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Forward
At the University of Plymouth we are committed to an inclusive, collegial and diverse culture as part
of our University Strategy.
Our Equality and Diversity Policy sets out our commitment, on behalf of our Board of Governors and
the University’s Executive, to promote equal opportunities and work to prevent any unlawful or unfair
discrimination and harassment in places of work or study for all of our employees and students.
We deliver this commitment through our objectives outlined in our Equality Scheme (2017 – 2021)
to promote an inclusive learning and working environment for our students and employees. Our
annual equality report outlines the progress made against our action plan and impact of the actions.
Our aim is to embed equality, diversity and inclusion relating to both staff and students, into our
normal business processes, and progress is reviewed as part of our annual planning process.
Gender equality is one of our key priorities, demonstrated through our commitment to the Athena
SWAN charter. We are delighted that the University Athena SWAN submission together with school
submissions for the Schools of Computing, Electronics and Mathematics; Engineering and
Psychology were all successful in gaining a bronze awards following submissions in April 2018.
To achieve 100% success over the last 12 months is indicative of the commitment and dedication of
many colleagues to drive change across the University and reflects the University’s commitment to
equality, diversity and inclusion.
We are now focusing on progressing the actions in our comprehensive action plan, as well as
continuing with our commitment to the Athena SWAN Charter. Two submissions were made in
November 2018 in our Faculty of Arts and Humanities and we are planning for the remaining four
Schools to make submissions in April and November 2019.
In addition to actions relating to gender equality, this report highlights a number of activities focused
on raising awareness and celebrating diversity and ensuring actions are embedded into local level
planning.
Whilst we are making good progress to address challenges relating to gender, we recognise that
this will take some time to be able to measure impact. We will continue to focus on the actions
identified within our Equality Scheme, including work to address gender balance, and also increase
focus on the representation of BME employees at Plymouth, disability and student attainment
amongst students with protected characteristics and from non traditional socio-economic routes into
HE.
We aim to raise aspirations, ensuring adequate support is in place to enable all individuals to achieve
their potential and succeed regardless of their background or personal circumstances.

Colin Drummond OBE DL
Chair of the Board of Governors
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Introduction
This report has been structured around our Equality Scheme actions which are focused across the
themes of the Equality Act 2010, as shown below.
The report is split into an employee focus in Section 1 and student focus in Section 2.
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Section 1 - Staff
1

Equality of opportunity - promotion of opportunities through support,
practices and communications for all protected characteristics
Objective 1: Focus on gender as a key priority, using Athena SWAN as a
model to drive action and embed equality of opportunity

1.1

Athena SWAN
The University Athena SWAN submission together with School submissions for the Schools
of Computing, Electronics and Mathematics; Engineering and Psychology were all
successful in gaining bronze awards following submissions in April 2018.

Further submissions for the School of Humanities and Performing Arts, and the School of
Art, Design and Architecture, within the Faculty of Arts and Humanities were made in
November 2018, the results of which will be confirmed in April 2019. Plans are in progress
for the remaining four Schools to submit in April and November 2019.
The University and School Self-Assessment Teams meet regularly to progress actions
against plans, including ambitions for submissions to progress to Silver awards. Regular
reports on progress are fed into our Executive Group. As well as raising awareness of our
commitment to Athena SWAN at every opportunity, we have invested in opportunities for
women to develop their confidence and leadership skills through mentoring, coaching, and
the Springboard and Aurora programmes. We have also focused on activities to promote
women as role models.
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Professor Deborah Greaves, Head of the School of Engineering was made an OBE in the
Queen’s Birthday Honours List in 2018 in recognition for her significant contributions to
research into offshore renewable energy. She is also at the forefront of inspiring more
women and girls to consider a career in engineering, a profession that has traditionally been
male-dominated.

1.2

Academic promotions
Following a review of the Academic Promotions process, greater emphasis was placed on
communicating expectations for success together with including discussions about
performance and development ambitions linked to promotions to take place as part of the
Performance Development Review (PDR).
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Good practice included the development of promotions workshops run by Deans, with the
intention of demystifying the process and to provide exemplars of success from diverse
applicants.
As part of their Athena SWAN actions, Schools have also introduced mentoring schemes
for all staff (academic, technical and PS). The mentoring is holistic, and also provides the
opportunity to feed into academic promotion aspirations and preparation.

1.2.1

Academic promotions equality analysis
Gender
Data for 2017-18 academic promotions for Associate Professor roles show the proportion
of eligible women (55%) was higher than the proportion of eligible men (45%). 47% of all
applications were from women and this % was maintained in successful promotions, (see
appendix A, table 1).
For Professor roles, the proportion of women who were successful (50%) was higher than
the proportion of eligible women (39%).
Whilst the proportion of women who applied did not match the proportion of eligible women
for both levels of role, it is noted that actions around encouraging women to apply for
academic promotions will take time to embed, for example, the take up of career
development opportunities in addition to building confidence through mentoring schemes.
Ethnicity
In 2017-18, the proportion of successful BME applicants does not reflect the proportion who
applied. The small numbers involved mean that this is not in itself a statistically significant
variance, but we undertake to monitor this to establish whether a trend emerges (see
appendix A, table 2).
Disability
In 2017-18, no applicants with a disability applied for promotion to Professor. For Associate
Professor, there was no significant variance in the proportion of successful applicants from
those who applied (see appendix A, table 3).

1.3

Benchmark data

1.3.1

Gender
We are pleased to report that the proportion of our professors who are women has
increased over the three-year period, though we recognise that the HESA benchmark data
has also seen an increase both nationally and in the South West (see appendix B).

1.3.2

Ethnicity
Whilst our overall proportion of employees who are BME was 6% at 1 January 2018, the
breakdown of BME staff by job category shows an uneven distribution, with a higher
proportion of BME staff in the research/academic categories (see appendix B).
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In professional/support categories, the percentage of BME staff is between 0 – 3%, which
does not reflect the BME percentage of the economically active population in the Plymouth
travel to work area, estimated as 4% (ONS, September 2017).
The HESA benchmark data nationally and in the South West shows that the proportion of
BME professors at Plymouth is greater than the benchmark for professor roles in the South
West and Nationally (see appendix B).
We have commissioned a cross-faculty and cross-department working group to consider
the benefits of applying for Advance HE’s Race Equality Charter. The findings of this
working group will be presented in September 2019.
1.3.3

Disability
The HESA benchmarking figures show that the University has a higher proportion of
disabled staff than South West or UK HEIs in each of the three years studied. We have
increased the rate of declaration of disability following a focus on collecting disability data
within the induction process in 2015, with less than 2% of employees preferring not to say,
(see appendix B).
In January 2018 we established a Staff with Disabilities Network. This is independently
organised and offers a supportive environment for individuals with a disability,
representation on the Equality, Diversity and Inclusion Committee, together with an
opportunity to input into policy development, for example, the Sickness Absence policy.

1.1.1

Age
The average age of all staff at the University is 46 years. There are proportionally more
employees within the older age brackets in the senior manager and manual staff groups.
This reflects experience required for senior managers, and a low rate of turnover amongst
manual staff. 3% of the University’s employees are aged 66 or more, slightly higher than
the HESA benchmark (HESA 2016/17) at 2%, (see appendix B).

1.2

Equal Pay and Gender Pay Gap
During this period a working group with representatives across the University, including our
recognised Trades Unions was commissioned to report to EDIC. The group considered the
guidance published in January 2018 from the Joint Negotiating Committee for Higher
Education (JNCHES) to inform the review of pay against protected characteristics.
Data was taken at the snapshot date of 31 March 2018, which aligns with the reporting date
for the Gender Pay Gap report which was introduced in March 2018. Equal pay refers to
the need to ensure employees receive equal pay for work of equal value regardless of
protected characteristic. This is distinct from the Gender Pay Gap, which compares the
mean and median average hourly rate of pay for all men, against the mean and median
average hourly rate of pay for all women.
Pay variances in relation to gender were identified within the Senior Managers (Admin)
group and actions developed to address these. Smaller variances were also identified in
relation to pay across other protected characteristics and these have been analysed,
including appointment salaries. The review concluded that the numbers involved are low
and so inconclusive, however, it recommended the continued monitoring of the data in this
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format to identify possible trends. In addition, a review of the guidance in relation to
appointment salaries will be undertaken.
The University published our Gender Pay Gap in March 2018 and March 2019:
Difference in pay between men and women
2018
2019

Mean1
20.14%
22.10%

Median1
27.65%
25.46

Difference in bonus between men and women
2018
2019

Mean
65.99%
73%

Median
0%
20%

It is noted that the median pay gap has reduced by just over 2%, although the mean pay
gap increased by just under 2%. The proportion of women in the highest paid quartile has
seen a slight increase of just over 1%, although the proportion of women in the lowest paid
quartile has increased by almost 5%.
The bonus gap has increased because of changes in the eligibility for clinical excellence
awards for staff within the Faculty of Medicine and Dentistry. These allowances are
determined within the NHS, outside the University’s control. However, actions within the
Faculty of Medicine and Dentistry Athena SWAN plan are devoted to ensuring women have
opportunities to gain relevant experience and skills to be eligible for the excellence award.
The actions outlined in our Gender Pay Gap report will take a number of years to take effect,
particularly where the issues are around the proportion of men and women in particular
roles (occupational segregation). However, as outlined in the earlier sections, a number of
actions that support personal development and career progression have already been put
into place. As previously referenced, the increase in the proportion of female professors is
moving in the right direction to address the gender imbalance.

1.3

Stay safe overseas
We have developed and published guidance for staff and students travelling overseas for
work or study where there may be risks for individuals with protected characteristics
travelling within certain countries.
This includes a Safety Information by Country Guide, highlighting concerns for example,
where same sex relationships are illegal or not protected by legislation in relation to
harassment or discrimination, or a lack of protection for women against sexual harassment.
Information can be found on our Equality, Diversity and Inclusion pages.

1

A positive variance is in favour of men for Mean / Median.
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2

Eliminate unlawful discrimination - ensuring that our policies and practices
are fair, reasonable, inclusive and free from discriminatory practices
Objective 2: Use equality training to inform decision making and support
staff to own, understand and enact their duties

2.1

Equality and unconscious bias training
Diversity in the Workplace e-learning completion was 95% and Unconscious bias training
completion 94% for our core staff at 31 October 2018.
It has been agreed that employees on Associate Lecturer and Demonstrator contracts
would be expected to complete equality and diversity e-learning, and this will be rolled out
as appropriate during 2018/19.
As part of a review of leadership development, management basics training has been
updated in October 2018. This mandatory training has been based around the theme of
inclusive leadership with diversity and inclusion embedded within the modules. In addition,
a compulsory mental health awareness for managers module has been added to the
programme.

2.2

Recruitment

2.2.1

Applications by gender
Analysis of the recruitment process by gender across all applications shows a higher
proportion of female applicants but does not reveal trends in relation to the representation
of women across the stages of the recruitment process (see appendix C).
However, more detailed analysis carried out within the Athena SWAN process suggests
that there are differences in application rates for women as seniority of the role increases
and particular challenges remain in attracting women applicants for senior leadership roles,
affected in part by location and where a significant move of home and/or commuting may
be required.
The Faculty of Science and Engineering renewed their WiSE (Women in Science &
Engineering) membership and through this are able to post job vacancies on the WiSE
website to target female applicants. In addition, the Faculty has created EDI/Athena SWAN
webpages for 3/4 Schools to communicate the University’s commitment to equality, diversity
and inclusion.

2.2.2

Applications by ethnicity
There appears to be a decline in the representation of BME applicants between application
and shortlisting stages in each of the last three years. Similarly, the proportion of BME
applicants appointed is lower than the proportion interviewed (see Appendix C). In terms of
British BME applications only (Appendix C), the 2017 data show a significant improvement
in BME representation at the stage of interview to appointment.
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While numbers are small, this is a consistent picture, and we are considering actions to
ensure there is no unconscious bias in our processes that might account for these statistics.
2.2.3

Applications by age
There has been an increase in representation of applicants over 50 years of age in 2017
between stages of application, shortlist and interview. This means that there are no
significant negative variances between the recruitment stages for applicants (see appendix
C).

2.2.4

Applications by sexual orientation
Sexual orientation is an optional field in the recruitment process. The option of “prefer not
to say”, or blanks, has reduced from 12% in 2015 to 9% in 2017, reflecting confidence in
applicants of our inclusive environment (see appendix C).
However, the numbers are too small to report (either statistically or ethnically) and so the
categories Bisexual, Gay Man, Gay Woman/Lesbian or Other have been grouped as LGB+
in this report.
The data show a small reduction in the proportion of LGB+ applicants through the
application to appointment stages in 2017. Whilst no firm conclusions can be drawn from
such a small number, we will continue to monitor the data to identify any emergent trends.

2.2.5

Applications by disability
The data show that the proportion of applicants with a disability increased through the
recruitment process (see appendix C).

2.3

Analysis of turnover
The data have been analysed based on the measure of leavers within a particular category
against the total population for that category, in order to identify where there are
disproportionately more leavers in a particular category, eg the % for males is a % of all
males in the population. Therefore the totals across the charts will not add up to 100%.

2.3.1

Turnover by gender
Over the three year period, turnover for men and women has been similar (see appendix
D).

2.3.2

Turnover by disability
The turnover of disabled staff is higher than the turnover of staff without a disability in each
of the three years studied. Notable differences occur of 9 percentage points in 2016/17 and
8 percentage points in 2017/18, (see appendix D).

2.3.3

Turnover by age
Turnover has been proportionately higher for the 16-24 year old group which is concerning
from a retention perspective, though it should be noted that the three-year trend is
downwards (see appendix D).

Annual Equality Report 2017/18

Page 11 of 35

The proportionately high numbers of leavers in the 65+ age group in 2017 is likely to be as
a result of the voluntary severance scheme which would have been attractive to employees
close to retirement.
2.3.4

Turnover by ethnicity
The turnover of BME staff was higher than the turnover of White staff in each of the three
years studied, although this improved in 2017/18. This reflects the higher proportion of BME
staff in research roles, where there is a high proportion of fixed term contracts (see appendix
D).

3

Foster good relations - ensure that our culture is welcoming, inclusive and
open
Objective 3: Ensure we have an inclusive culture where all our staff, and in
particular those with a protected characteristic, feel supported and valued,
with the opportunity to inform relevant policies and practices.

3.1

Staff representation
During 2017/18 we established a Staff with Disabilities Network, in addition to the existing
Women’s and LGBT+ networks. The networks have been successful in providing a forum
for individuals that includes a supportive space for discussing relevant issues and topics,
organising activities and events and opportunities to feed into employment policies.
Examples of initiatives include:


The Women’s network organised a conference “the Plymouth Conversation” attended
by over 60 delegates, which focused on raising awareness of Athena SWAN and
discussing actions developed, the launch of the mentoring programme and how to move
the agenda forward.
 An LGBT+ allies programme was successfully
launched in May 2018, with 198 members committed to
supporting equality and inclusivity amongst the LGBT+
community, and to challenge homophobia.
 We were successful in our Stonewall Workplace
Equality Index (WEI) application, coming in at 156th out of
445 entries. This is our highest ever result against a record
number of submissions.
 Continued support of Plymouth Pride festival - despite
the inclement weather.
 Launch of our Transgender Policy and provision of
training for front line staff.
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2018 also saw the launch of the University’s first Diversity Calendar to run in-line
with the academic year



The calendar has proven to be a huge success and has helped to inform staff
and students of the various diverse festivals going on around the world.



The Diversity Calendar will run again in 2019/20 in partnership with the Doctoral
College and their ‘Images of Research’ photography competition
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The University also had a presence at Plymouth Respect festival to support
the City in promoting diversity and inclusion



The University will continue their presence at this event as well as hosting a
stand at Plymouth Hope Festival for the first time in 2019
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The University also launched its own dedicated Twitter page for all news,
updates and advice related to Equality & Diversity. This page has proven
popular with staff, students and local community groups.
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Section 2 - Students
4

Equality of opportunity - promotion of opportunities through support,
practices and communications for all protected characteristics
Advance equality in student achievement, focussing on the core areas of
attainment, retention and employability.

4.1

Undergraduate student data

4.1.1

Attainment gap – introduction
Our work in this area is informed by a research report and related published paper by the
University’s Pedagogic Research Institute and Observatory (PedRIO) in 2009, which
identified some possible reasons for the attainment gaps and offered recommendations for
change.
A task and finish group established in 2017-18 reviewed activities since 2009 and produced
a report and action plan in order to further reduce attainment gaps for different groups of
students. The report and action plan included a wider focus including in widening
participation characteristics and other demographics including mature students and
‘commuter students’.
Equality data is now available to academic staff via the Corporate Information System, and
response to the localised data is built into the teaching and learning action planning and
review processes. In addition, the Teaching and learning Support website was updated with
new pages launched on ‘Reducing the Attainment Gap’.
From 2018/19, Schools will be expected to report on equality, diversity and inclusion data
and comment on actions as part of annual programme reviews.
A Student Success Committee has been established to develop a strategy and review
progress against actions to identify improvements.

4.1.2

Ethnicity Attainment Gap
The latest results for 2017/18 (see Appendix E) show an ethnicity attainment gap for UKdomiciled students of 14% and non-UK domiciled students of 27%. The UK-domiciled gap
has decreased since 2015/16. However, both gaps are greater than the latest UK
benchmark of 13% for all BME students (HESA, 2016/17). Data is being reviewed at a
School level to enable a greater understanding of these attainment gaps, in particular, in
relation to non-UK domiciled students.

4.1.3

Gender Attainment Gap
The latest results for 2017/18 (see Appendix E) show a gender attainment gap of 10% in
favour of women, which is greater than in the two previous years. This gap is greater than
the latest UK benchmark of 4% (HESA, 2015/16).
It is noted that in 2016/17 the total number of female students exceeded male students for
both the University (55.9% female, 44.1%), and the UK sector (56.7% female, 43.3% male).
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4.1.4

Disability Attainment Gap (2016-17)
The latest results for 2017/18 (see Appendix E) show a disability attainment gap of 2%,
which is less than in the two previous years and is the same as the latest UK benchmark of
2% (HESA, 2015/16).
A Mental Health Taskforce was established in 2017/18 to address concerns about the
increase in mental health conditions amongst students.
The Taskforce led to the development of mental health training, including eLearning,
together with Mental Health First Aid training to build skills to help staff have conversations
with students about their mental health so that they can sign post to appropriate support. In
addition, a Wellbeing Showcase was organised for staff, aimed at ‘supporting staff to
support students’.
A Health and Wellbeing Strategy has been developed through a working group led by a
member of the University Executive Group, including UPSU, Student Services and HR
representatives.

4.1.5

Attainment by POLAR 4 data
The analysis of attainment by a socio-economic (POLAR 4) data has not been reported
within our Annual Equality Report before. This data show that there was no attainment
gap in 2017/18 (see Appendix E)
There is currently no HESA benchmarking data for POLAR 4.
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5.

Eliminate unlawful discrimination - ensuring that our policies and practices
are fair, reasonable, inclusive and free from discriminatory practices
Provide equality and unconscious bias training for students to raise their
awareness of equality, diversity and inclusion.

5.1

Raising awareness of equality, diversity and inclusion within the student population
The University, together with the University of Plymouth Students’ Union (UPSU) are
considering options for training in relation to raising awareness of equality, diversity and
inclusion amongst students. In particular focusing on unconscious bias and respectful
behaviours.
Progress against our objective to raise student awareness of employers who are known for
promoting diversity and inclusion has been made. For example, the Employability team has
worked with employers who exhibit at recruitment fairs, giving advice on attracting and
supported students from diverse backgrounds, and challenging inappropriate wording in
recruitment advertisements.
A number of employers who attended our careers fairs/employability events this year were
featured as some of the most inclusive graduate employers, for example, PWC, Mott
MacDonald, IBM, KPMG, Civil Service Fast Stream, NHS and Enterprise Rent a Car.
In 2017, the Employability team hosted a Disability Confident event supporting employers
to recruit disabled applicants. In addition, the team supported the City wide wellbeing event,
demonstrating support for wellbeing and mental health.
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6

Foster good relations - ensure that our culture is welcoming, inclusive and
open
Ensure our students feel that the University is a welcoming and inclusive
environment

6.1

Support for students who are victims of hate crime and sexual violence
Student Services continued running our sexual offences drop-in clinic, which is led by a
Sexual Offences Liaison Officer from Devon and Cornwall Police. This service runs every
month and students can drop-in to discuss anything relating to sexual assault.
In January 2018, we launched our Safeguarding Policy and appointed and trained
Designated Safeguard Officers to provide advice and guidance, as well as ensuring
referrals to the appropriate bodies where safeguarding concerns are raised in relation to
children (under 18) or vulnerable adults.
The University now has two fully-trained third-party hate crime reporters who can report
hate crimes/incidents on behalf of the victim directly to Devon and Cornwall Police.

6.2

Support for students with disabilities
In 2017/18, 16.9% of undergraduate students and 15.5% of postgraduate students had a
disability (see appendix F).
We recognise the structural barriers people with disabilities can face, and we aim to create
a welcoming and inclusive environment.
This year, we undertook the following work:
 We communicate with applicants who have declared a disability in order to
support them prior to their arrival in understanding their needs and making
reasonable adjustments. We sent over 2000 letters to applicants who had declared
disabilities, outlining our support services. Of those who replied, most we can
advise and support remotely, so over 1000 ‘Student Support Documents’ were
produced to advise academic and faculty staff about students’ disability-related
needs. For the more complex cases, we met with 54 students to discuss their
needs and how we can support them to study successfully.
 We also helped 138 students obtain a dyslexia or ADHD diagnosis, allowing
them to receive appropriate support for their health needs.
 We delivered a pre-induction programme to 23 students with an Autistic
Spectrum Disorder and 22 students with anxiety accepted an invitation to an
event tailored to their needs.
 We provided 619 hours of one-to-one study skills support to students with
disabilities.
 We set up the University of Plymouth Autism Social Group which met 20 times
during the year.
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6.3

Student baseline data (undergraduate and postgraduate taught (PGT)

6.3.1

Student data by ethnicity
Figure 1 Undergraduate and PGT by ethnicity

Undergraduates by ethnicity
2017/18

6.3.2

Postgraduates by ethnicity
2017/18

BME
14.9%

BME
14.8%

White / unknown
85.1%

White / unknown
85.2%

Student data by age
Figure 2 Undergraduate and PGT by age
Undergraduates by age 2017/18

18 to 20
1%

30 and above
13%

30 and above
48%

25 to 29
7%

21 to 24
29%
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6.3.3

Student baseline data (Postgraduate research (PGR))

Figure 3 Postgraduate research student data
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UoP PGR - BME (%)
32.0%
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2016/17

2017/18

UoP PGR - Disabled (%)
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8.0%
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UoP PGR - Aged 30+ (%)
59.0%
58.5%
58.0%
57.5%
57.0%
56.5%
56.0%
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2016/17
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UoP PGR - Quintile 1 (%)
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6.4

Conclusion
As highlighted in the report, there have been many activities across the University to raise
awareness and promote equality, diversity and inclusion within the staff and student
communities and good practical steps to address inequality within practices. This has
contributed towards our successes and we have been particularly proud of our
achievements in relation to achieving the Athena SWAN charter and our Stonewall
submission.
Whilst there remains a significant amount of work to do to in relation to being able to see
clear impacts and improvements in equality within gender, ethnicity and disability, it is
encouraging that the equality, diversity and inclusion agenda is becoming embedded within
day-to-day processes and activities: i.e is part of business as usual.
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7

Appendices

Appendix A – Academic Promotions Equality Analysis
Table 1 - Gender
Females as a % of
Females as a % of
Females as a % of
eligible ‡
total applications
total promoted
population
Associate Professor
55%
47%
47%
Professor
39%
25%
50%
‡ Eligible = all staff excluding those who have not completed their PGCAP or who received 'requires
improvement' at the latest PDR. It is not based on an assessment of readiness.
Table 2 – Ethnicity (BME)

Associate
Professor
Professor

BME as a % of
eligible‡ population
10%

BME as a % of total
applications
18%

BME as a % of total
promoted
0%

9%

27%

0%

Employees with a
disability as a % of
eligible‡ population
6%

Employees with a
disability as a % of
total applications
9%

Employees with a
disability as a % of
total promoted
7%

6%

0%

0%

Table 3 – Disability

Associate
Professor
Professor

Appendix B – Benchmark Data
Table 4 Professor roles (gender)
Year
2016
2017
2018

Female
19
21
22

%
18%
19%
21%

Male
89
88
85

%
82%
81%
79%

Total
108
109
107

Table 5 Professor roles - HESA 2 benchmark data (gender)
Female (FPE) %
Year
2014/15
2015/16
2016/17

UK
23%
24%
25%

SW
22%
23%
25%

UoP
18%
17%
17%

These HESA data exclude the 4% who have chosen not to say.
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Figure 4 - % BME Employees

Percentage of employees who are BME
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% BME
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8
6
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Figure 5 - % BME Professors compared to benchmark data
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Figure 6 - % Staff with disability compared to benchmark data
9%
8%

Disabled %

7%
6%
5%
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Figure 7 - Type of disability
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Figure 8 – Average staff age

Average age (yeaars)
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Appendix C – Recruitment
Figure 9 - Applications by gender
100%
90%
80%

Female %

70%
60%
50%
40%
30%
20%
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Applied

2016
Shortlisted

Interviewed

2017
Appointed

Figure 10 - Applications by ethnicity – all
16%
14%
12%

BME %

10%
8%
6%
4%
2%
0%
2015
Applied

2016
Shortlisted

Annual Equality Report 2017/18

Interviewed

2017
Appointed

Page 28 of 35

Figure 11 - Applications by ethnicity – British applicants
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Figure 12 - Applications by age
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Figure 13 - Applications by sexual orientation
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Figure 14 - Applications by disability
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Appendix D – Analysis of Turnover
Figure 15 - Turnover by gender
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Figure 16 - Turnover by disability
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Figure 17 - Turnover by age
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Figure 18 - Turnover by ethnicity
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Appendix E – Undergraduate student data
Figure 19 - UoP Good Degrees by Ethnicity (UK Domiciled)
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Figure 20 – UoP Good Degrees by Gender
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Figure 21 – UoP Good Degrees by Disability Status
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Figure 22 – UoP Good Degrees by POLAR4 Status
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Appendix F – Support for students with disabilities
Figure 23 - Students with disabilities
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Appendix G – Student baseline data
Figure 24 - Undergraduate and PGT by gender
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