95%
Neuroscience, Psychology & Behaviour 83.58% 85.07%
Allied Health Professionals & Medical 0.00% 100%
Biological Sciences 0.00% 77.5%
Psychology 7.14% 92.85%
Molecular & Cell Biology 43,59% 44.87%
Leicester Precision Medicine Institute 0.00% 11.11%
TOTAL 50.79% 70.32%
Table 5.15 PDD completion Rates of Academic stoff in Departments 2019/20 - College of Science and
Engineering
Division/School/Department No. of Actual total Completion %,
reportable completed if senior sign
staff signed off off had taken
PDDs % place
Chemistry 42.55% 46.80%
Engineering 64.15% 77.35%
Geography, Geology & the Environment 63.77% 76.81%
Informatics 85.37% 85.36%
Mathematics 61.76% 73.52%
Physics and Astronomy 98.46% 100%
HoC Direct Reports 0.00% 0.00%
DoO Direct Reports 0.00% 0.00%
College IT 100% 100%
GGE cluster: Professional Services 100% 100%
GGE cluster: Technical Services 33.33% 33.33%
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ME! cluster: Professional Services 100% » 100%

MEI cluster: Technical Services 100% 100%
PC Cluster: Professional Services 100% 100%
PC Cluster: Technical Services 100% 100%
Total ? 76.16% ' 81.22%

Table 5.16 PDD Completion rates of Academic Staff in Departments 20159/20 - College of Social
Sclences, Arts and Humanities.

Division/School/Department No. of Actual total Completion %,
reportable staff completed if senior sign
signed off off had taken

PDDs % place
Archaeology & Ancient History 63.89% 100%
Arts 80.33% 90.16%
Criminology 94.12% 94.11%
Education _ 82.93% 90.24%
History, Politics and International 51.52% 51.51%
Relations (HyPIR) |
Law 46.05% 60.52%
MCS 85.48% 95.16%
Museum Studies 25.93% 88.88%
University of Leicester School of 86.00% 88%
Business (ULSB)
University of Leicester Archaeological 97.87% 97.87%
Service (ULAS)
College (inc. College research team) _ 80% 100%
Total 74.66% 83.97%

The PDD process is the same for academic and PS staff (with an optional research and teaching
compoenent for academic staff). The PDD provides opportunity for discussion about career
progression, promotion and aligned training needs.

Appraisers complete appraiser training and are encouraged to access online PDD materials on an
ongoing basis. Appraisees are also encouraged to access training ahead of their PDD. Limitations in
the data available about uptake of training, needs to be improved, and the data analysed and
monitored annually, Including by ethnicity (Action 5.12).

Actions

Action 5.10 Analysis of comprehensive data of PDD completion rates by ethnicity to take
place annually from September 2022 using new PDDManager system to
ensure that BAME staff have equitable access to the PDD process. Focussed
PDD training and increased engagement initiatives to take place in those
areas where the analysis in showing low PDD completion rates.

Action 5.11 Develop and implement a new PDD Policy to enable reviewing managers and
staff to understand the need and importance of a POD and the roles and
responsibilities of all those involved in the process. Update training for
appraisers and appraises in line with policy,




Actions

Action 5.12 Improve monitoring of PDD training take-up and analyse utilising the
reporting outputs of the newly launched system to ensure that managers
and staff are equipped to benefit from the PDD process.

5d Academic Promotion

Please provide three years’ quantitative data, accompanied by analysis, relevant qualitative
data/research, commentary and resultant action points to describe any issues or trends in the
ethnic profile (by specific ethnic group where possible) of UK, and separately, non-UK academic
staff promotions. Please provide collated data by each academic grade (ie promotions from each
grade to the next). Where possible, please provide the data for each academic faculty. This section
should also include, with specific reference to ethnicity:
e how candidates are identified, and how the process and criteria are communicated to staff
e how the criteria for promotion consider the full range of work-related activities (including
administrative, pastoral and outreach work)
e details of any training, support or relevant opportunities including temporary
promotions/interim positions
e staff perceptions of the promotions process, including whether it is transparent and fair

Processes are in place for academic staff promotion to Associate Professor and Professor,
underpinned by the Leicester Academic Career Map (LACM). In promotion applications, staff have
opportunity to declare special factors/circumstances which may have impacted their contribution
and output. Bias awareness training is delivered to promotions panels, and promotions workshops
are run to support minority ethnic staff applicants.

Promotion to Professor

There were [Jjj {§ BAME, JJj White and ] PNTS) applications to Professor over the last three-years,
of which |Jjj (i White, Jj PNTS) were successful (Table 5.17), no BAME applicants were successful.
Whilst caution is advised around the interpretation of these figures because the numbers are very
small, the low levels of application and no successful promotion from the jBAME applicants, is of
concern (Action 5.13). In 2016/17, of ] applicants, ] was BAME (Asian) and was successful. Most
recently, in 2021/22, of. applicants,l were BAME and all were successful,l Asian (includingl
Asian female) and ] Mixed ethnic background. There was no promotion round in 2020/21)

Over the three-year period, [Jjj of the jwere non-UK staff (25.8%) and ] of the JJjj non-UK
applicants were successful (Table 5.17).

There were also no applications from Black or Chinese staff over the three-year period (Action
5.14).

Analysing the data by College shows:

e InCLS, there were [Jj] applications [JjJj non-UK), ] of the applications were from White staff
and ] PNTS. There were no BAME applications from CLS, despite having the largest BAME
representation of all three Colleges. Of the applications, JJjj were successful {j non-UK),
giving a success rate of 69.6% (Table 5.18).
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e In CSE, there werejjj] applications (j non-UK), ] applications were from White staff and |
from a BAME member of staff. Of the applications, Jjwere successful (I non—UK,-White),
giving a success rate of 58.8% (Table 5.19).

e In CSSAH, there were ] applications (Jj non-UK), the highest number of applications from
a College and the largest number of non-UK applicants. Of the applications, JJjj were
successful (non-UK), giving a success rate of 44.4%, the lowest of all three colleges (Table
5.20).

Figure 5.10 Promotion to Professor Application and Success Rates by Ethnicity 2017-20

Figure 5.11 Ethnic Profile of BAME Applications and Success Rates for Promotion to Professor 2017-20
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Of declared ethnicity, there were [JJjj (] BAME, JJj] White and [J] PNTS) applications to Associate
Professor over the last three-years ] non-UK) of which [Jjj §§ BAME, ] White and [] PNTS) were
successful {f] non-UK) (Figure 5.13) (Table 5.21).

Of all BAME applications, [ was from CLS (Table 5.22), )] from CSE and Jjjfrom CSSAH.
Analysing the data by College shows:

¢ InCLS, there were [JJjj applications { non-UK), [JJj] of the applications were from White
staff, ] BAME and [] PNTS. Of the applications, [Jj] were successful ] non-UK, ||}
White), giving a success rate of 76.4% (Table 5.22).

¢ InCSE, there were JJj] applications [ non-UK), [applications were from White staff,
[} BAME and |] PNTS. Of the applications, [JJj] were successful jnon-UK, JJjj White),
giving a success rate of 65% (Table 5.23).

¢ In CSSAH, there were JJj] applications JJjJjj non-UK), the most from any College. JJjj of
the applications were from White staff, ] BAME and ] PNTS. Of the applications, JJjj
were successful  non-UK, JjJj] White), giving a success rate of 56.9% (Table 5.24), the
lowest of the three Colleges.

There were no applications to AP from Black staff over the three-year period (Actions 5.13, 5.14).

The ethnic profile of successful BAME applicants is ] Asian; | Chinese; J] Mixed Ethnic and [JjOther
Ethnic staff.
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Figure 5.13 Ethnic Profile of BAME Applications and Success Rates for Promotion to Associate Professor
2017-20

Figure 5.14 Promotion to Associate Professor Success Rates 2017-2020
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Overall, there is a higher success rate for applications to AP, compared with promotions to
Professor and the number of applications from BAME staff to AP is more than double those for
Professor, however the number of applications are still low,

From our REC survey, 34% of all staff (30% BAME: 36% White) agree they were encouraged to apply
for academic promotion,

Participants from our REC focus groups, expressed views that the low BAME representation and
role models at middle and senior management is impacting career progression. Participants also

expressed views about the consistency of promotion decisions (Action 5.14).

Participants also expressed views concerning the availability of formal/informal support, and
encouragement and guidance from Managers to progress (Actions 5.15, 5.16, 5.17, 5.18 and 5.19).
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Actions

Action 5.13 Following the conclusion of the 2022 review of Academic Promotions,
led by the Deputy Vice-Chancellor (Academic), implement the revised
process to remove barriers to successful application to academic
promotion for BAME staff. The revised process will also embed
recognition through a mitigating circumstances process for barriers at
sector level that may impact successful promotion application for
BAME staff, such as the differential outcomes for BAME applicants for
research funding.

Action 5.14 Ensure that case studies of successful academic promotions from BAME
applicants, especially Black and Chinese applicants, are widely publicised
and available on the Academic Promotions SharePoint page and
continue to run Academic Promotion Workshops for BAME Applicants.

Action 5.15 Review the Terms of Reference for College Promotion Committees to
include, as a minimum, at least one BAME member and one member of
the Committee with the role of bias observer.

Action 5.16 Develop further clarification for both panellists and applicants
regarding what should be included in the narrative section of
applications, how this will be considered and assessed.

Action 5.17 Develop specific guidance for panellists regarding awareness of sector
wide issues facing BAME academics, including in relation to differential
outcomes for BAME staff when applying for grants and other funding.

Action 5.18 Update PDD training for reviewers and reviewees to incorporate the
expectation that Heads of School/Department are discussing and
agreeing appropriate objectives with their staff including those from
BAME backgrounds, to place them in a stronger position to apply and be
successful for academic promotion..

Action 5.19 Actively encourage successful promotion applicants from BAME
backgrounds to join the University’s Coaching and Mentoring Academy
through targeted communications and promote this provision to
potential BAME applicants, to encourage further applications.
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Table 5.17 Applications and Success Rates for Professor Promotions All Colleges by Ethnicity 2017-
2020
—__ Promoion 10 Professor - College of Lile Sciences
UK Non LK
T Maie Female | % Malo | Female %
BAME
White or Wivte Brtat 1 1 0%
Prefer not 10 say 1 1 100%
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Table 5.18 Applications and Outcomes by Gender and Ethnicity for Promotion to Professor in the
College of Life Sciences 2017-2020
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_Promotion 1o Profemor College of Schence & Engineering
UK Non. UK
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Table 5.19 Applications and Outcomes by Gender and Ethnicity for Promotion to Professor in the
College of Science and Engineering 2017-2020

Promotion 4o Profewsor - College of Social Sclences, Acts and Humanities
_ z _ Non UK
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Table 5.20 Applications and Outcomes by Gender and Ethnicity for Promotion to Professor in the

College of Social Sciences, Arts and Humanities 2017-2020
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Table 5.21 Applications and Outcomes by Gender and Ethnicity for Promotion to Associate Professor
across all Colleges 2017-2020
Promotion 1o Associate Professor - of Life Sciences
UK Non UK
2017.98 Male Female | % Male | Female LY
S Applied |Successiul| Applied | Successhul Success | Aoplied | Swuccewstul| Applied Swccesshil Success
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Table 5.22 Applications and Outcomes by Gender and Ethnicity for Promotion to Associate Professor

for the College of Life Sciences 2017-2020
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Table 5.23 Applications and Outcomes by Gender and Ethnicity for Promotion to Associate Professor
for the College of Science and Engineering 2017-2020
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Table 5.24 Applications and Outcomes by Gender and Ethnicity for Promotion to Associate Professor
for the College of Social Sciences, Arts and Humanities 2017-2020



Se Research Excellence Framework (REF)

Please provide data and related commentary and actions on:
the number of staff submitted to REF, presented as a proportion of the eligible pool, broken down by
ethnicity. Please differentiate between UK and non-UK staff.

Data Note

Whilst preparing data and analysis for this submission, a discrepancy was noted between the
handbook guidance, compared to the criteria in the application form. The guidance omitted the
need to include non-UK REF population. As this discrepancy was highlighted once our data had
been produced and analysed, it has been agreed with Advance HE that the University is not
required to submit non-UK data for this submission.

For REF 2021, 843 (69.4%) Teaching and Research (T&R) and Research-only (R-only) staff were
submitted. Of the 843 staff submitted, 12.6% were BAME, 75.7% were White staff and 11.8% PNTS
(Table 5.25).

Table 5.25 Staff Submitted to REF 2021 by Ethnicity

BAME

Asian

Black

Mixed

Other

White staff

PNTS

Total

An equality impact assessment (EIA) was undertaken to identify and address any potential or
actual negative disproportionate impacts on staff equality groups.

Of the total eligible pool, Asian staff were most disproportionately represented in numbers
submitted, 7.6% Asian or Asian British staff were submitted, compared to 11.4% Asian or Asian
British eligible staff. 1.3% Black or Black British staff submitted, compared to 2.0% Black or Black
British eligible staff. 1.8% staff from Mixed ethnic backgrounds submitted, compared to 1.5% of
staff from Mixed ethnic backgrounds. 1.9% staff from Other ethnic group submitted, compared to
2.0% Other ethnic group eligible staff.

Although fewer women were submitted to REF 2021, compared to men, the percentage of
White women submitted from the eligible pool was 3.2% higher than that of White men.
BAME women were submitted at a lower rate (10.5%), compared to the eligible pool
(16.5%).
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The proportion of White males submitted was 4% higher than the eligible pool, compared

with BAME males, who were 3.5% less likely to be submitted compared to the eligible

pool.

In terms of the demographic of staff returned in the University’s REF 2021 submission, staff in the
age category 25-29, female staff, BAME staff, female part-time staff and BAME female staff had
disproportionate returns (Action 5.20).

Actions

Action 5.20 Work with Research Leads and RED to identify the reasons why
fewer BAME staff were included in the University’s REF 2021
return, focussing especially on Asian staff and female BAME staff.

5f Support Given to Early Career Researchers

Please provide details of how your institution supports minority ethnic individuals who are at the
beginning of their academic careers in higher education.
e Comment on open-ended/permanent opportunities and any differences by ethnicity.

The Doctoral College (DC) supports research students, supervisors and researchers on grant-
funded research posts or those holding their first academic post.

It provides support through tailored training events, skills development, support groups and
a dedicated staff member providing career guidance. ECRs who engage with teaching have
access to the same training and development opportunities as academic teaching staff (see
section 5b).

Currently, the DC does not analyse the ECR cohort or monitor the take up of provision and
support by ethnicity for ECR staff.

The Dean of Doctoral College has confirmed that there is no sector level agreed way of
defining and identifying ECRs. Our Early Career Researcher and Research Staff Career
Enhancement Sub-Committee reviewed sector approaches, with a view to establishing an
institutional definition. However, following extensive discussions across all colleges, the
Committee concluded that all existing definitions, would be exclusionary to particular
groups. In accordance with our commitment to inclusion, which sits at the heart of our
institutional strategy, we therefore ask colleagues to self-identify as ECRs and this is not
recorded for monitoring purposes.

The University is a signatory to the Revised Concordat to Support the Career Development of
Researchers and has retained the European Commission HR Excellence in Research Award since
2011 in recognition of its commitment to the successful implementation of the Concordat principles.

The University is also part of the British Academy’s first regional Early Career Researcher Network —
an inclusive, researcher-led pilot programme aimed at supporting UK-based postdoctoral

researchers in the humanities and social sciences.

Training and Development for Research Staff and ECRs
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ECR’s have access to all training offered by the DC, Research Services and OD, together with
workshops, one-to-ones, career symposia and networking events providing impartial support for
research staff, through Researcher Development Training and the Mobile Online Professional
Employment and Development resource.

Figure 5.16 Doctoral College Researcher Wellbeing Day

Mentor Connect, in CLS, is an initiative that began by supporting CLS ECRs and has now
expanded to offer mentoring to all academic staff in CLS.

The existing Staff Mentoring Scheme should be developed to provide specific, tailored
mentoring for BAME ECR staff (Action 5.23), as well as the DC to explore sector best practice
initiatives to support BAME ECR staff (Action 5.24).

Actions

Action 5.21 Analyse the ethnicity profile of ECRs to identify trends and
disproportionalities in representation, including contract type.

Action 5.22 Analyse the uptake of Doctoral College support and provision by
ECRs by ethnicity.

Action 5.23 Develop Staff Mentoring Scheme to provide specific, tailored
support for BAME staff, including BAME ECR staff.

Action 5.24 Doctoral College to explore sector wide best practice initiatives
which provide tailored support and opportunities for BAME ECR
staff.

5g Profile-Raising Opportunities

Please describe how your institution ensures profile raising opportunities are allocated
transparently and without racial bias. This might include:

137






Where possible, for each of the sections below, please provide the data for eoch central
department/academic faculty, depending on your structure and staff numbers. Please also provide a
brief overview statement on section 6 as a whole from the heod of each central department/academic

faculty.

6a Professional and Support Staff Recruitment

Please provide three years’ quantitative data, accompanied by analysis, relevant qualitative
data/research, commentary and resultant action points, to describe any issues or trends in the ethnic
profile (by specific ethnic group where possible) of UK, and separately, non-UK applicants:
e applying for professional and support posts
e  being shortlisted/invited to interview for professional and support posts
e  being offered professional and support posts
With reference to any information olready provided in section 5, please comment on:
e how minority ethnic individuals, where underrepresented, are encouraged to
apply and accept offers
e what is done to try to identify and address biases within the processes

Recruitment to PS roles is conducted similarly to academic roles. Section 5a provides an overview of
the University’s inclusive recruitment practices.

The ethnicity disclosure rate, for both UK and non-UK applicants, is 99%+. The majority of applicants
are from a UK background, although the total number of all applicants has dropped since 2018/19
(Table 6.1). The percentage of BAME applications increased by 18% in 2018/19 but dropped to 43%
in 2019/20 (Figure 6.1).

Ethnic Profile of Job Applications

100%
75%
S0%
5%

0%

2017/18 2018/19 2009/20
" BAME 1570 1981
= 'White 2292 2896 2638

Figure 6.1 Ethnicity Profile of Job Acceptances 2017-20

In 2019/20, White applicants were the largest ethnic group followed by Asian applicants (Figure
6.2).
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Specific Ethnic Profile of Shortlisted Applicants

UK & non-Lx
UK

NonUK

o% 200% A% oo 80% 100%
Aslan BMack or Black British  Chinese Mixed Otherethnicgroup White

Figure 6.5 Professional Services Staff Shortlists by Specific Ethnic Group 2019/20

Specific Ethnic Profile of Job Offers

o% 20% A0 oo™ _rO% 100%
m Asian or Asian British m Black or Black British m Chirw se
" Mived ® Other ethnic group W White

Figure 6.6 Professional Services Staff Job Offers by Specific Ethnic Group 2019/20
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Table 6.1 UK and Non-UK Professional Services Staff Recruitment Data by Ethnicity — 2017/18

IUK and non-UK Professional Services Staff

2017/18 App to Offer
Success Rate

Application Offer

Asian or Asian British
Black or Black British
Chinese

Mixed

Other ethnic groups

R|% (% %|%

Prefer not to say
Not declared

| 29%
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Table 6.2 UK and Non-UK Professional Services Staff Recruitment Data by Ethnicity = 2018/19
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Table 6.3 UK and Non-UK Professional Services Staff Recruitment Data by Ethnicity — 2019/20
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6b Training

Please provide race-specific information on the training available to professional and support staff
including:
e courses related to management, leadership, and/or other opportunities linked to career
progression
e the uptake of courses by ethnicity
e how training is evaluated

A range of training and career development programmes for PS staff are communicated via targeted
emails and our internal webpages, Insider, (which promote all current activities). Training needs are
identified during annual PDD discussions, and learning and development opportunities are offered
through OD. Some technical training is offered separately where relevant through Estates and
Campus Services.

Our Values in Action (VIA) Programme for Grade 1-5 Staff was launched as a pilot in 2019 and, of
the ] members of staff who completed it, 36% were BAME.

Staff have access to professional development through apprenticeship. One of the first universities
to sign up to the Technician’s Commitment we are completing a succession planning exercise with a
focus on ethnic and gender diversity for new Technicians.

There is a lack of development focus for staff not in leadership or managerial roles, and all
classroom-based training has been available by nomination onto a leadership programme (Actions
6.2,6.3,6.4,6.5, 6.6, and 6.7).

Section 5b provides a detailed overview of training opportunities offered to all staff, including how
training is promoted and evaluated.

Actions

Action 6.2 Develop of a suite of workshops that are not tied to a ‘programme’, enabling all
staff to access relevant training.

Action 6.3 Develop and deliver a series of workshops specifically for BAME colleagues, as a
short term aim, that focus on personal development and career management.

Action 6.4 Develop a community of middle and senior manager BAME staff to become
sponsors for aspiring BAME leaders in supervisory or first line manager roles.

Action 6.5 Promote the use of the University’s Coaching and Mentoring Academy to BAME
staff to support their development.

Action 6.6 Develop an internal early career leadership programme for BAME staff, in the
longer term, supported by identified BAME sponsors within the University (and
beyond if needed).

Action 6.7 Review the format in which professional development is made available in order
to broaden access to all staff, with a specific focus on BAME staff.
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Table 6.4 Professional Services Staff Attendance at Training Courses in 2018-21

ECHEEEECCEEEEEEE E
SFEEEEEEEEEEEEEEE -E

] eLEEEEEEEEEEEEEERI I BN I
AFEELECERE EEEREEE |
M ELLLIEEY EEEE DX LR L
EEEEEEEEEEEEEEEE BE E
L EE e I B LT

w SEEEEEEELEEEEEEEE - E

u |-||||J||||||||| 1] B
HEEEEEE AEEEFEE-F
L EEEEEE Y DY EEEE il =
SEEELEE g 5| % %) 8 5 5|8 &
- - B u=0
EEECEEEEEEEEEEEECEE"

m - -.L
CEHEEEEEEEEEEEEEE E
e LEEEEEEEEEREEEERE ' LE L
I || [ mmmmw
(UMEE R B
EEHEHHERHHBEEEHEE EE HE

147






any training or mentoring offered around promotion and progression

comment on staff perceptions of development and progression

There is no formalised promotion process for Professional Services (PS) staff, however, the
University operates a Merit Award process which can reward high performance. PS staff can also
submit for a regrade at any point in the academic year.

In 2019-20, 4.2% of BAME staff were considered for merit awards, compared to 7.0% of White
staff (Table 6.6), with a BAME success rate of 63.0% (White success rate 36.1%). A high proportion

of part-time staff who apply for awards are successful,

In the 2017 University Staff Survey, 72% of PS staff felt that the University acts fairly regardless of
protected characteristic with regards to career progressions/awards,

Table 6.6 Merit Awards by Ethnicity for all Staff 2019-20

Application

Nominated Successful  Total Staff R Success Rate
BAME 4.2% 63.0%
Asian or Asian British 4.3% 65.0%
Black or Black British 3.2% 100.0%
Other ethnic group 6.3% 66.7%
Mixed 2.9% 0.0%
White 7.0% 36.1%
Prefer not to say 4.5% 30.0%
Grand Total 6.2% 38.9%
Table 6.7 Merit Awards by Ethnicity 2018-19
Applied  Successful Total Staff App'::::lon Success Rate
BAME 4.4% 57.1%
Asian or Asian British 5.1% 58.3%
Black or Black British 1.7% 0.0%
Other ethnic group 3.9% 100.0%
Mixed 1.7% 0.0%
White 6.0% 53.7%
Prefer not to say 3.8% 68.4%
Grand Total 5.5% 55.5%
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Table 6.8 Merit Awards by Ethnicity 2017-18

Applied Successful  Total Staff Application Success

Rate Rate

BAME 4.9% 60.0%
Asian or Asian British 5.0% 52.2%
Black or Black British 3.7% 100.0%
Other ethnic group 7.0% 100.0%
Mixed 3.2% 50.0%
White 6.3% 60.2%
Prefer not to say 2.8% 71.4%
~Grand Total 5.6% 60.9%
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7. Student Pipeline

Where specified, please provide the data for each academic faculty, otherwise provide data
for the institution as a whole. Please also provide a brief overview statement on section 7 as
a whole from the head of each faculty.

7a Admissions

Please provide three years’ institution-level data on undergraduate application success rates by
average predicted/actual tariff point, analysed by specific ethnic group and disaggregating between
UK and international students.
e  highlight whether ethnicity has an impact on the likelihood of students with the same
predicted/actual grades being offered a place at your university
e  outline how racial biases are identified within the admissions process

As data on ethnicity is withheld by UCAS until after registration, we are reliant on collecting
our own data at registration. As a consequence, our own data only includes applicants who
have gone on to register. UCAS End of Cycle data provides analysis of the entire UG cohort
and, therefore, provides a more complete picture of recruitment patterns.

Applications have fluctuated over the last 10 years, with a dip in 2012, following a steep rise

in 2011, the year before tuition fees were increased to £9,000. An upward trend follows,
peaking in 2017, before a steep decline of 14% to 2020.

s b g s by e s ek

UG applications from 18 year olds UG 18 year old acceptances (source
(source UCAS) UCAS)

Figure 7.1 UolL Applications and Acceptances 2011-2019

‘Acceptances’ refer to applicants who go on to be accepted by the University following the
confirmation of examination results.

151



June Deadline Applications from 18 year olds by Ethnic group

Figure 7.2 provides a 10-year overview of 18-year-old applicants by ethnic group. ‘June
deadline’ signifies those applicants who applied in the main cycle.

Figure 7.2 Applicants to UolL by Ethnic Group 2010-20

The number of White applicants has decreased significantly over the 10 years, from 74% in 2010,
to 49% in 2020. BAME applicant groups did not see similar decreases, likely to be reflective of the
increased popularity of UoL within the local area, and therefore more reflective of the population.
Asian applications have consistently increased, rising from 17% in 2010 to 28% in 2020.

Offer Rate for 18 year olds by Ethnic Group
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Figure 7.3 Offer Rates by Ethnic Group 2010-20
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There is a marked difference in the offer rate for 18 year old main cycle applicants, with
White applicants almost 90% likely to receive an offer to the Other ethnic group being
almost 70% likely.

There are many factors which can impact the offer rate, including offer making strategy, qualification

types and competitive programmes. Further analysis of subject area by ethnic group should take the
above factors into consideration (Action 7.1).

All 18-year-old Placed Applicants by Ethnic Group
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Figure 7.4 Placed Applicants by Ethnic Group 2010-20

‘Placed’ refers to applicants who have been made an unconditional offer which has been accepted.
While the number of White placed students has dropped over the 10 year period (Figure 7.4),
participation rates for all other ethnic groups has seen an increase, with the number of Asian and
Black students significantly increased.

In 2010, White students made up 74% of the of the 18 year old new intake UG population, while
Asian students made up 15% and Black students 7%. In 2020, White students made up 43% of the
18 year old new intake UG population, while Asian students made up 32% and Black students
made up 17% (Action 7.2). The increase in placed applicants is not reflective of the drop in
applications and is as a result of our clearing strategy. Further analysis of barriers to access should be
explored using post registration data (Action 7.3).
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Action 7.1 Undertake a review of Uol’s offer making strategy and
associated processes, informed by application and conversion
rates by ethnic group at University, College and School level, and
work with School teams to implement initiatives to address
areas of disparity.

Action 7.2 To liaise with peers at other higher education institutions to
explore good practice examples for improving conversion rates
from offer to registration for BAME students.

Action 7.3 Conduct a student survey, using the most up-to-date 2022
admissions data, to investigate barriers to access for ethnic
groups, either by utilising Uol’s own data post registration or by
commissioning UCAS Media to undertake a survey on Uol's
behalf, Analyse this survey and update the REC action plan with
any identified actions to address barriers to access for BAME
students.

7b Undergraduate Student Body

Please provide three years’ quantitative data, accompanied by analysis, relevant qualitative
data/research, commentary and resultant action points to describe any issues and trends in the
ethnic profile of your UK, and separately, non-UK undergraduate student body.

Where possible, please provide the data for each academic foculty.

There has been a steady increase in the percentage of BAME UG students, both UK and non-UK
over the 3 years (Figure 7.5) to 54% in 2019/20, with students of Asian and Black background being
the largest represented minority ethnic groups (Figure 7.6). In 2019/20, the actual number of BAME
students reduced by 47 compared to previous year but the percentage of BAME students still
increased, with a 7% reduction in White students (419 students). In comparison, the BAME staff
population, whilst increasing slowly, is still comparatively low (Action 4.2).

Ethnic Profile of UG Students within University

100%
75%
S50%
25%

ox

20 7/18 IOIUIS 2019/70 HESA 2018/19
u White 1415105
mHAME 6091 65495 648 454110

Figure 7.5 Ethnic Profile of UG Students across the University 2017-20
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Ethnic Profile of UG Students

BAsin  Black wChinese  Mixed = Other = White

Figure 7.6 Profile of UG Students across the University by Ethnicity in 2091/20

The largest minority ethnic group within the UK UG student body is Asian students and for Non-UK
UG students, Chinese (Table 7.1).

Table 7.1 Undergraduate Student Population by Ethnicity 2019/20

Ethnic Group UK UG Non-UK UG AllUG

BAME 49% 73% 54%
Asian 25% 18% 24%
Black 16% 9% 15%
Chinese 1% 37% 7%
Mixed 5% 3% 5%
Other 2% 6% 2%

White 51% 27% 46%

Of UG BAME students, the largest represented minority ethnic group is Asian (25%), and within the
Asian category, Indian is the largest represented ethnic group at 56% (Figure 7.7). The second
largest BAME UG UK population group is Black (16%), and within the Black UK UG population, the

majority come from African ethnic backgrounds (70%). The largest non-UK BAME UG ethnic group,
are Chinese students (37%).

Ethnic Profile of Asian UK UG Students

Banglacdeshi  m Indian

7%

» Pakistani Any other Asian Background
Figure 7.7. Ethnic Profile of Asian UK UG Students in 2019/20.
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UG Student Profile by College

In 2019/20, the total UG BAME representation was 54.6% in CLS (UK 53.9%, non-UK 64.0%),
51.0% in CSE (UK 41.9%, non-UK 81.3%), and 54.1% in CSSAH (UK 50.2%, non-UK 69.3%),
much higher than the sector average of 24.3% (Figure 7.8). The proportion of non-UK
BAME students is higher than that for UK students.

Ethnic Profile of UG Student Intake

100%
75%
SO%
5%

0%

HESA 2018/19
= White 1427 1411 1415105
= HgAME in7 1471 3262 454110

Figure 7.8 Ethnic Profile of UG students within Colleges in 2019/20.

The proportion of Non-UK BAME students is higher than that for UK students, particularly in CSE,
where 81.3% of Non-UK students are BAME (Figure 7.9).

UK & Non-UK Student Profile within Colleges

100%
75%
S0%
25%

0%

NonUK NonUK NoerUK
" White 1346 81 1286 125 1390 3’
8 BAME 1573 14 929 542 2807 BSS

Figure 7.9 Ethnic Profile of UK & Non-UK UG students within Colleges in 2019/20.

For UK UG BAME students in 2019/20, Asian students were the largest minority ethnic
group represented for both CLS (31.8%) (Table 7.3) and CSE (24.4%) (Table 7.4). For CSSAH,
Asian (21.8%) and Black (20.6%) students are the largest UK UG BAME groups within the
College (Table 7.5). The smallest UK minority ethnic group across all Colleges is Chinese
students.

For non-UK BAME students, Asian (24.9%) and Chinese (20%) students are the largest
represented minority ethnic groups in CLS (Table 7.3) and, in CSSAH, it is Chinese
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(27.3%) and Asian (22.5%) students. In CSE, Chinese students make up 60.9% of all
non-UK BAME students (Table 7.4).
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Table 7.2 Undergraduate Students (UK and Non-UK) in the University by Ethnicity 2017-20

UK UNDERGRADUATES Non-UK UNDERGRADUATES UK and Non-UK UNDERGRADUATES
2017/18 2018/19 2019/20 2017/18 2018/19 2019/20 2017/18 2018/19 2019/20

No. | & | No. | & [ Mo | & [mo| & [ o[ & [ M| & [N & || & [m]| ¢ |
BAME 4724 | 45.1% | 4999 | 48.0% | 4907 | 49.4% | 1367 | 68.4% | 1496 | 71.1% | 1541 | 72.5% | 6091 | 48.8% | 6495 | 51.9% | 6448 | 53.5%
Aslan or Asian British 2225 | 21.2% | 2456 | 23.6% | 2512 | 25.3% | 335 | 16.8% | 345 | 16.4% | 387 | 18.2% | 2560 | 20.5% | 2801 |22.4% | 2899 | 24.1%
Bangiadeshi B s BB o B cox | 9 osx B [oox | B oo (B sox [N o [ 1ex
Indian B cox | cox N ceox 0 7sx (L csx R ozx ] IR 1ok | 12 5% 13.4%
Pakistani B cox I ssx () so« | g | iox D cox | I | 1ox [ 0% a3 || <6
any other Asian background | [ | 2ax | 0 sox [ ook | B e N oo [ coc TR cox [ o (B cox
Black or Black British 1674 | 16.0% | 1722 | 16.5% | 1597 | 16.1% | 198 | 9.9% | 188 | 89% | 192 | 9.0% | 1872 |150% | 1910 | 15.3% | 1789 | 14.8% ]
Black African e | ssx - 229% | M oox | DR ox | M| cox | D iiex | DN |20k | DN 11%
Black Caribbean IRl 1P ATl BT . 1% | R | oo (N 2o | B 2ox [ 2ex
Acty other Black background osx | M [osx | W | osx | | 1ex ra% | BN | 2ox [ [osx [ (o~ [ | o
Chinese i vaE IEETEE  AETTEE BEEETMl  IEEZTAE BRI zax | | 7ax
Mixed s38 | 5.a% | 61 [ s.a% | 539 | sax | 67 [3ax | s6 | 27% | sa | 25% | 60s | a8% [ 617 | a0 | 503 | a9x
Asian and White B o s B s W o oo o EE e 1.7% | | 1%
Black African and White B o B (o B o M oo 0o oo IR 0sx ' o6x | I | 0%
Biack CaritbeanandWhite | [l | 2% [ | rox | | cox | ] oss | D [osx | M | osx [ D ox [ pmm | s [0 | 12
Ay other mixed background | [ | 15 | [ | ox | D ook | N cox [N o | o] sk (O] ox [ [ ik [ | 1ok
Other ethnic groups 139 | 13% | 136 | 13% | 156 | 1.6% | 103 | 52% | 109 [ 5.2% | 120 | S.6% | 242 | 19% | 245 | 20% | 275 | 2.3%
Acab B osx | M | osx | M o6x a1% | | <3x | IR | csx 1% || iox [ W | 1ex
Any other background o | MR | o I l 11% | M [oox | MM | osx . osx | [ orx | MR | oo
| 5762 | 54.9% | 5415 | 52.0% | 5020 | s0.6% | 633 |317% | 608 [28o% | 584 | 27.5% | 6395 | 51.2% | 6023 |4sa% | se04 | 46.5%
Information Refused s || s N = i_ 3.7% 1.7% - Tl I
Not Known W oo W oo | m| oo [ e %ﬁam e . 2ev | o~ || oo

Total 10613 10531 10028 2409 2404 2449 13022 12935 12477
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Table 7.3 Undergraduate Students (UK and Non-UK) by Ethnicity 2017-20 - College of Life Sciences

UK UG Students Non-UK UG Students UK and Non-UK UG Stadents
College of Life Sciences 2017-18 2018-19 2019-20 2017-18 201819 2019-20 2017-18 2018-19 2019-20
No. | 4% | No. | 4% | Mo | 4% | No. | I% | No. | 4% [ Mo | 4% | No. [ I% | No. | 4% [ Ne. | %
Asian or Asian British 682 |267% | 800 |207% | 927 |318%| sy |2a%| ss [2s7% | 6 |269% 733 |26a% | 855 | 294%| 983 | 31N
Bonglodeshi (c3] Wi m 20w om |2 00% | g loox | g loax ' m l16x | m x| m | 25%
Indion (C1) SUAN MECLCIN WECIN WEEN WETIN METIl WECIE mECEIN mEeCT:
Pokistoni (C2) [T HEEE BECEE T BN R 33% | Bl 22% mm s4% | mm 6% | mm | 65%
Any other Asian bockground (C4) [T HEECEE BECEE BECAN WEIN MECEE WA BECES mACCEl mErs
Black or Black Beitish 283 |111% | 345 | 128% | 385 | 13.2% 9% | g |9 | g | sax | 303 | 109%| 365 |126%| e04 | 128%
African (D2) B cc% | mm [to3%| g (wex| g o [eox | g [7s% | gm o e2% g | e  gm 00%| gy | 104x
Caribbean (D1) W l20% | g (206 | gm [a1ox| g lex| g loox | g |oax g 19| m 208 | g | 18%
Any other Block bockground (03) m_loex | m losx | g losx| g liox| g loox | g l18x g lor | g losx | g |o6x
Chinese (€1) THECAN WEEAE MECEE MECCIN WECIN WEAE BERIAN WEEAN el
Mixed 133 |52% | 161 [6ox | 167 [ sow | g lasx| g lasx| g |13% w18 | sox | 167 | 5% | 170 | sax
L e 1352 B 23 % = o
Other ethnic @ |1ex| e [1ex| 61 | 21% 10.2% 1.2% 93% | 64 | 23% | 68 | 23% | 2 | 26%
Prefer not to sey n L s n n o n o 2l
Total 25% ms 2944 249 240 256 2839 2959 3200
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Table 7.4 Undergraduate Students (UK and Non-UK) by Ethnicity 2017-20 - College of Science and Engineering.

UK UG Students Non-UK UG Students UK and Non-UK UG Stisdents
College of Science and Englneering 2017-18 201819 201920 201718 201819 2019-20 201718 201819 2019.20

No. | 4% | No. | 4% | No. | 4% | No. | 4% | No. | 4% | No. | 4% | Mo. | 4% | No. | 4% | Ne. | 4%
Asian of Asian Beitish 514 | 19.7% | 551 |225% | 560 |244%| 52 [109%| 59 | ssx | 53 | 7.9% | 566 |18.4% | 610 | 19.6% | 593 | 206%
Banglodeshi (c3) m 1ex | g [rex | g [16x| g [oox| g loox| g |oox | gg [1ox [ g [asx [ [12%
Indian (C1) sk gm (osx g [er] m e | m [ | m o leon  gm [oex| gm Tiex| gm 122
Pakiston (C2) m 3% | gy [sex | g [3ex| g [1ox| g [1ox| g [1o6 gy [30% [ g Toox [ g [32%
Any other Asian background (C4) M [ex | m e | g [eox| m [sex | m [aox | g | 20% gm (2o [ gm [oox [ gm |aox
| Black or Black Beitish 269 [103% | 253 oan| 226 [102%| a6 |9ex | @ [eix | a0 [6ox | wms |10 20 |oex | gy | 92
African (02) mm leox | mm (s | gm [eox | @ x| g lasx | g |eex gm [ex [ gm [vex [ gm | rex
Coribbean (D1) m x| m [l m [1ex| g loex| g lom| g |0 1a% | m lrex [ m e
Any other Black background (D3) m o losx| g lom| g loax| g [ars| g l226| g oo  gg (o | g [osx | gy |o0ax
Chinese (£1) WMo 2ox | m [ 1ox | gm [vex | mm ser| mm  eiex| gm | sox 95% | W AT% | mm | 152%
Mixed m (a3 | o1 [3m| 103 [am | gu (2% | g [oex | g [ 16% | 123 [aon | 103 [ 3% [ 114 [ a0
Other ethnk grou 27 1 13| 29 [ 1w 3% | 20 [3ex | 32 [asx| a5 [asx| 55 [iex | &1 [ 2%

[Prefer not to say E n " B n )

[Total 2626 2466 215 552 714 717 3178 3180 2932
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Table 7.5 Undergraduate Students (UK and Non-UK) by Ethnicity 2017-20 - College of Social Science, Arts and Humanities

UK UG Students Non-UK UG Students UK and Noa-UK UG Students
College of Social Sciences, Arts and Humanities | 2017-18 201819 2019-20 2017-18 201819 2019-20 2017-18 201819 2019-20
No. | 4% [ Mo [ um | wo. [ x| mo. [ ux | wo | ux [ wo [ ux [ wo [ ux [ wo. | 4% | mo | ux
Asian or Asian British 1031 | 19.3% | 1105 | 20% | 1046 [ 218% | 232 | 17.8% 189% | 278 [225% | 1263 | 19.0% | 1336 | 206% | 1324 | 22.0%
Bonglodesh (c3) mo [ ex | @ [asx g [1ex o4% | g low | g loax m [12%x | m 1| m [13x
Indian (C1) B 2% N 2% RO 125% ) EE | 80% 101% | B [ 133% O 106% | O 17% | R | 126%
Pakiston (C2) s | mm |l aex  gm laox | m | 1e% | @ l22% gm [3vx gm e [ gm | ex
Any other Asian bockground (C4) B 2cs | mm |2 g o 2ex | mm o (sox | g esx g | 69%  mm | 6% | mE 3% | mm | 3%
Black or Black British 12e |201% | 1025 [219% | o7 [206% | 132 [10a% | 127 |woax | 133 [08% | 1256 | 1mox | 1252 | 1e3% | 1120 | 1men
Africon (D2) o vvox  mm [vax| g [1eex| @ Teox [ g [zox | g | vox [ gm [1sox| ser [ason| gm [1esx
e gm | 3ew 6% | m W ex | g [20x  gm (3ox | 20 [32x [ gm | 33%
moon/ m o m n " m 'l n
m x| m (o m = - = - =
294 | s5% | 300 | sox | 26 50 8 0 34 309
20 |1 | e |1 63 61 &7
[Prefe not 10 say n " ] n n - w u
|Totat 5399 5337 4845 1347 1261 1233 6746 6598 6078
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7¢ Course Progression

Please provide three years’ quantitative data, accompanied by analysis, relevant qualitotive
data/research, commentary and resultant action points to describe any issues and trends in
the ethnic profile of your UK undergraduate students’, and separately non-UK undergraduate
students’, continuation rates through their course.

Where possible, please provide the data for each academic faculty.

The following data is based on FT UG students, of known ethnicity, continuing from Year 1 to Year 2
of study.

The continuation rates of UG students has slightly improved over the 3-year period, increasing from

90% in 2016/17 to 93% in 2018/19 (Figure 7.10). In 2018/19, the ratio of UK and non-UK students
continuing were the same, at 93% (Figure 7.11),

UG Progression from Year 1 to Year 2
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Figure 7.10 Progression Rates of UG Students 2016-2019

UK and Non-UK Progression Rates - 2018/19

UK & Non-UK NonUK
N Non-Progression 240 206 34
B Progression 3082 2574 458

Figure 7.11 UK and Non-UK Progression Rates of UG Students in 2018/19
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Although the continuation rates of BAME Students is similar to the overall continuation rates for
UG students, fewer UK BAME than non-UK BAME students, continue (Figure 7.12) (Action 7.4).

Progression Rates of BAME UG Students
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Figure 7.12. Progression rates of BAME UG students in 2018/19

Although the continuation rates of BAME Students is similar to the overall continuation rates for
UG students, fewer UK BAME than non-UK BAME students, continue (Figure 7.12).

Students of Mixed, Black and Other ethnic backgrounds have the lowest continuation rates for
minority ethnic student groups at 89% (Figure 7.13). Asian and Chinese students have the highest
continuation rates at 94% and 93% respectively.

In 2018/19, the progression rate for UK BAME students was 91%, slightly lower than White
students at 94%. Of UK BAME student groups, Asian students had the highest progression rate at
94% (the same as White students), followed by Black, Chinese and Mixed students, all at 89%
(Figure 7.16) (Actions 7.4, Action 7.4.1, Action 7.4.2, Action 7.5).

The progression rate in 2018/19 for non-UK BAME students was 94%, higher than White students

at 91%. Of non-UK BAME groups, as with UK students, Asian students had the highest progression
rates at 96%, followed by Chinese students at 93% and Black students at 92% (Figure 7.18).
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UG Progression Rates by Specific Ethnic Groups
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Figure 7.13 Progression Rates of UG students by Specific Ethic Group in 2018/19

The continuation rates for all UG students vary across Colleges, with CLS being the highest at 95%
and CSE the lowest at 90% (Figure 7.14),

Progression Rates of UG Students within Colleges

CSSAH
m Non-Progression 127
W Progression 816 633 1583

Figure 7.14 Progression rates of UG Students within Colleges in 2018/19

At College level, continuation rates vary depending on specific ethnic groups (Figure 7.15). In CLS,
the continuation rates for all ethnic groups are >90% apart from students of Other ethnic
background-(Table 7.7). In CSE, only students of Asian and White background have a continuation
rate >90%, with students from Mixed and Black backgrounds having a continuation rate of 79% and
80% respectively-{Table 7.8). CSSAH has the highest overall continuation rate for specific ethnic
groups (including both UK and non-UK students), with all being 90% or more.

Of UK students in 2018/19, BAME students in CLS had the highest progression rate of all colleges,

at 94.1%, compared to White students at 96.7%. Of BAME ethnic groups, Asian students in CLS had
the highest progression rate at 97%, followed by the Mixed student group at 92.3% (Table 7.7). In
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CSE, UK BAME students had a progression rate of 86.9%, compared to White students at 92.5%. Of
BAME ethnic groups, Asian students had the highest progression rate (91.0% in 2018/19), followed
by Chinese students at 90.0% and Mixed at 85.7% (Table 7.8). In CSSAH, UK BAME students had a
progression rate of 91.2%, compared to 93.5% for White students. The Other student group had
the highest progression rate of BAME students, at 95.7%, followed by Asian students at 92.5%
(Table 7.9).

Of non-UK students in 2018/19, BAME students in in CSSAH had the highest progression rate at
95.9%, compared to White students at 87.6%. Of BAME ethnic groups, the Mixed student group
had the highest progression rate at 100.0% . students), followed by Black students at 97.1% (Table
7.9). In CLS, the progression rate for BAME students was 90.6%, compared to 96.9% for White
students. Chinese {Jstudents) and Other [ student) student groups had the highest progression
rate at 100% (Table 7.7). In CSE, the progression rate for BAME students was 88.1%, compared to
96.6% for White students. Asian students had the highest progression rate of BAME ethnic groups
at 100.0%, followed by Chinese students at 88.0% (Table 7.8).

As the number of non-UK student numbers are relatively low, e.g. in CLS in 2018/19 there were ]
non-UK students, caution should be exercised in drawing conclusions from this data.

CLS UG Progression Rates - 2018/19
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CSSAH UG Progression Rates - 2018/19
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Figure 7.15 Progression rates of UG students within Colleges in 2018/19 by Ethnicity

Further analysis on progression by School, in 2018/19 for all UK and non-UK UG Full-
time students showed that;

In CLS:

e The Medical School had the highest progression rate in the College (98.65%): 98.28%
BAME students and 99.19% White students,

e ODP had the lowest progression rate in the College (79.41%): 76.47% BAME students
and 82.35% White students,

In CSE:

e Physics and Astronomy had the highest progression rate in the College (95.74%): 88.89%
for BAME students and 95.74% White students.

e Engineering has the lowest progression rate in the College (83.89%): 83.90% BAME
students and 83.87% White students. BAME students had a higher progression rate,

In CSSAH:

e Leicester Law School had the highest progression rate in the College (96.88%): 96.36%
BAME students and 97.81% White students,

e Archaeology and Ancient History had the lowest progression rate in the College
(82.05%): 90% BAME students and 80.11% White students. In this year, BAME students
had a higher progression rate than White students.

Further analysis (2018/19) by School for UK students within each College showed:

In CLS:

e The Medical School had the highest progression rate in the College (98.91%): 98.75%
BAME students and 99.12% White students,

e ODP had the lowest progression rate in the College (79.41%): 76.47% BAME students
and 82.35% White students.

In CSE:
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e Physics and Astronomy had the highest progression rate in the College (95.40%): 88.46%
BAME students and 98.36% White students.

e Engineering has the lowest progression rate in the College (82.1%): 81.93% BAME
students and 83.64% White students.

In CSSAH:

e Leicester Law School had the highest progression rate in the College (96.72%): 95.14%
for BAME students and 99% White students.

o Media and Communications had the lowest progression rate in the College (81.25%):
84.21% BAME students and 76.92% White students. In this year, BAME students had a
higher progression rate than White students.

Analysis (2018/19) by School for non-UK students within each College showed:
(Please note numbers for non-UK UG students are lower than UK students within each
School).

In CLS:

e The Medical School had the highest progression rate in the College (95.65%): 92.86%
() BAME students and 100% (f) White students.

e Psychology had the lowest progression rate in the College (90/91%): 88.89% (fj) BAME
students and 92.31% of White students.

In CSE:
e Physics and Astronomy and Geology had the highest progression rates in the College
o Physics and Astronomy (100%- | students).
o Geology (100%- ] students).
e Chemistry had the lowest progression rate in the College (80%): 50% () BAME students
and 85.71% () White students.

In CSSAH:

e Modern Languages and Sociology had the highest progression rate in the College (100%)
-Jj students in total.

e History had the lowest progression rate in the College (50%) -] students.

(Actions 7.6, 7.7, 7.8).
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Actions

Action 7.4

Action 7.4.1

Action 7.4.2

Action 7.5

Action 7.6

Action 7.7

Action 7.8

Increase the number of BAME students in the role of Peer Mentor within the
SU Peer Mentoring Scheme, from 54% to population representative % by
2024/25.

Pilot the Study Well programme in at least three Academic Schools in
2022/23. Establish annual targets for potential roll out following 2022/23
pilot. This programme gives students the opportunity to develop leadership
skills, and to lead student sessions about wellbeing and belonging as a way
to reduce non-continuation.

One student Curriculum Consultant recommendation to be implemented by
each participating academic school by 2023, and then repeated annually
with each cohort of consultants. These will be monitored through the annual
review process (APR) alongside progression data.

Increase the number of BAME students attending the HEADSTART online transition
support programme so that it is in line with the incoming population % of BAME
students.

Extend the Student Voice workshops (previously used within GGE) to other
Academic Schools based within CSE. Use the outcomes of these workshops to
identify suitable initiatives to improve progression rates.

Evaluate the MedRace model of student-led curriculum consultants with a view of
employing in other academic schools. To capture the diverse student voice and
inform practical ways in which academic schools can create a sense of belonging,
thus improving progression rates.

Evaluate the impact of physical spaces within the academic school, specifically the
Law School in CSSAH where students have an opportunity to voice who they are
and why they have chosen Law at Leicester. If a positive impact is found on
students’ sense of belonging and progression, expand this module into other
academic schools.
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Non-UK Undergraduate Course Progression
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Table 7.6 Undergraduate Course Progression (UK and non-UK) by Ethnicity 2016-19
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UK and non-UK Undergraduate Course Progression in CLS
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Table 7.7 Undergraduate Course Progression 2016-19 College of Life Sciences
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UK Undergraduate Course Progression in CSE
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Table 7.8 Undergraduate Course Progression by Ethnicity 2016-19 - College of Science and Engineering
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Non-UK Undergraduate Course Progression in CSSAH
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Table 7.9 Undergraduate Course Progression by Ethnicity 2016 -16 - College of Social Science, Arts and Humanities

UK and mon-UK
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7d Attainment

Please provide three years’ quantitative data, accompanied by analysis, relevant qualitative

data/research, commentory and resultant action points to describe any issues and trends in the ethnic

profile of degree awarding for your UK and, separately, non-UK students.

Where possible, please provide the data for each academic faculty.

e Provide data on differences, by ethnicity, of students awarded a first/2:1 (a ‘good degree’).

e  Comment on any initiatives your institution has to address any attainment gops (with reference to
the Teaching and Learning section of your application).

e  Where you have initiated work in this area, specify the impact of these initiatives.

Over the last three years, fewer BAME students were awarded a good degree compared to White
students, however, the award gap has continually decreased over the period from 11.4% to 8.7%
in 2019/20 (Figure 7.28). The award gap for non-UK students is 6.6%, slightly lower than the 7.8%
for UK students (Figure 7.29).

Degree Attainment (UK & Non-UK) by Ethnicity

100%
7%
SO
25%
o BAME White BAME

White BAME White
2017/18 2018/29 200% 20
® Lower Degree Q 225 418 211 267 115
B Good Degree 815 1204 1109 1291 1334 1327

Figure 7.28 Degree Attainment (UK & Non-UK) by Ethnicity
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Degree Attainment (UK only) by Ethnicity

» Lower Degree
m Good Degree
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Degree Attainment (Non-UK only) by Ethnicity
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Figure 7.29 Degree Attainment (UK only and non-UK only) by Ethnicity

In 2017/18, Black and Chinese students were least likely to be awarded a good degree (Figure
7.30). However, in 2019/20, although Chinese students were still the least likely to be awarded a
good degree, the percentage of students being awarded a good degree increased for each specific
group over the three-year period.
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Undergraduate Degree Outcomes 2019/20
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Figure 7.30 Undergraduate Degree Outcomes by Grade and Specific Ethnicity 2017-20

The percentage of BAME students achieving a good degree has increased over the last three years
in each of the Colleges, but is still less than that of White students. However, the percentage of
White students achieving a good degree has also increased and, in 2019/20, 97.4% of White
students in CLS, 89.9% in CSE and 91.5% in CSSAH achieve a good degree (Figure 7.31).
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Percentage of Good Degrees within College
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Figure 7.31 Good degree attainment within Colleges ~ 2015/20

The awarding gap within Colleges varies. In CSSAH it has decreased from 14.4% to 9.1% over the 3-
year period, whereas it has increased by 1.6% in CLS (5.8% to 7.4%) and 3.4% CSE (6.4% to 9.8%).
Chinese students are the least likely to achieve a good degree in CLS and CSSAH, whereas students
from Other ethnic background are the least likely to achieve in good degree in CSE.

Other

Degree Outcomes in CLS - 2019/20

2.6% 8.2% 111% 125
30.0%
aw1%
64.9% 76.9%
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Degree Qutcomes in CSSAH - 2919/20
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Figure 7.32 Degree Outcomes within Colleges by Specific Ethnic Group - 2019/20

Fewer non-UK students achieve a good degree than UK students across all Colleges but the number
of non-UK students are fairly low compared to UK students.

As captured in our Access and Participation Plan, a lower number of Black students are awarded a
good hours degree (2:1 or 1¥) compared to their White peers and we are committed to improving
both our policies and practices to contribute to the elimination of awarding gaps. Please see
Section 8 for all current action taken and new action proposed to address our awarding gaps.

The proportion of BAME students (UK and non-UK) achieving a good degree has increased
from 72.9% in 2017/18 to 83.3% in 2019/20, with the proportion of Firsts increasing from
19.7% in 2017/18 to 28.2% in 2019/20. The proportion of White students (UK and non-UK)
achieving a good degree has also increased from 84.3% in 2017/18 to 92% in 2019/20 (Table
7.10).

For UK only students, in 2019/20, 85% of BAME students achieved a good degree, an
increase from 76.3% in 2017/18 and 92.8% of White students achieved a good degree, an
increase from 85.7% in 2017/18. 36.5% of Firsts were achieved by BAME students, with
Asian students representing the majority of the 36.5% (20% Asian, 10.5% Black, 1.2%
Chinese, 3.9% Mixed and 0.9% Other) and 62.8% were achieved by White students (0.7%
unknown) (Table 7.11).

For non-UK only students, in 2019/20 77.4% of BAME students achieved a good degree, an
increase from 64.9% in 2017/18, this is lower than the proportion of UK BAME students
(85% in2019/20), however numbers are smaller. A higher proportion of BAME students
achieved Firsts than White students, [l irsts were awarded to BAME students
(53.3%), 29.9% of Firsts were awarded to White students and 16.8% unknown) (Table 7.12).

CLS has the highest proportion of overall BAME students (90%) and White students (97.4%)
achieving a good degree. For all Colleges, the proportion of UK BAME students achieving a
good degree is higher than the proportion of non-UK BAME students.

In CLS for all students in 2019/20, 90% of BAME students achieved a good degree,
compared to 97.4% of White students, Of BAME students, 100% of Other student group (.
students) achieved a good degree, followed by 91.8% of Asian students, 88.9% of Black
students, 87.5% of Mixed students and 70% of Chinese students (Table 7.13). Breaking this
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down by UK and non-UK shows that 90.3% of UK BAME students achieved a good degree
compared to 85% (Jj students) of non-UK BAME students. 97.3% of UK White students
achieved a good degree compared to 100% (] students) of White non-UK students (Table
7.14 and Table 7.15)

In CSE in 2019/20, 80.1% of BAME students achieved a good degree, compared to 89.9% of
White students (Table 7.16). Breaking this down by UK and non-UK shows that 81.8% of UK
BAME students achieved a good degree compared to 72.5% of non-UK BAME students.
90.1% of UK White students and achieved a good degree, compared to 87.9% of non-UK
White students (Table 7.17 and Table 7.18).

In CSSAH in 2019/20, 82.4% of BAME students achieved a good degree, compared to 91.5%
of White students (Table 7.19). Of the BAME students, 87.6% of Asian students achieved a
good degree, 87.1% of Mixed students, 78.8% of Other students, 77.9% of Black students
and 76.1% of Chinese students. 84.1% of UK-only BAME students achieved a good degree in
2019/20, compared to 77.7% of non-UK BAME students. 92.9% of UK White students
achieved a good degree, compared to 80% of non-UK White students (Table 7.20 and 7.21)

Actions

To avoid replication, all actions relating to attainment can be found in Section 8.
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Table 7.10 Undergraduate Degree Outcomes (UK and Non-UK) by Grade and Ethnicity 2017-20
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Table 7.11 Undergraduate Degree Outcomes (UK only) by Grade and Ethnicity 2017-20

2017/18

Good Degree First Upper Second Other Homours
No. %4 %> No. %4 %> No. %3 %> No. %4 b
Asian m 17.9% 818% | | 18.2% 27.9% m 17.7% 53.9% n 17.9% 18.2% |
m 12.1% 67.1% | | 7.2% 13.3% B 14.5% 53.8% =] 26.7% 32.9%
n 21% 75.5% " 1.9% 22.4% | | 2.2% 53.1% n 3.1% 245%
n S.0% 821% B 3.9% 21.7% ] 5.5% 60.4% n A9% 17.9%

0.9%

25.1%

12.2% |

10.5%

19.9%

19.4%
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Table 7.12 Undergraduate Degree Outcomes (Non-UK only) by Grade and Ethnicity 2017-20

Non-UK Only Students
Good Degree Flrst Upper Second Other Homours
%

60 20
otal 393 100 293 178
Asian m 20.9% 874% a 16.8% B2% 1 23.2% 62.2% n 47% 12.6%
[Btack ™ 67% 68.9% i) 5.4% 0.0% n 7.4% a8.9% ™ 47% 31%
[Crunese = 258% 72.7% '] 24.6% 24.8% B 26.5% a7.9% ™ 15.1% 27.3%
2019720 |Med I 22% 833% 1 4% sa3% 1 1.0% 25.0% 1 0.7% 16.7%
76.0% 16.0%
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3 Undergraduate Degree Outcomes (UK and Non-UK) in CLS by Grade and Ethnicity 2017-20
Table 7.1

Good Degree

First

2017/18

AAAAA

1
- 59

s i

3L7%

23.6% 63.6% n

17.2% 1
20.8% n 16.0% n =
e . :

- n

-
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Table 7.14 Undergraduate Degree Outcomes (UK only) in CLS by Grade and Ethnicity 2017-20

22.1%

81.1%

17.0%

24.1%

18.9%
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Table 7.15 Undergraduate Degree Outcomes (Non-UK only) in CLS by Grade and Ethnicity 2017-20

Good Degree first Upper Second Other Homours

No.
1
1
1
1
1
L
1
otal 16
Asian 75.0% 0.0% 16.7% 75.0% 1 9.1% 25.0%
1
1
1

2018/19

- | -

.

197



Table 7.16 Undergraduate Degree Outcomes (UK and Non-UK) in CSE by Grade and Ethnicity 2017-20

(UK and Non-UX)

Good Degree
%

| 1 8 |
otal 59 22 314 186
Asian [55 21.4% 84.3% n 19.4% 43.1% n 23.9% 41.2% n 9.1% 15.7%
|Black " 6.8% 74.5% ) 6.2% B2% n 7.6% 36.4% n 5.3% 25.5%
|Chinese [ 1 3s% T24% § 2.6% 31L0% [ 4.5% aL4% 1 3.0% 27.6%
2018/20 [Mixed B 16% 246% 1 2.4% 0.8% B 5.3% 53.8% 1 15% 15.4%
Other 0.5% 55.6% 0.9% 313% 0.8% 22.2% 1.5% 484%
Unknown 20 3% 83.3% 1 3.2% 45.8% 1 3.4% 37.5% 1 15% 16.7%
|rotal 604 40 264 99 |
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Table 7.17 Undergraduate Degree Outcomes (UK only) in CSE by Grade and Ethnicity 2017-20
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Table 7.18 Undergraduate Degree Outcomes (Non-UK only) in CSE by Grade and Ethnicity 2017-20

24.1%
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Table 7.19 Undergraduate Degree Outcomes (UK and Non-UK) in CSSAH by Grade and Ethnicity 2017-20

College of Soclal Arts and Humanities (Uk and Non-UK)

Good Degree
%4
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Table 7.20 Undergraduate Degree Outcomes (UK only) in CSSAH by Grade and Ethnicity 2017-20

e of Social Sclences, Arts and Humanities (UK Only)
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Table 7.21 Undergraduate Degree Outcomes (Non-UK only) in CSSAH by Grade and Ethnicity 2017-20

College of Social Sclences, Arts and Humanities (Non-UK Only)
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7e  Postgraduate Pipeline

Please provide three years’ quantitative data, accompanied by analysis, relevant qualitative

dota/research, commentory and resultant action points to describe any issues and trends in your

institution’s UK postgraduate student body, and separately non-UK postgraduate student body.

*  Provide details specifically on taught master’s programmes, research master's programmes and
PhD programmes.

Where possible, please provide the data for each academic faculty.

* Comment and refiect on the support offered to minarity ethnic students to assist in their academic
career progression.

*  For generic initiatives, comment specifically on take up by ethnicity, and their impact on race
equality.

.

The percentage of BAME students undertaking taught master’s programmes has increased over the

3-year period, from 63% to 69%, much higher than the sector average of 23% (Figure 7.33). A

similar increase is seen for both UK and non-UK students. Currently, we have not included PG data

broken down by College (Action 7.9).

Postgraduate Taught Masters

100%
75%
S0%
25%

17/18 18/19 19/20 17/18 18/19 19/20 17/18 18/19 15/20 HESA

UK & Non-UK UK Non-UK
EWhite 2405 2311 2065 1408 1334 1202 997 sn 863 2&345
WMEAME 4168 4381 4608 491 483 4% 3677 388 4114 605D

Figure 7.33 = Ethnic Profile of Postgraduates on Taught Masters Programmes.

o
£

In 2019/20, 69% of students on taught master’s programmes were BAME. The ethnicity profile of
students varies, with 29% of UK students and 83% of non-UK students being BAME (Figure 7.34),
For non-UK, 52% of students were Chinese.

Taught Masters - UK and Non-UK

7 -

S B Oww SNaat D &

204



Taught Masters - Non-UK Only

Taught Masters - UX only
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Figure 7.34 — Postgraduates on Taught Masters Programmes by Specific Ethnic Group — 2019/20,

For PhD programmes, the percentage of BAME students has remained stable over the 3-year
period, averaging 47%, higher than the sector average of 23% (Figure 7.36),

Postgraduate Research PhD

100%
75
50%
25%

0%

17/18 18/19 1920 17/18 1&/19 19/20 17/18 1819 1920
UK & Non-LX NonUK 18/19
BWhite 9554 9514 883 651 en 606 i\ 2% 277 52580
BBAME 878 847 750 193 190 180 685 657 570 11600

Figure 7.35 = Ethnic Profile of Postgraduates on Research PhD Programmes.

£

In 2019/20, 46% of students on Research PhD programmes were BAME, with students from Asian
and Other ethnic backgrounds representing 13% and 14% respectively (Figure 7.36). For UK only,
BAME representation was 23% and for non-UK 67%. The specific ethnic profile of non-UK BAME
students was 15% Asian, 7% Black, 17% Chinese, 3% Mixed and 25% Other ethnic background.

PhD - UK & Non-UK
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PhD - UK Only PhD - Non-UK Only
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Figure 7.36 — Postgraduates on Research PhD Programmes by Specific Ethnic Group — 2019/20.

The University also offers postgraduate Research Master's, Research Other and Taught Other
programmes (Figure 7.37).

Research Masters

100%
75
S0%
28

0%

17/18 18/19 19/20 17/18 1819 1920 17/18 18/19 1920 HESA
UK & Non-LK

s

ES

Non-UK 18/19
52580

11600

= White
m 8AME

Figure 7.37 — Ethnic Profile of Postgraduates on Research PhD Programmes.

Our REC survey showed that 54% of BAME and 34% of White respondents stated that they would
consider postgraduate study. A slightly lower proportion of BAME students (48%) and White
students (42%), stated that they were likely to consider undertaking a PhD.

We are committed to increasing the participation of BAME students in our postgraduate cohorts
and supporting BAME students to progress into academia as a career. This commitment is
evidenced by BAME Graduate Teaching Assistant (GTA) Scholarships offered by CSSAH and the
Diversity Scholarships offered by the School of Museum Studies. The CSSAH Scholarships award
includes a full tuition fee waiver, and academic support and mentoring for the BAME GTA
application programme, with the possibility of progressing to a 1 year Teaching Fellowship. For the
2021/22 year, 10 scholarships were awarded.

From 2021, we are also offering 3 UG scholarships per year for Black students, partnering with the
Cowrie Scholarship Foundation,
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BAME GTA - 3 x 4 Year Doctoral Graduate Teaching
Assistant (GTA) Studentships

for PhD studentship opportunities

Click here to search the FindAPHhD database » About the Programme

Figure 7.38 CSSAH BAME GTA Scholarships Advert

Actions

Action 7.9 Complete further detailed analysis of the student PG pipeline at full University and
College level to identify key attrition points or patterns.

207



Table 7.22 UK and Non-UK Postgraduate Study by Ethnicity 2017/18
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Table 7.23 UK Postgraduate Study by Ethnicity 2017/18

students - 2017/18
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Table 7.24 Non-UK Postgraduate Study 2017/18 by Ethnicity
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Table 7.25 UK and Non-UK Postgraduate Study 2018/19 by Ethnicity

UK and Non-UK postgraduate students - 2018/19
Research

Taught - Masters Taught - Other - Masters Research - Doctorate (PhD) | Research - Doctorate (Other)
No. No. No. No. No.
621 [ 113 16% 1 ™ 251 14% 25 17%
u 0% L 1% 1 4% 1 0% 1 1%
= 5% [ [ 9% 1 0% ] 5% n 9%
] 1% ™ a% 1 % 2% 1 2%
m | % [ 2% i a% ™ P 1 %
738 t 1% 30 % 1 % 95 5% 1 ™
= 8% m 3% 1 ™ ] a% 1 %
- 2% 1 1% 1 % 1 0% 1 3%
™ F 1% 1 t 1% 1 o% n 1% 1 0%
2458 7% 27 a% 1 15% 147 8% L %
191 3% 20 3% 1 a% 65 a% 1 ™%
2 t 1% Il 1% 1 % " 1% 1 1%
™ 0% B 0% 1 o% 1 1% 1 1%
Black CaribbearyWhite F 8 F o% [ 1% 1 F o% 1 1% 1 1%
Other mixed background ™ 1% ¥ 1% 1 ' m 2% B 1%
Other F 373 6% 11 % 1 F ™% 289 16% 12 &%
Arab ] 5% 0 1% 1 % 15% e %
Other ethnic 1% 1% 0% 2% 1%
Information refused 134 2% 13 1% 1 % 53 3% 1 2%
Not knawn 15 o% 19 7% 1 % 36 0% 1 %
Total 6841 727 28 1850 160
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Table 7.26 UK Postgraduate Study 2018/19 by Ethnicity
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Table 7.27 Non-UK Postgraduate Study 2018/19 by Ethnicity

Non-UK postgraduate students - 2018/19
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Table 7.28 UK and Non-UK Postgraduate Study 2019/20 by Ethnicity

UK and Non-UK postgraduate students - 2019/20

Taught - Masters Taught - Other Research - Masters Research - Doctorate (PhD) Research - Doctorate (Other)

No. L No. 4 No. ¥ No. + No. ¥
Asian 899 13% 104 17% 1 3% 216 13% 19 16%
Bangladeshi [ 0% 1 1% ] 0% 1 o% 1 2%
indian m 9% = 12% 1 0% =l 5% 1 a%
Pakistani ] F 1% n [ 3% 1 0% n F 2% 1 1%
Other Asian background - 3% 0 1% 1 3% =] 6% i 6%
[Black 628 9% 2 5% 1 3% 94 6% 10 %
African I~ 6% [ 3% 1 3% " 4 1 5%
Caribbean -m 2% I 1% 1 0% 1 1% 1 3%
Other Black background [ 1% 1 o% 1 0% [ 1% 1 0%
Chinese 2609 39% 31 5% 1 28% 155 % 1 %
(Mixed 184 2% 18 % 1 % 55 % 1 %
Asian/White o 1% 1 1% 1 0% ] 1% 1 o%
Black African/White n 0% 1 % [ 0% 1 o% 1 0%
Black Caribbeary'White n 0% 1 % 1 0% n 1% 1 2%
Other mixed background n 1% 1 1% [ 3% ] 2% 1 1%
Other 328 5% " 1% 1 3% 230 14% 10 8%
Arab -m % B 1% 1 3% [0 13% 1 6%
Other ethnic ba 1% 0% 0% 1% 3%
information refused 134 2% 1 1% 1 % 48 % 7
Not known 15 0% 10 ™ 1 o | 1 0% 1 %
Total 6822 634 29 1686 125
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w.

i I | o 2

g ES S EE BB ES

:

m_ ’

= LT L E LR
. w emww HE
z 5 | |2 B
m.m mmmmummwm g i
@ MCO_ @O < M

215




Table 7.30 Non-UK Postgraduate Study 2019/20 by Ethnicity

Non-UK postgraduate students - 2019/20
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7f Postgraduate Employment

Please provide three years’ quantitative data, accompanied by analysis, relevant qualitative

data/research, commentary and resultant action points to describe any issues and trends in the ethnic

profile of:

e  your graduates in non-professional employment (as defined by HESA) six months after graduating

e your graduates in professional level employment (as defined by HESA) six months after
graduating.

Data Note

In 17/18 DLHE data on postgraduate employment was replaced by Graduate Outcomes which is
now the sector standard. As the Graduate Outcomes survey is not conducted until 15 months after
graduating there is a lag in data availability. The data available through Graduate Outcomes is not
comparable to data through DHLE therefore to ensure 3 years of data in provided, DHLE data
relating to 15/16, 16/17 and 17/18 has been used.

In 2017/18, 88% BAME and 91% White PGs were in employment. 11% BAME and 6% White PGs
undertook additional studies and 4% BAME and 3% White PG’s were unemployed (Table 7.31). A
similar pattern is observed for UK and non-UK PG's.

The least likely ethnic group to be in professional level employment were Chinese (60%) and Black
PGs (64%).

“More could be done to help students learn more about diverse range of
careers not only traditional careers or office jobs.” — Asian or Asian British
- Indian

Our REC survey showed that 48% of BAME students agreed that UoL has helped them develop the
skills they need to apply for graduate-level jobs compared with 55% of White students.

Lower numbers of BAME students from low participation neighbourhoods (LPN) progress to
further study or highly skilled employment than their White peers and we have specific actions in
our APP to address this.

The Leicester Award (LA) is a personal development programme that enables students to reflect on
and articulate their motivations, strengths and skills and to identify development areas and what
students enjoy so they can decide what activities to get involved with next. The Leicester Award
Gold supports students to develop employability skills and experience through a professional
experience such as a summer internship, year in industry or year abroad.

There are targets and aligned activities built into our APP to increase the BAME completion
rates of the LA (Actions 7.10, 7.11, 7.12). Further specific actions to be taken to support
postgraduate employment include embedding the LA in UG programmes (Action 7.13),
developing a specific career event for BAME PGs (Action 7.14) and a wider consideration of
how to reduce progression gaps between students from underrepresented groups and
others (Action 7.15).
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Actions

Action 7.10

Action 7.11

Action 7.12

Action 7.13

Action 7.14

Action 7.15

Provide BAME students with access to a careers coach with a similar lived
experience.

Develop an offering of tailored work related experience for BAME students aimed to
overcome barriers to access.

Develop a BAME Inspirational Speakers series to raise the aspirations of BAME
students.

Develop a programme of work to embed the Leicester Award and Leicester Award
Gold into all undergraduate degree programmes in order to widen access to, and
participation in, activities that develop self-awareness, opportunity awareness, the
skills needed to make effective applications.

Develop a specific annual career event focused on the needs of BAME PGRs.

Consider how best to reduce progression gaps between students from
underrepresented groups and others, as part of a review of institutional
employability strategy; including the role that targeted interventions can play in
removing barriers to work experience in a professional environment, widening
access to professional networks, and acquiring the skills and awareness needed to
make a successful transition into graduate-level work or further study.
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Table 7.31 Postgraduate Employment Profile (UK and Non-UK) by Ethnicity 2015/16

2015/16 Non-professional employment | Professional level employment Additional studies Unemployed Total

UK

information refused 1 1% 1% | 02 1% 7% | 14
Not known I 1% 0.8 I % 0% 0% 03 o% 0% 1
81 5%

Information refused

1 0% 8% 0% 0% 3%
Not known 64% 82% 8% | 4% 60%
Total 14| 100% | 6% 100% | 33% [ 127 58% 100% | 3% ! 219 | 100%
Asian B 12% [ 13% 13%
Black B ™ 5%
Chinese 1 ] 3%
Mixed 1 n 2%
5%

Total
9% 44% |
Total | 337 | 100% | 18% | 887 | 100% | 47% | 575 | 100% | 30% | 8 | 100% | S% | 1,888 | 100%









8 Teaching and Learning

This section is an opportunity for your institution to consider the impact of academic practices. Your
analysis and commentary should be race-specific.
Throughout this section please refer to relevant internal and external data and research.

8a Course Content/Syllabus

Please outline how you consider race equality within course content. This should include reference to
new and existing courses.

We continually review course content to enhance our students’ educational experience. In 2019/20
we developed and piloted a Decolonising the Curriculum Toolkit in selected modules, to develop
more inclusive content (reading lists, case studies and imagery) making the curriculum more
relevant to student’s lived experiences. The Centre for Transforming Access and Students
Outcomes in Higher Education awarded Uol over £46,000 to evaluate the impact and potential
wider application of the toolkit. The toolkit has now been implemented in Sociology with plans for
rollout University wide (Action 8.1, 8.2). Also an Accessible Curriculum Design checklist allows staff
to reflect on how they have accommodated different learning styles, preferences, abilities and
student needs.

In 2021 a Student and Educational EDI Team were created, to work with both staff and students to
develop educational inclusivity with a particular emphasis on closing the award gap and student
satisfaction. The Team also provides a route to implementation for the work of the Leicester Institute
for Inclusivity in Higher Education (LIIHE) (Action 8.3).

Students are at the heart of our work, as evidenced by our Student Voice projects, SU and School-
level Liberation Officers, our 5-year commitments to our Access and Participation Plan, our new

Research-Inspired Education Strategy Citizens of Change: Our Second Century, and our Inclusive

Education objectives.

In our REC survey, 72% of BAME respondents agreed that the content of their course matches their
expectations, compared with 81% of White respondents. 71% of BAME respondents agreed that the
content of their course reflects the opinions of a wide variety of people, compared with 75% of
White respondents (Action 8.4).

We have a Programme Portfolio Development Group (PPDG) whose role is to oversee and sign off
new programme proposals. Terms of Reference for PPDG are currently under review to ensure they
take into account our New Education Strategy and how race equality content is embedded in new
teaching programmes (Actions 8.5, 8.6).

Other initiatives which have allowed us to consider race equality within course content include:

. Represent Campaign - 318 recommendations of titles and authors.

. Inclusive Collections Reading lists - over 700 views in 2020/21 including a Black History Month
Collection and an Anti-Racism Collection (Action 8.7).

. Champions’ Programme - recruits students to develop a checklist, used by academics in

decolonising or diversifying their teaching (Action 8.8).

222



. Curriculum Consultancy Initiative - a joint SU/University initiative that recruits students to
work with academics in co-contributing to the development of a more inclusive curriculum
(Action 8.9).

. Embedding EDI in the Curriculum Advance HE Project: to identify and tackle barriers to
success for BAME students, Identified good practice included evidence building around our
student and staff experience (through focus groups, surveys, data packs on awarding gaps),
and the Inclusivity Fortnight which provided a catalyst for embedding racial equality work,

. Awareness & Engagement events:

- Black History Month - annual programme of events.

- Inclusivity Fortnight - events where local pledges were generated.

- Ideathon - 70 attendees from across the University discuss how to build a more inclusive
experience for students in curricula, teaching, engagement and support.

- Inspirational Chemists, - encouraging students to challenge inequalities and improve their
awareness of inclusivity in Chemistry.

Figure 8.1 Leicester Student’s Union Social Media Post on Decolonising Resources
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Actions
Action 8.1

Action 8.2

Action 8.3

Action 8.4

Action 8.5

Action 8.6

Action 8.7

Action 8.8

Action 8.9

Roll out the Decolonising the Curriculum Toolkit across the University.

Develop a clear vision for decolonisation for Leicester, that is context specific and
with clear expectations.

Student and Education EDI Team to implement and measure the impact of
initiatives to close the awarding gap between Black and White students.

Undertake a deep audit and develop an action plan for all departments to embed
curriculum inclusivity, assessment practice, and student support measures which
are appropriate to underrepresented groups, including BAME students.

Map the revised programme development, approval and review processes against
the race equality elements of the new research-inspired Education Strategy.

Track, support and monitor new programme proposals to ensure race equality is
embedded in these.

Continue to develop and promote the Library’s Black History month and Anti-
Racism collections.

Develop a checklist to be used by academics who are decolonising or diversifying
their teaching.

Ensure that students continue to work with academics in co-contributing to the
development of more inclusive curricula as part of the Curriculum Consultants
Initiative.
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We held a Closing the Gap event in 2020, jointly hosted by the SU Education Officer and PVC
Education, built on conversations initiated by the data packs. It was attended by 100 staff and
concluded with Schools agreeing on clear, practical, short-medium and long term actions to close
the award and satisfaction gaps.

In addition there are increasing specific opportunities for students to influence University policy
and practice. Examples includes:

e Criminology BAME Student Forum - supports the community voice within the School

o Department of English Learning Together Group, - staff and student workshops aimed
at developing a learning community whilst tackling study skills issues

e Black Students’ Therapeutic Group hosted by our Student Support Services division

e Leicester University Medical African Caribbean Society

e Student Liberation Officers across our Schools.

In September 2021, recognising its impact on students, the University included racial trauma
as a self-certifying category in its Mitigating Circumstances process.

v

Vit St what your
officer team have
achieved over
September to help
students out!

Evidence requirement for mitigating circumstances wos
romoved for term |

The SU officer team will now attend the University's
Executive Board three times G yeor to provide
direct student feedbock to senior manogement

Students will be able to self-certify for rocial trouma for
mitigating circumstances in the upcoming yeaor, after
previously only being able to cite harrassment,

Figure 8.3 Students’ Union Social Media Post about Mitigating Circumstances for Racial Trauma
September 2021

In our REC Student Survey, 68% of BAME respondents agreed that they are happy with the way their
course is assessed, compared with 81% of White respondents and 64% of both BAME and White
participants had confidence that would achieve a Good degree. There was also a lower level of
satisfaction in terms of how courses are taught, with 62% of BAME respondents agreed that they
enjoy the way their course is taught, compared with 83% of White respondents. Whilst we currently
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have initiatives in place to consider race equality in teaching and assessment methods, we recognise
we need to do more (Action 8.11).

Actions:

Action 8.10 Implement the recommendations made in both the ‘Tackling Racial Inequalities in
Assessment in HE’ report and the ‘Decolonising the Curriculum’ toolkit.

Action 8.11 Conduct further, more detailed investigations into the satisfaction and awarding
gaps at College and School level.

8C Academic Confidence

Please outline how academics are supported and developed to ensure they have the knowledge, skills
and confidence to consider race equality in their teaching and course development:

o How are academics incentivised and encouraged to consider race equality within their
teaching and course design?

o What training is provided to academics in considering racial inequalities within their
teaching and course design?

o How is good practice shared across faculties and the institution? Full commentary should

be included with the data, along with any relevant work already undertaken to address
any issues identified, and actions you plan to take.

Academics are supported and developed through tailored training sessions, for example, academic
leadership programmes which help to enable inclusive curriculum enhancements and improved
outcomes for BAME students. The new mandatory Online EDI module was also launched in 2021,
to be completed within 12 months (Action 8.12). We are also a registered organisation of the newly
launched Open University/Santander online course, Union Black: Britain’s Black Cultures and Steps
to Anti-Racism, providing specific focus on active steps to anti-racism during 2021/22 (Action 8.13).

Union Black: Beitain's Black
Cultures and Steps to Antl-
Raclsm

The establishment of Leicester Institute for Inclusivity in Higher Education, additionally supports
academic colleagues in the design, development, improvement and delivery of inclusive academic
programmes linked to the University’s strategy and Education Services.
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In our REC Survey, 45% of BAME participants agreed that, where relevant, their Course
Tutors/Supervisors and Lecturers are confident and competent in facilitating discussions around
ethnicity and race, compared with 57% of White respondents. Overall, however, BAME students are
less satisfied with the quality of teaching and learning within their course, particularly course
content, and a relatively low number of both White and BAME students agreeing that teaching staff
have the confidence to talk about race.

NSS 2019 overall satisfaction score for the University as a whole was 84%, with the White Students
more satisfied (88.6%) than BAME students (78.9%). Black students are least satisfied with their UoL
experience (72.9%), 15.7% lower than White students.

Other supporting initiatives, include the development of 2 UG modules on Black History
(Action 8.14), the use of coursework-unpacking sessions and supporting academic
leadership at a programme level to enable inclusive curriculum enhancements (Action 8.15).

Actions

Action 8.12 Increase the proportion of staff and students taking the EDI awareness module to
develop awareness and understanding of inclusivity.

Action 8.13 Conduct a trial of the Open University/Santander Online module Union Black:
Britain’s Black Cultures and Steps to Anti-Racism to support staff in developing
confidence and skills to consider race equality in their roles.

Action 8.14 Develop and launch 2 undergraduate level modules focused on Black History.

Action 8.15 Develop coursework-unpacking sessions in which students re-imagine coursework
instructions into a variety of formats.
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9. Any other information
This section is an opportunity to provide details of any other actions or learning which are relevant to
race equality, but which have not been included in previous sections.

This is an optional section, you are not obligated to include anything; you will not be disadvantaged for
not including anything here, but anything you do include will be considered by the awards panels.

Covid-19 Pandemic

The University recognised the disproportionate impact of the Covid-19 pandemic on ethnic minority
communities, highlighting the impact of both fundamental health inequalities, as well as Covid linked
harassment that ethnic and religious communities may be subject to. Regular all staff and student
communications were produced, to make clear that the University will not tolerate racial or religious
based harassment, discrimination and hate incidents. These communications included details of how
to disclose, report and seek support (both on and off-campus), if such incidents do take place, with a
strong message about respecting each other during Covid-19.

During the pandemic, to understand the experiences of BAME staff and to provide support,
the BAME Staff Forum facilitated discussions about feelings of isolation and vulnerability
potentially faced during the lockdown, as well as keeping themselves and those within their
multi-generational homes they lived in safe.

The University also completed a number of comprehensive equality impact assessments on the
impact of changed ways of working and studying during Covid, which highlighted potential negative
disproportionate impacts on minority ethnic groups in the University community. Actions and
mitigations were put in place in response to this. A Virtual EDI Community webpage was created,
which included links to internal and external support and resources, as well as Staff Health and
Wellbeing online resources for BAME staff. Ethnicity is also included as a potential risk factor in the
University’s Covid Clinical Vulnerability Assessment.

Consultation with staff and students was undertaken during Covid, including with the Students’ Union,
staff equality groups and other groups within the University EDI governance structure and members
of Student Academic Services. The consultation informed the equality analysis conducted on the
University’s changes ways of working and studying, with a number of key insights:

- recognising the importance of a sense of belonging, of local community and support
structures

- Covid accentuated barriers for BAME students and staff such as access to reliable technology
and space

— Covid highlighted that BAME students and staff are more likely to live in multi-generational
households and/or have caring responsibilities and that this may have a direct impact of their
work/study

Covid highlighted to the University pre-existent barriers and inequities that our BAME students and
staff face, that were accentuated during the height of the pandemic. We implemented a range of
initiatives and support and taking forward some of these initiatives as business as usual. For example,
recognising the impact of multi-generational living on work and study from space availability, finance,
caring responsibilities and ‘belonging’ perspectives. We have embedded changes in our mitigating
circumstances process and, for staff, have made changes to our flexible working and other policies to
recognise the impact of staff personal circumstances.
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In recognition of the potential impact of Covid on the research output (and other key university
activity) and working from home (Work Smart) for groups such as BAME and female staff, is being
built into university processes.

Health and Wellbeing for BAME colleagues

Figure 9.1 Health and Wellbeing Online Resources for BAME Staff

Feedback from existing EU and/or BAME staff and students indicated concerns around a
sense of exclusion in the UK related to Brexit. The University recognised the impact of anti-
immigrant narratives that contributed to a hostile environment for BAME staff and students
linked to Brexit. The University, REAG and the BAME Staff Forum and the SU provided
support and guidance, disseminated information on UK Citizenship and the EU Settlement
Scheme, and ensured safe spaces to hold conversations around these concerns. Line
Managers were also informed through University-wide messaging around aiding BAME/EU
staff and the local support mechanisms set up to facilitate this, whilst the Staff BAME Forum
ensured the momentum in keeping helpful conversations going around both Brexit and Covid
was maintained.

As throughout Covid, the University reminded staff and students of the Dignity and Respect
framework drawing explicit attention to expectations around interpersonal behaviour, that
racism of any kind will not be tolerated and what to do to seek support and options to
disclose and report, if racial harassment or any other form of racially motivated unacceptable
behaviour occurred.

Black Lives Matter
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The University also recognised that the killing of George Floyd, and ongoing racial viclence, had an
impact on the wellbeing of members of its community. In response to this, and in support of the
Black Lives Matters movement, a range of health and wellbeing resources were published for BAME
students and staff, along with support options for anyone affected. In addition, a list of resources
were compiled as a starting point for self-education, including how to be a white ally, anti-racism,
white privilege and white fragility on both the EDI Team’s and the Students’ Union webpages. The
Staff BAME Forum also held a conversation event to provide a safe space for staff to talk.

Black Lives Matter - Support and Resources
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Figure 9.2 Black Lives Matter Online Resources

Report & Support was publicised widely to promote how students can disclose any form of
unacceptable behaviour and resources including podcasts about “"Where do you draw the line?”
which discussed topics such as microagressions and racism, were published.
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10. Action Plan

Please see next page.
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University of Leicester
Race Equality Charter
Action Plan

Introduction

This action plan builds on the analysis found in Sections 2-9 of the experiences and barriers to equality
faced by minority ethnic students and staff at the University of Leicester. It details how the University will
respond in removing these barriers and addressing the challenges identified. As such, the action plan will
underpin our strategy to drive forward change and progress race equality at the University of Leicester.

Each section of the action plan has an identified Executive Board lead, who will take overall responsibility
for the actions in that section, supported by other senior leads who will be responsible for delivering the
actions at an operational level.

Actions have been identified as either operational or strategic (indicated as ‘O’ or ‘S’ in the first column of
the action plan) using the definitions provided by Advance HE:

e Strategic actions are those that can be considered specific and measurable (long term; a mission, a
vision, and high-level goals for the period of the action plan);

e Operational actions are those that are specific, measurable and actionable (short term; possess a
highly detailed outline of what the University will focus on for the near future, usually the
upcoming year or so).

The University of Leicester’s strategy, Citizens of Change: Our Second Century, has 3 strategic themes:

Research-inspired Education We will provide an inspirational and fulfilling education for all, in
an empowering, supportive and exciting learning environment.

World-changing Research We will create an inclusive and enabling research environment,
delivering world-leading research that transforms lives.

Our Citizens We will value, nurture and celebrate our people and relationships,
ensuring they are inclusive, impactful, sustainable, and influence positive
change in our world.

Where strategic actions in the REC action plan directly align with or support one of the strategic themes
and the associated objectives of the University’s strategy, this is also indicated in the first column, using
the above colour coding.

*Please note that there are a small number of discrepancies between some action numbers within the submission and the
action numbers within the action plan. This is a result of those actions being added, removed or renumbered as part of the
requests for revisions process and the action plan being updated accordingly.



Section 10:

Action Plan

Operational Action | Section | Objective Issue/Rationale Action Person Timeframe Success Criteria
or S.trateglc No Ref Responsible T End
Action and
Alignment
with
University
Strategic
Themes
The Self-Assessment Process
Executive Board lead with overarching responsibility for actions in this section: Secretary and Registrar (who is a member of the SAT).

S 2.1 2d To advance race To deliver the REC action plan, Ensure that the REAG, as the REC SAT, REAG Chair Sep 2022 Annually An effective REC delivery
equality through appropriate governance and meets at least 3 times a year, for the and governance structure is in
effective delivery monitoring processes need to be in period of the action plan, and maintain ongoing, place.
and monitoring of place, in particular to identify and minutes of each meeting as a record of until
the REC action plan. | address risks to delivery of actions REC activity. Feb 2027

and ensure continued Progress against the
involvement/engagement of staff action plan is monitored

S 2.2 and students A REC progress report is submitted to REAG Chair Mar 2022 Ongoing and revised regularly, and
the EDI Committee (EDIC) termly (3 and Associate until Feb identified risks to progress
times a year), and to Executive Board Director of 2027 are raised and addressed
and University Council annually, to EDI through the governance
review progress and revise as required. structure, with escalation

to Executive Board and

S 2.3 Run an annual engagement campaign, REAG Chair Sep 2022 Annually | Council, as needed.
between 2022- 2027, to ensure and Associate and
continued student and staff Director of ongoing, | The RECaction plan is
engagement in relation to identified Communicati until delivered with
REC actions and the race equality ons Feb 2027 appropriate engagement
objectives of the University more from students and staff.
widely.

S 2.4 Membership of REAG will be reviewed REAG Chair September Annually | Student and staff
annually to ensure effective succession 2022 and Membership of REAG is
planning and an open call for new ongoing, diverse and appropriate
members will be launched through until for the life of the action
staff and student communications, we Feb 2027 plan.
will ensure there is diverse
representation of staff and students,
reflecting intersectional identities and
varying work/life, study/life patterns.




Operational Action | Section | Objective Issue/Rationale Action Person Timeframe Success Criteria
or S.trateglc No Ref Responsible T End
Action and
Alignment
with
University
Strategic
Themes
Student representation will be
maintained on the SAT and the number
of student representatives will increase
from 2 to 4.
0 2.5 Implement a risk management REAG Chair Sep 2022 Mar 2023
mechanism to highlight where actions
are not progressing as expected and
escalate through governance where
required.
(e} 2.6 Analyse the 2022 University staff Head of EDI Sep 2022 May 2023 Robust process in place to
survey (and all future surveys, including | Charters and capture and hear the
PULSE surveys) by ethnicity to REC SAT Chair experiences of minority
understand the experience of minority ethnic students and staff,
ethnic staff, identify barriers faced by to monitor, evaluate and
these staff and feed any key findings continuously inform the
into the REC action plan. REC action plan.
0 2.7 Conduct REC student and staff surveys REC SAT Chair Mar 2023 Dec 2026
in 2023 and 2026, and analyse the and Head of
results to understand the changing EDI Charters
experience of minority ethnic students
and staff at UoL, identify new actions
to address emerging concerns and
assess progress being made against the
REC action plan.




Operational Action | Section | Objective Issue/Rationale Action Person Timeframe Success Criteria
or S.trateglc No Ref responsible S End
Action and
Alignment
with
University
Strategic
Themes
Institution and Local Context
Executive Board lead with overarching responsibility for actions in this section: Deputy Vice-Chancellor (Professional Services)

0] 3.1 3b To raise awareness REC Survey indicates Implement the Together Against Associate Sep 2022 Aug 2025 Next REC survey, 2023,
and promote minority ethnic staff and Harassment (TAH) campaign and Director of reports >70% of minority
confidence, trust students have lower levels associated 3-year action plan to tackle EDI and Chair ethnic and White students
and transparency in | of confidence that the harassment and other forms of of Together and staff are confident
disclosing or University will take unacceptable behaviours. Against that the University will
reporting an appropriate action in Harassment take appropriate action in
incident of dealing with incidents of Implementati dealing with incidents of
harassment and racial discrimination, on Group racial discrimination, 2026
accessing support. compared to their White REC survey reports >75%.

counterparts.:

Staff surveys in 2022, and
In 2020, the University subsequent, will evidence
commissioned research into UoL an increase in confidence
students’ experiences of of minority ethnic staff

0 3.2 harassment, including racial Undertake a review of the TAH action Associate Sep 2025 Dec 2025 | that University takes

harassment, reporting that 27% of plan implementation and outcomes to Director of appropriate action in

respondents had been targeted on identify successes and best practice, EDI and Head dealing with bullying and

the basis of their race. and further actions for improvement, of Student harassment incidents. “I
specifically in relation to race. Feed Complaints, am satisfied with how
any key findings into the REC Action Conduct and bullying and harassment
Plan. Resolution are addressed at the

S 33 Analyse and report on incidents of Associate Sep 2022 Annually University”.
student and staff racial harassment Director of and
(and other unacceptable behaviours on | EDIand Head ongoing, A mechanism is in place to
the grounds of race) to EDIC and of Student until (i) report trend analysis of
Executive Board, on an annual basis. Complaints, Feb 2027 | student and staff
Conduct and complaints of racial
Resolution harassment and other




Operational Action | Section | Objective Issue/Rationale Action Person Timeframe Success Criteria
or S.trateglc No Ref responsible S End
Action and
Alignment
with
University
Strategic
Themes
0] 3.4 Implement a communication plan to Associate Jan 2023 Jan 2024 unacceptable behaviours
increase visibility within the University Director of to EDIC and Executive
community of statistics for incidents of Communicati Board (ii) share key
racial harassment, and other race ons and EDI information about
related forms of unacceptable Project statistics of incidents and
behaviour, reported and actions taken Manager actions taken with the
to address these. wider university
community.
Staff Profile
Executive Board leads with overarching responsibility for actions in this section: Deputy VC (Academic) and Deputy VC (Professional Services)

S 4.1 4a To obtain an In order to take targeted action we Further improve staff ethnicity HR Director Feb 2023 Feb 2027 Delivery of targeted
accurate need to ensure we fully understand disclosure rates through a targeted and Associate communication exercise.
understanding of our staff demographic. The ethnicity | communication exercise, every two Director of
our staff disclosure rate for academic staff years, February 2023, February 2025, Communicati An increase in staff
demographic by has improved over the 3-year period | February 2027). ons ethnicity data disclosure
ethnicity. and is currently 89.8%. rates - .by 2023 >91% of

staff have disclosed their
ethnicity, by 2025 >93%,
by 2027 95%.

0] 4.2 To increase the In 2019/20, 21% of applicants were Fully implement the recently HR Director, Sep 2022 Aug 2023 Inclusive Recruitment
number of minority | shortlisted, of which 49% were developed Inclusive Recruitment and College Toolkit implemented.
ethnic, and minority ethnic. White applicants Toolkit, to improve the ethnic diversity Directors of
particularly Black, (28%) are more likely to be of academic staff. Operations Targeted inclusive

] 4.3 academic staff. shortlisted, and Black and Other Implement recruitment interventions Head of Sep 2022 Aug 2024 | recruitment interventions

ethnic background applicants, are of the CSE EDI Recruitment Working College CSE identified, implemented

least likely to be shortlisted. Group to increase the number of Black and Assistant and reviewed.

Although 49% of shortlisted staff, particularly Black academic staff Director of HR

applicants were minority ethnic, only | in CSE. (Academic) By 2027:

38% of them were successful to - >40% of all offers

appointment. made are to minority
ethnic applicants (by




Operational
or Strategic
Action and
Alignment
with
University
Strategic
Themes

Action
No

4.4

4.5

Section
Ref

Objective

Issue/Rationale

In 2020/21 the percentage of Black
staff in CLS was 2.9%, CSE (0.4%) and
CSSAH 3.6%.

Action

Person
responsible

Timeframe

Start

End

Success Criteria

2023 >30%, by 2025
>35%)

- >30% of all staff are
minority ethnic (by
2023 >25%, by 2025
>35%).

- >25% of academic
staff are minority
ethnic (by 2023,
>21%, by 2025,
>23%)

- >15% of all
Professors are
minority ethnic (by
2023, >12%, by 2025,
>13%).

By 2027, CSE will have
>4% Black staff, CLS >5%
and CSSAH >6%.

To increase our
understanding of
staff leavers by
ethnicity.

The University has both exit
questionnaires and exit interviews,
and information collected informs
policy, procedure and practice
developments. 32.2% of leavers
resigned, and the reasons were not
always clear.

Improve completion rates for exit
questionnaires and interviews through
wider promotion throughout the staff
lifecycle to better understand reasons
for leaving by ethnicity.

Once completion rates have improved
(Feb 2025), analyse the reasons for
staff leaving by ethnicity, and identify
any areas of concern and aligned
actions to address these and add to the
REC action plan.

HR Director
and Senior HR
Advisor with
responsibility
for staff exit
process.

Apr 2023

Feb 2025

A >10% increase in exit
questionnaire and
interviews by 2025, >5%
increase by 2024,

Mar 2025

July 2025

Analysis of staff exits
reasons by ethnicity and
actions identified and
added to REC action plan.

4.6

4b

To support the
career development

The increase in minority ethnic staff
has been noticeable at higher

Run a communication campaign to
promote leadership and development

Head of OD
and Assistant

May 2023

Feb 2024

>5% increase in minority
ethnic staff participating

6




Operational Action | Section | Objective Issue/Rationale Action Person Timeframe Success Criteria
or S.trateglc No Ref responsible S End
Action and
Alignment
with
University
Strategic
Themes
and retention of grades, however, the numbers are opportunities and promote successful Director of in UoL leadership and
minority ethnic staff | still low and there is a high minority ethnic staff role models, more | Communicati development provision
to facilitate proportion of minority ethnic staff widely, and specifically to staff in ons year on year.
movement to higher | concentrated in Grades 1-5. Grades 1-5.
grades through a >7% increase in Grades 1-
minority ethnic staff 5 participating in UoL
leadership and leadership and
development development provision
provision. year on year, with 20%
increase in minority ethnic
female participation.
By 2027 >15% of Grade 10
professional services staff
are minority ethnic (>10%
by 2025).
0 4.7 Of minority ethnic female PS staff, Implement a mechanism to ensure that Head of EDI Nov 2022 Jan 2023 10>% increase of minority
71.4% are Grades 1-5, compared to data and action planning for Athena Charters in ethnic females PS staff in
48.8% of minority ethnic male PS Swan activity, analyses and considers conjunction Grades 6-9 by 2027 (5% by
staff and 46.7% of White female PS the intersection of gender and with Athena 2025).
staff. ethnicity. Swan SAT
Chair
4.8 4c To develop a culture | The data shows that there is a higher | Include analysis of equality Associate Mar 2023 Sep 2023 Next REC survey, 2023,
of trust, confidence proportion of White than minority characteristics of staff complainants, Director of reports >70% of minority
and transparency in | ethnic complainants for both respondents and outcomes of staff EDI ethnic and White students
reporting staff grievances and disciplinaries related | grievances and disciplinaries in the and staff are confident
grievances and to equality (64% White compared annual reporting to Council and that the University will
disciplinaries and with 14% minority ethnic). Executive Board, referenced in Action take appropriate action in
ensure there is a 3.3. dealing with incidents of
detailed and REC survey: racial discrimination, 2026
accurate 52% of minority ethnic staff REC survey reports >75%.
members felt confident that




Operational
or Strategic
Action and
Alignment
with
University
Strategic
Themes

Action
No

Section
Ref

Objective

Issue/Rationale

Action

Person
responsible

Timeframe

Start End

Success Criteria

4.9

understanding of
the data.

appropriate action would be taken
as a result of reporting a race-
related incident, compared to 67%
of White staff.

Staff surveys in 2022, and
subsequent, will evidence
an increase in confidence
of minority ethnic staff
that University takes
appropriate action in
dealing with bullying and
harassment incidents. “I
am satisfied with how
bullying and harassment
are addressed at the
University”.

Recording system for
grievances and
disciplinaries improved to
enable accurate reporting
by ethnicity.

Improve the Employee Relations
Interaction Centre recording system
(used to record information about staff
grievances and disciplinaries) to enable
the collection and reporting of cases by
ethnicity.

HR Director

Mar 2023 Feb 2024

Next REC survey, 2023,
reports >70% of minority
ethnic and White students
and staff are confident
that the University will
take appropriate action in
dealing with incidents of
racial discrimination, 2026
REC survey reports >75%.

Staff surveys in 2022, and
subsequent, will evidence
an increase in confidence
of minority ethnic staff
that University takes




Operational Action | Section | Objective Issue/Rationale Action Person Timeframe Success Criteria
or S.trateglc No Ref responsible S End
Action and
Alignment
with
University
Strategic
Themes
appropriate action in
dealing with bullying and
harassment incidents. “I
am satisfied with how
bullying and harassment
are addressed at the
University”.
Recording system for
grievances and
disciplinaries improved to
enable accurate reporting
by ethnicity.
Increase minority ethnic
representation on senior
committees by >10% by
2027 (increase by 5% by
2025).
0] 4.10 ad To ensure diverse Of known ethnicity, 15% of members | Complete a systematic Director of Apr 2023 Dec 2023 Reduction in the
representation on are minority ethnic, with 1 (9%) review of the University’s Planning and University’s mean
decision-making minority ethnic member of the processes for recruiting to HR Director ethnicity pay gap to 12%
boards and University Executive Board (UEB) committees to identify any by 2027.
committees, and 16% minority ethnic systemic barriers to the
reflecting our membership of the Senior inclusion of minority ethnic
university Leadership Team (SLT). Further work | staff within these processes
community. is needed to establish how members | and implement actions to
are appointed to key committees, to | address these.
understand and remove barriers
faced by minority ethnic staff.




Operational Action | Section | Objective Issue/Rationale Action Person Timeframe Success Criteria
or S.trateglc No Ref responsible S End
Action and
Alignment
with
University
Strategic
Themes
0] 411 de To reduce the The overall ethnicity pay gap (2020 Implement a SMART action HR Director Apr 2023 Feb 2027 Reduction in the
ethnicity pay gap. audit) is 15.5% (in favour of White plan to reduce ethnicity pay University’s mean
staff), with a PS ethnicity pay gap of gaps, particularly across ethnicity pay gap to 12%
14.7% and academic ethnicity pay grades where a greater than by 2027.
gap of 10.7%. 5% pay gap has been
identified.
Academic Staff: Recruitment, Progression and Development
Executive Board lead with overarching responsibility for actions in this section: Deputy Vice-Chancellor (Academic)
0] 5.1 5a To ensure all stages The likelihood of a minority ethnic Drawing on the work of the CSE EDI Assistant Jan 2023 Jul 2023 >40% of all offers made
of the staff applicant in CSE and CSSAH being Recruitment Working Group, Director of HR are to minority ethnic
recruitment process | offered a job was 3%, which was implement a range of recruitment (Academic) applicants by 2027.
are transparent, fair | much lower than that for White interventions to increase the likelihood and
and inclusive. applicants and almost half that of of minority ethnic applicants receiving Recruitment 2023 REC survey reports
minority ethnic applicants applying a job offer. Manager >60% of minority ethnic
within CLS. staff feel that the
S 5.2 REC survey: Continue to produce annual Heads of Feb 2023 Annually recruitment and
Only 53% of minority ethnic staff Recruitment Demographic Dashboards | School/Depart and selection process is fair,
(74% White) feel that the for all Heads of School/Department to ments and ongoing, >65% by 2026.
recruitment and selection process is use to inform their recruitment Recruitment until
fair and, again, only 13% of Black practices to address Manager Feb 2027 Recruitment dashboards
staff feel this. underrepresentation of minority ethnic are produced annually.
staff. Anonymous shortlisting
trialled, impact reviewed
0] 5.3 Trial anonymous shortlisting and HR Director Sep 2022 Aug 2023 and action agreed for
undertake analysis to identify the and Assistant going forward.
impact on recruitment outcomes for Director of HR
minority ethnic applicants.
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Operational Action | Section | Objective Issue/Rationale Action Person Timeframe Success Criteria

or S.trateglc No Ref responsible S End

Action and

Alignment

with
University
Strategic
Themes
(Professional Investigation of academic
Services) recruitment processes
(o] 5.4 Conduct a review of academic Assistant Sep 2023 Aug 2025 undertaken and actions
recruitment processes and practices at Director of HR implemented for
and implement actions to remove (Academic) addressing any barriers
progression barriers for minority ethnic identified.
staff.
0 5.5 Identify and utilise targeted external HR Director Sep 2023 Aug 2024

recruitment channels, including and
networks, to promote job Recruitment
opportunities to attract a more Manager
ethnically diverse candidate pool
review the effectiveness of these.

0] 5.6 5b To provide inclusive | REC survey: Introduce robust OD monitoring Assistant Jan 2023 May 2024 2026 REC survey reports
training and 59% of staff (53% minority ethnic, systems to understand engagement Director of OD >70% of staff feel there
development 66% White) felt there are with training and development and Head of are opportunities for
programmes for all opportunities for them to develop programmes by minority ethnic staff oD them to develop in their
staff, monitor in their role. and put actions in place to address any role (no significant
uptake by ethnicity barriers identified to engagement and difference by ethnicity).
and increase inclusion, including the visibility of
minority ethnic staff opportunities and the role of line
uptake of leadership managers in promoting these.
and development
courses.

0] 5.7 Training is currently evaluated Develop comprehensive training Assistant Jan 2023 Dec 2023

through level 1 and 2 (Kilpatrick’s evaluation systems to identify further Director of OD
model of evaluation), with focus provision development needed and and Head of
primarily on reaction and a more any barriers to learning for minority oD
comprehensive evaluation system, ethnic attendees.

across all levels, is planned over the

next 2 years.
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Operational Action | Section | Objective Issue/Rationale Action Person Timeframe Success Criteria
or S.trateglc No Ref responsible S End

Action and

Alignment

with

University

Strategic

Themes

0] 5.8 REC survey: Ensure there is an ethnically diverse Head of OD Mar 2023 Feb 2024 Effective training
59% of staff (53% minority ethnic, range of mentors available through the evaluation system in
66% White) felt there are Mentoring Academy and widely place.
opportunities for them to develop in | promote mentoring as a development
their role. option to people at all levels, including

through diverse cases studies around
the benefits of mentoring.

0 5.9 Analysis of comprehensive data of PDD | Head of OD Sept 2022 June 2023 An ethnically diverse
completion rates by ethnicity to take Mentoring Academy with
place annually from September 2022 increased visibility across
using the new PDDManager system to the University.
ensure that minority ethnic staff have
equitable access to the PDD process.

Focussed PDD training and increased
engagement initiatives to take place in
those areas where the analysis is
showing low PDD completion rates.

0 5.9 5c To obtain an We were unable to analyse Analysis of comprehensive data of PDD | Head of OD Sept 2022 June 2023 An ethnically diverse
accurate completion rate data by ethnicity, as | completion rates by ethnicity to take Mentoring Academy with
understanding of this was not captured on our place annually from September 2022 increased visibility across
PDD completion systems. However, a new online PDD | using the new PDDManager system to the University.
rates by ethnicity system (PDDManager) was ensure that minority ethnic staff have
and increase PDD implemented in September 2021, equitable access to the PDD process.
uptake and training. | and will capture and analyse this Focussed PDD training and increased

data going forward. engagement initiatives to take place in
those areas where the analysis is
showing low PDD completion rates.

0] 5.10 A key objective will be to increase Develop and implement a new PDD Head of OD April 2022 Feb 2023 By 2027 >90% of all staff
PDD completion rates and sign off Policy to enable reviewing managers College and have had a PDD within
rates across all areas. and staff to understand the need and Directors of the annual cycle

importance of a PDD and the roles and Operations (currently 79.5%), >83%
responsibilities of all those involved in by 2024, >86% by 2025
the process. Update training for

12




Operational Action | Section | Objective Issue/Rationale Action Person Timeframe Success Criteria
or S.trateglc No Ref responsible S End
Action and
Alignment
with
University
Strategic
Themes
appraisers and appraisees in line with PDD Policy developed
the Policy. and embedded to
0 5.11 There are limitations in the data Improve monitoring of PDD training Head of OD Oct 2022 Mar 2025 support the use of PDDs.
available in relation to the uptake of | take-up and analyse by ethnicity by
training, which needs to be utilising the reporting outputs of the
improved, and the data analysed and | newly launched system.
monitored annually, including by
ethnicity.
0 5.12 5d To ensure that the Although there were more minority Following the conclusion of the 2022 Vice- March 2023 Dec 2023 By 2027:
academic ethnic (4) applications in 2019/20, it review of Academic Promotions, led by Chancellor - >18% of all
promotions’ process | is significantly lower than white the Deputy Vice-Chancellor (Academic) Professors are
is fair, transparent applications (25). There were also no | (Academic), implement the revised and Assistant minority ethnic,
and supportive and applications from Black or Chinese process to remove barriers to Director of HR >15% by 2025
increase the number | staff over the three-year period. successful application to academic (Academic) (currently 12.1%).
of academic promotion for minority ethnic staff. - Increase minority
promotion The revised process will also embed ethnic promotion
applications from recognition, through a mitigating applications by 20%
minority ethnic circumstances process, for barriers at (by 10% in 2024,
staff. sector level that may impact successful 15% in 2026).
promotion applications for minority - 2026 REC survey
ethnic staff, such as the differential reports >50% of all
outcomes for minority ethnic staff (no significant
applicants for research funding. difference by
0] 5.13 Participants from our REC focus Ensure that case studies of successful Assistant July 2022 Jan 2023 ethnicity) agree they
groups, expressed views that the low | academic promotions from minority Director of HR were encouraged to
minority ethnic representation and ethnic applicants, especially Black and (Academic) apply for academic
role models at middle and senior Chinese applicants, are widely promotion.
management is having an impact on publicised and available on the
career progression. Participants also | Academic Promotions SharePoint page College promotion
expressed views relating to the and continue to run Academic committees have at least
consistency of promotion decisions. Promotion Workshops for minority 1 minority ethnic
ethnic Applicants. member. This will be
Participants also expressed views audited and monitored
relating to the availability of formal each year after the
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Operational | Action
or Strategic No
Action and
Alignment
with
University
Strategic
Themes
0] 5.14
(o] 5.15
0] 5.16
(o] 5.17

Section
Ref

Objective

Success Criteria

promotion round is
complete, as part of the
equality analysis
conducted on the
process by application
and success rate and
reported to Executive
Board and Council.

Guidance developed for
panellists regarding
awareness of sector wide
issues facing minority
ethnic academics.

Case studies published

on Staff SharePoint and
promoted through other
mechanisms from
successful minority
ethnic promotion
applicants.

Issue/Rationale Action Person Timeframe
responsible S End
or informal support, and
encouragement and guidance from
Managers to progress.
REC survey:
34% of all staff (30% minority ethnic:
36% White) agree they were
encouraged to apply for academic
promotion.
Participants from our REC focus Review the Terms of Reference for Vice- Oct 2022 May 2023
groups, expressed views that the low | College Promotion Committees to Chancellor
minority ethnic representation and include, as a minimum, at least one (Academic)
role models at middle and senior minority ethnic member and one and Assistant
management is having an impact on member of the Committee with the Director of HR
career progression. Participants also | role of bias observer. (Academic)
expressed views relating to the
consistency of promotion decisions. Develop further clarification for both Assistant Oct 2022 May 2023
panellists and applicants, regarding Director of HR
Participants also expressed views what should be included in the (Academic)
relating to the availability of formal narrative section of applications, how and EDI
or informal support, and this will be considered and assessed. Projects
encouragement and guidance from Manager
Managers to progress.
Develop specific guidance for panellists Assistant Dec 2022 Nov 23
REC survey: regarding awareness of sector wide Director of HR
34% of all staff (30% minority ethnic: | issues facing minority ethnic (Academic)
36% White) agree they were academics, including in relation to and EDI
encouraged to apply for academic differential outcomes for minority Projects
promotion. ethnic staff when applying for grants Manager
and other funding.
Update PDD training for reviewers and Vice- Nov 2022 Oct 2023
reviewees to incorporate the Chancellor
expectation that Heads of (Academic),
School/Department are discussing and HR Director
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Operational Action | Section | Objective Issue/Rationale Action Person Timeframe Success Criteria
or S.trateglc No Ref responsible S End
Action and
Alignment
with
University
Strategic
Themes
agreeing appropriate objectives with and Heads of
their staff including those from College
minority ethnic backgrounds, to place
them in a stronger position to apply
and be successful for academic
promotion.
0 5.18 Actively encourage successful Heads of Sep 2022 Jan 2025
promotion applicants from minority College and
ethnic backgrounds to join the Assistant
University’s Coaching and Mentoring Director of HR
Academy through targeted (Academic)
communications and promote this
provision to potential minority ethnic
applicants, to encourage further
applications.
S 5.19 Se To include a diverse | In terms of the demographic of staff | Implement the REF2021 EIA action Head of REF Jan 2023 Feb 2027
staff body that is returned in the University’s REF plan to remove institutional barriers to | Delivery
representative of 2021 submission, staff in the age inclusion in the University’s future REF
the academic staff category 25-29, female staff, returns, focussing especially on Asian
in our next REF minority ethnic staff, female part- staff and female minority ethnic staff.
submission. time staff and minority ethnic
female staff had disproportionate
returns.
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Operational Action | Section | Objective Issue/Rationale Action Person Timeframe Success Criteria
or S.trateglc No Ref responsible S End
Action and
Alignment
with
University
Strategic
Themes
Professional and support Staff Recruitment
Executive Board lead with overarching responsibility for actions in this section: Vice-Chancellor (Professional Services)
0] 6.1 6a To improve the Professional Services job offers were | Utilise analysis of recruitment stages of | Assistant June 2023 Dec 2025
recruitment success | made to approximately 4% of PS staff by ethnicity, division and Director of HR
rate of minority minority ethnic applicants, grade, to identify the points within the | (Professional
ethnic PS staff compared to 8% of White applicants. | recruitment cycle where Services) and
applicants. disproportionate outcomes based on Recruitment
ethnicity exist and use this to identify Services
and implement actions. Manager
0] 6.2 6b To enhance career There is generally a lack of Introduce a suite of standalone Head of OD Sep 2023 Aug 2024 By 2027, job offers are
development and development focus for staff not in competency based and personal made to the same
support for minority | leadership or managerial roles, and development and career management percentage of minority
ethnic Professional all classroom-based training has workshops for all staff. ethnic and White
Services staff. been available by nomination onto a applicants. By 2025 the
leadership programme. current gap will reduce
by 50%.

0] 6.3 Implement a self-nomination Head of OD Sep 2023 Aug 2024 The proportion of
mechanism, to enable all staff to minority ethnic staff who
access career development undertake UoL career
opportunities. development

0 6.4 Increase the visibility of all career Head of OD Sep 2023 Aug 2024 opportunities is
development options (including and Associate comparable to the
programmes, mentoring and coaching) Director of proportion of White staff
and promote via a range of Communicatio undertaking these
communication channels. ns opportunities.

A suite of standalone
competency based and
personal development
are career management
workshops are in place.
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Operational Action | Section | Objective Issue/Rationale Action Person Timeframe Success Criteria
or S.trateglc No Ref responsible S End
Action and
Alignment
with
University
Strategic
Themes
A percentage increase in
the number of staff who
agree that
“I' have the right
opportunities to learn
and develop at the
University” from the
2023 all staff survey and
subsequent surveys, in
particular for minority
ethnic staff.
Student Pipeline
Executive Board lead with overarching responsibility for actions in this section: PVC Education
0 7.1 7a To further There is a marked difference in the Undertake a review of Uol’s offer PVC Oct 2022 Jun 2023
understand the offer rate for 18 year old main cycle making strategy and associated Education,
application and applicants, with White applicants processes, informed by application and Head of
offer stages of the almost 90% likely to receive an offer | conversion rates by ethnic group at Admissions
student lifecycle by to the Other ethnic group being University, College and School level, and Heads of
ethnicity. almost 70% likely. and work with School teams to School

Narrow the gap in
the application and
offer rate for
minority ethnic
students from Low
Participation
Neighbourhoods,
particularly in STEM
subjects- relevant
Access and
Participation Plan
target

implement initiatives to address areas
of disparity.
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Operational Action | Section | Objective Issue/Rationale Action Person Timeframe Success Criteria
or S.trateglc No Ref responsible S End
Action and
Alignment
with
University
Strategic
Themes
Narrow the gap in
the application and
offer rate for
minority ethnic
students from Low
Participation
Neighbourhoods,
particularly in STEM
subjects- relevant
Access and
Participation Plan
target
0] 7.2 In 2020, White students made up To liaise with peers at other higher Head of Feb 2023 Jan 2024 Increase in recruitment
43% of the 18 year old new intake education institutions to identify good Admissions of minority ethnic LPN
UG population, while Asian students | practice examples for improving students (from 11.1in
made up 32% and Black students conversion rates from offer to 2019/20 to 16% in
made up 17%. registration for minority ethnic 2024/25)-relevant Access
students. and Participation Plan
0] 7.3 Conduct a student survey, using the Head of Oct 2022 Mar 2023 target.
most up-to-date 2022 admissions data, Future
to investigate barriers to access for Students Sector good practice
ethnic groups, either by utilising UoL’s Office identified and actions in
own data post registration or by place to improve minority
commissioning UCAS Media to ethnic student
undertake the survey on UoL’s behalf. conversion rates.
Analyse this survey and update the REC
action plan with any identified actions
to address barriers to access for
minority ethnic students.
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Operational Action | Section | Objective Issue/Rationale Action Person Timeframe Success Criteria
or S.trateglc No Ref responsible S End
Action and
Alignment
with
University
Strategic
Themes
0] 7.4 7c To increase our Although the progression rates of Increase the number of minority ethnic Head of Sep 2022 Aug 2025
understanding of minority ethnic Students are similar students in the role of Peer Mentor Education
student progression | to the overall progression rates for within the SU Peer Mentoring Scheme, Services,
by ethnicity to UG students, fewer UK minority from 54% to population representative Students’
inform targeted ethnic than non-UK minority ethnic % by 2024/25. Union and
actions. students, progress. Heads of
School.
0 7.4.1 7c Pilot the Study Well programme in at Head of Oct 2022 June 2023 Reduction in the
least three Academic Schools in Education continuation gap
2022/23. Establish annual targets for Services, between Black and White
potential roll out following 2022/23 Students’ students (from 4% in
pilot. This programme gives students Union and 2019/20to 1.5% in
the opportunity to develop leadership Heads of 2024/25) (APP target).
skills, and to lead student sessions School.
about wellbeing and belonging as a Reduced number of
way to reduce non-continuation. minority ethnic students
0 7.4.2 One student Curriculum Consultant Head of Oct 2022 Aug 2024 withdrawing for non-
recommendation to be implemented Education academic reasons in their
by each participating academic school Services and first year of study.to
by 2023, and then repeated annually Heads of levels that are in line with
with each cohort of consultants. These School. the cohort average by
will be monitored through the annual 2024/25.
review process (APR) alongside
progression data.
0 7.5 Students of Mixed, Black and Other Increase the number of minority ethnic Head of Sept 2022 Aug 2025
ethnic backgrounds have the lowest students attending the HEADSTART Education
progression rates for minority ethnic | online transition support programme Services
student groups at 89%. so that it is in line with the incoming Heads of
population % of minority ethnic College
students. Head of
Future

19




Operational Action
or Strategic No
Action and
Alignment
with
University
Strategic
Themes
0 7.6
(0} 7.7
0 7.8

Section
Ref

Objective

Issue/Rationale Action Person Timeframe
responsible S End
Students
Office.
The progression rates vary across Extend the Student Voice workshops Head of Sept 2022 Aug 2024
Colleges, with CLS being the highest (previously used within GGE) to other Education
at 95% and CSE the lowest at 90%. In | Academic Schools based within CSE. Services
CSE, only students of Asian and Use the outcomes of these workshops
White background have a to identify suitable initiatives to
progression rate >90%, with improve progression rates.
students from Mixed and Black
backgrounds having a progression
rate of 79% and 80% respectively.
CSSAH has the best overall
progression rate for specific ethnic
groups, with all being 90% or more.
Evaluate the MedRace model of Head of Feb 2023 Jan 2024
student-led curriculum consultants to Education
with a view to employing in other Services and
academic schools. To capture the Heads of
diverse student voice and inform School
practical ways in which academic
schools can create a sense of
belonging, thus improving progression
rates.
Evaluate the impact of the physical Head of Aug 2023 July 2024
spaces within academic schools, Education
specifically the Law School in CSSAH Services and
where students have an opportunity to Head of Law
voice who they are and why they have
chosen Law and Leicester. If a positive
impact is found on students’ sense of
belonging and progression, expand this
module into other academic schools.

Success Criteria
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Operational Action | Section | Objective Issue/Rationale Action Person Timeframe Success Criteria
or S.trateglc No Ref responsible S End

Action and

Alignment

with

University

Strategic

Themes

0] 7.9 7e To understand The percentage of minority ethnic Monitor progression rates and if any Head of September Aug 2026 Monitor progression
postgraduate data students undertaking taught reduction is identified, investigate Education 2023 rates and if any reduction
by ethnicity at master’s programmes has increased | further by College to identify attrition Services is identified, investigate
College and subject over the 3-year period, from 63% to points and report through the Heads of further by College to
level. 69%, much higher than the sector Education Committee College identify attrition points

average of 23%. A similar increase is Future and report through the
seen for both UK and non-UK Students Education Committee
students. Currently, we have not Office.

included PG data broken down by

College.

0] 7.10 7f To enhance support | Leicester Award completion rate for Provide minority ethnic students with Director of Oct 2024 Sep 2025 Robust monitoring of
for PG minority minority ethnic students was 76% in | access to a careers coach with a similar Career progression rates of
ethnic students 19/20 and 77% in 20/21. lived experience. Development minority ethnic taught
career development Service masters’ programme
and employability Leicester Award Gold completion through the Education
skills. rate for minority ethnic students was Committee.

28% in 19/20 and 60% in 20/21.
REC survey:

48% of minority ethnic students
agreed that UolL has helped them
develop the skills they need to
apply for graduate-level jobs
compared with 55% of White
students.

0 7.11 Develop an offering of tailored work Director of Oct 2023 Sep 2024 >90% of minority ethnic

related experience for minority ethnic Career students complete LA by

students aimed to overcome barriers Development 2024/25.

to access in employment. Service >90% minority ethnic
students complete LA

(o] 7.12 Develop an Inspirational Speakers Oct 2023 Sep 2024 Gold by 2024/25.

series where >35% of speakers are
minority ethnic and from diverse
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Operational | Action
or Strategic No
Action and
Alignment
with
University
Strategic
Themes
(o] 7.13
(o] 7.14
(o] 7.15

Section
Ref

Objective

Issue/Rationale

Action

sectors, to promote visible role models
and a range of routes to success.

Embed the Leicester Award and
Leicester Award Gold into all
undergraduate degree programmes in
order to widen access to, and
participation in, activities that develop
self-awareness, opportunity awareness
and the skills needed to make effective
applications.

Implement a specific annual career
event focused on meeting the needs of
minority ethnic PGRs.

Consider how best to reduce
progression gaps between students
from underrepresented groups and
others, as part of a review of
institutional employability strategy;
including the role that targeted
interventions can play in removing
barriers to work experience in a
professional environment, widening
access to professional networks, and
acquiring the skills and awareness
needed to make a successful transition
into graduate-level work or further
study.

Person
responsible

Timeframe
Start End
May 2023 Sep 2024
Oct 2024 Sep 2025
Oct 2023 Sep 2024

Success Criteria

The 2026 REC survey
reports: >60% of minority
ethnic students agreed
that UoL has helped them
develop the skills they
need to apply for
graduate-level jobs.
Specific annual career
event for minority ethnic
PGR students.
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Operational Action | Section | Objective Issue/Rationale Action Person Timeframe Success Criteria
or S.trateglc No Ref responsible S End
Action and
Alignment
with
University
Strategic
Themes
Course Content/Syllabus
Executive Board lead with overarching responsibility for actions in this section: PVC Education
0] 8.1 8a To provide an Over the last three years, fewer Develop a clear mission statement for Director of Sept 2022 Aug 2023
inclusive and minority ethnic students were ULIIHE, along with objectives and KPI’s University of
accessible education | awarded a good degree compared to | to establish the institute as a lead Leicester
for all students. White students, the award gap in centre for racial inclusivity, research Institute for
2017/18 was 19%. informed best practice and measurable Inclusivity in
change across the sector. Higher
REC survey: Education
72% of minority ethnic respondents
agreed that the content of their
course matches their expectations,
compared with 81% of White
respondents.
71% of minority ethnic respondents
agreed that the content of their
course reflects the opinions of a
wide variety of people, compared
with 75% of White respondents.
0] 8.2 Working with Heads of School, embed Director of Nov 2022 Aug 2024 Reduction in the
the Racial Inclusivity Toolkit in 30% of University of awarding gap between
academic schools across the institution Leicester Black and White students
by Feb 2023, and 60% of schools by Institute for from 19% in 2017/18, to
Feb 2024 as a measure to reduce the Inclusivity in 13%in 2022/23, to 8% in
awarding gap and increase satisfaction Higher 2024
of minority ethnic students (which will Education and
be a KPI of ULIIHE). Heads of 2026 REC survey reports:
School - >87% of minority
0 8.3 Student and Education EDI Team to Head of Jan 2024 June 2025 ethnic respondents
implement and measure the impact of Education agree that the
initiatives to close the awarding gap Services content of their
between Black and White students course matches
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Operational | Action
or Strategic No
Action and
Alignment
with
University
Strategic
Themes
(o] 8.4
(o] 8.5
0] 8.6

Section
Ref

Objective

Issue/Rationale

Action

Person
responsible

Timeframe

Start End

Success Criteria

(including APP awarding gap
initiatives).

their expectations
(2023 survey reports
>80%).

Support academic colleagues to create
Racial Inclusivity Action Plans. These
capture locally generated racially
inclusive interventions focused on
curriculum inclusivity, assessment
practice and student support
measures. These interventions will
include recommendations made in
both the Racial Inclusivity Toolkit and
the ‘Tackling Racial Inequalities in
Assessment in HE’ report.

They will be agreed at a school level for
short, medium and long term impact
on the awarding gap and student
satisfaction levels and the action plans
will be reviewed annually as part of the
APR process. 6 schools will create
action plans in 2022, with a further 6
schools in 2023 and 7 in 2024.

Heads of
School and
Head of
Education
Services

Feb 2023 Aug 2024

- >80% of minority
ethnic respondents
agree that the
content of their
course reflects the
opinions of a wide
variety of people
(2023 survey reports
>75%).

Racial Inclusivity Toolkit
rolled out with 30%
(2023) and 60% (2024) of
academic schools
embedding the Toolkit

Academic schools to have
implemented actions to
embed curriculum

Map the revised programme
development, approval and review
processes against the race equality
elements of the new research-inspired
Education Strategy.

PVC Education
and Head of
Education
Services

Sept 2022 Aug 2024

inclusivity, assessment
practice and student
support measures, and
detailed them in the APR
documentation or Racial

Track, support and monitor new
programme proposals to ensure race
equality is embedded throughout. For
example, including multiple teaching
and assessment techniques. This will
be monitored through the Programme
and Portfolio Development Group.

Head of
Education
Services

Mar 2023 Aug 2025

Equality Action Plan. 6
schools will create action
plansin 2022, with a
further 6 schools in 2023
and 7 schools in 2024.
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Operational Action | Section | Objective Issue/Rationale Action Person Timeframe Success Criteria
or S.trateglc No Ref responsible S End
Action and
Alignment
with
University
Strategic
Themes
0] 8.7 Continue to develop and promote the University Oct 2022 Sep 2024
Library’s Black History Month and Anti- Librarian and
Racism collections. Director of
Library and
Learning
Services
0] 8.8 Develop an inclusivity rubric to be used Head of Nov 2022 Apr 2023
by academics who are diversifying their Education
teaching to identify a minimum Services
standard for inclusivity which will be
monitored through the Annual
Programme Review process and
reviewed by Programme and Portfolio
Development Group
0] 8.9 Review and refine the Curriculum Head of Sept 2022 Aug 2024
Consultants Initiative (Summer 2022) Education
and recruit cohort 2 in 2022/23 to Services and
ensure that students continue to work Heads of
with academics in co-contributing to School
the development of more inclusive
curricula as part of the Curriculum
Consultants Initiative.
0 8.10 8b To ensure Over the last three years, fewer Establish the ULIIHE Management Director of Sept 2022 Aug 2024
assessment minority ethnic students were Committee (July 2022), the ULIIHE ULIIHE (Paul
methods are awarded a good degree compared to | External Advisory Board (Feb 2024) to Campbell)
inclusive and reduce | White students, however, the award | oversee the work of ULIIHE and APP Head of
the awarding gap. gap in 2019/20 is 8.7%. Operations Group (July 2022) who will Education
report into the Education Committee Services and
REC Survey: to oversee all Awarding gap initiatives Heads of
68% of minority ethnic respondents and their impact. School
agreed that they are happy with the
way their course is assessed,
compared with 81% of White
respondents.
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Operational Action | Section | Objective Issue/Rationale Action Person Timeframe Success Criteria
or S.trateglc No Ref responsible S End
Action and
Alignment
with
University
Strategic
Themes
64% of both minority ethnic and
White participants had confidence
that they would achieve a Good
degree.
62% of minority ethnic respondents
agreed that they enjoy the way their
course is taught, compared with 87%
of White respondents.

0] 8.11 Over the last three years, fewer In order to increase the number of Head of Feb 2023 Sep 2023 Reduction in the
minority ethnic students were students who are happy with their Education awarding gap between
awarded a good degree compared to | course and are confident in achieving a Services Black and White students
White students, the award gap in good degree, we will conduct further, Director of from 19% in 2017/18, to
2019/20 is 8.7%. more detailed investigations into the ULIIHE 13%in 2022/23, to 8% in

REC Survey:

68% of minority ethnic respondents
agreed that they are happy with the
way their course is assessed,
compared with 81% of White
respondents.

64% of both minority ethnic and
White participants had confidence
that they would achieve a Good
degree.

causes of the satisfaction and awarding
gaps at College and School level. This
will enable us to target appropriate
interventions to tackle the causes of
dissatisfaction and lower levels of good
degrees.

2024.

The 2026 REC survey
reports:

>80% of minority
ethnic respondents
agree that they are
happy with the way
their course is
assessed.

>80% of both
minority ethnic and
White participants
have confidence
that they will
achieve a Good
degree.

>75% of minority
ethnic respondents
agree that they
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Operational Action | Section | Objective Issue/Rationale Action Person Timeframe Success Criteria
or S.trateglc No Ref responsible S End
Action and
Alignment
with
University
Strategic
Themes
enjoy the way their
course is taught.

0} 8.12 To support and REC Survey: Increase the proportion of staff HR Director Jan 2023 Aug 2026 2026 REC survey reports
encourage academic | 45% of minority ethnic participants completing the EDI online module to >60 % of minority ethnic
staff to consider agreed that, where relevant, their develop awareness and understanding participants agree that
race equality in their | Course Tutors/Supervisors and of inclusivity. where relevant, their
teaching and course | Lecturers are confident and Course
design. competent in facilitating discussions Tutors/Supervisors and

around ethnicity and race, compared Lecturers are confident
with 57% of White respondents. and competent in
facilitating discussions
minority ethnic students are less around ethnicity and
satisfied with the quality of teaching race.
and learning within their course,
particularly course content, and a By 2026, minority ethnic
relatively low number of both White student satisfaction score
and minority ethnic students in NSS >90% (90% for all
agreeing that teaching staff have the students), >83% by 2023.
confidence to talk about race.
NSS 2019 overall satisfaction score
for the University as a whole was
84%, with the White Students more
satisfied (88.6%) than minority
ethnic students (78.9%). Black
students are least satisfied with their
UoL experience (72.9%), 15.7%
lower than White students.
0] 8.13 Conduct a trial of the Open Associate Sep 2022 August 2023

University/Santander Online module Director of

Union Black: Britain’s Black Cultures EDI and Head

and Steps to Anti-Racism to support of Education

staff in developing confidence and Services

skills to consider race equality in their
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Operational Action | Section | Objective Issue/Rationale Action Person Timeframe Success Criteria
or S.trateglc No Ref responsible S End
Action and
Alignment
with
University
Strategic
Themes
roles and review with the intention of
rolling out to academic teaching staff
as a priority.
0] 8.14 Develop and launch 2 undergraduate CSSAH Head Sep 2023 Aug 2024
level modules focused on Black of College and
History. Student
Education EDI
Team
0] 8.15 Develop and facilitate coursework- University Sep 2022 Aug 2024
unpacking sessions in which students Librarian and
re-imagine coursework instructions Director of
into a variety of formats. Library and
Learning
Services
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