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Forward
At the University of Plymouth we are committed to an inclusive, collegial and diverse culture as part
of our Refreshed Strategy.
Our Equality and Diversity Policy sets out our commitment, on behalf of our Board of Governors and
the University’s executive team, 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.
Our revised Equality Scheme (2017 – 2021) was ratified by our Board of Governors in March 2017,
and since then we have been working towards the objectives therein to promote an inclusive learning
and working environment for our students and employees.
We have embedded equality, diversity and inclusion into our
normal business processes, with the requirement for
objectives and actions to be delivered within our Faculties
and Directorates, reported through our annual planning
process. Dedicated time has been committed for discussion
about equality and diversity within our senior leadership
team meetings.
This report reviews the activity and progress made against
our action plan, including impact measured against our
equality data.
Gender equality is one of our key priorities, demonstrated through our commitment to the Athena
SWAN charter. We are delighted with our successes in our Plymouth University Peninsula Schools
of Medicine and Dentistry (PUPSMD), and School of Geography, Earth and Environmental Science
in gaining a Silver award (PUPSMD) and Bronze award (SOGEES) in 2017. Two more school based
submissions were made in November 2017, and we will be making four further submissions,
including the University, under the new criteria in April 2018.
Other achievements in the year have been the development and implementation of our Transgender
Policy for employees and students, provision of support and facilities for our disabled students
following changes in grant funding and tasking a working group to focus on student attainment gaps.
We know that we have more to do to address the challenges we face to achieve a gender balance
across the University, representation in relation to ethnicity and disability and our aims to promote
student social mobility. We will continue to focus on the actions identified within our Equality Scheme,
considering how we can attract staff and students from underrepresented groups and ensuring all
members of our University community have inclusive, engaging and positive experiences. We aim
to raise aspirations, ensuring adequate support is in place to enable 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 one: 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

1.1.1

The Athena SWAN charter provides an effective framework that enables us to identify and
address specific challenges in relation to gender equality and intersectionality, for example,
the experiences of black and ethnic minority (BME) females. The action plans we develop
within our submissions are monitored through a representative Self Assessment Team
(SAT). Actions are endorsed by our executive leadership group and progress is reported on
a termly basis. The extended criteria now includes reference to our professional services
(support) employees.

1.1.2

We have provided information, support and resources including internal and external
expertise, together with opportunities to share ideas and practices through our Central SAT
to support our School / Faculty submissions.

1.1.3

In April 2017 we achieved Athena SWAN awards at a Silver level for Plymouth University
Peninsula Schools of Medicine and Dentistry (PUPSMD), together with a Bronze award for
our School of Geography, Earth and Environmental Sciences (SOGEES).

1.1.4

In November 2017 our Schools of Nursing and Midwifery and Health Professions submitted
Athena SWAN applications. Plans are being developed for further submissions in April
2018, including our University application, together with the Schools of Psychology;
Computing, Electronics and Mathematics; and Engineering. Our ambitions are for all of our
schools to have achieved at least a Bronze award by 2020, and for the University to achieve
a Silver submission in 2021/22.

1.2

Academic promotions

1.2.1

We reviewed the way academic careers are developed and rewarded through our academic
promotions process in 2016. The aim of the review was to underpin the strategic priorities
of the University and to better support a culture of research led teaching. It was also
recognised that this would be an important initiative as part of our commitment to support
gender equality outlined in our Equality Scheme through our Athena SWAN submission.
The drivers for this review included:
• More demanding research environment e.g. increased selectivity in research funding
and increased competition for remaining funds
• Focus on teaching performance and the Teaching Excellence Framework (TEF)
• Rising student expectations on academic performance.

1.2.2

To support applicants for academic promotion and in support of research suggesting greater
levels of confidence in men compared to women we introduced a pilot mentoring scheme
and interview skills training. This had a good take up and received positive feedback.

1.2.3

Faculties organised workshops to support applicants further, explaining the revised
promotion criteria and how they related to their disciplines.
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1.2.4

The revised scheme was implemented in January 2017 and an equality analysis carried out
as part of our Equality Scheme commitment. This considered applicants against the eligible
population and successfully promoted by protected characteristics, including, including
gender, ethnicity and disability. 68 applications were received, 46% of which were
successfully promoted. 23 promotions were for Associate Professor and 8 for Professor.

1.2.5

We were pleased to note an increase in the proportion of applications by females for
Associate Professor and Professors roles, together with an increase in the number of
successful female Associate Professor promotions in 2017 compared to the previous year.
The data is shown in tables below, however, it should be noted that:
(1) the numbers are low, which will impact on the statistical significance of the data; and
(2) there is at this stage only one year of data under the new academic promotions scheme,
which means trend data cannot be assessed at this stage.

1.2.6

Academic promotions equality analysis
Gender
Table 1 shows the proportion of women at application and successful promotion stages for
Associate Professor and Professor roles. Whilst the proportion of successful female
applicants (35% and 25%) was lower than the proportion of the eligible female population
(53% and 38%), it was encouraging that successful female applications for Professor
represented 25% of all successful promotions, which is higher than the current
representation of females in our professor roles. We will continue with actions that enable
women to fulfil their potential.
Table 1 - Gender

Associate
Professor
Professor

Female applications as a % of eligible‡
population

Females promoted as a % of total
promotions

53%

35%

38%

25%

‡ Eligible = all staff excluding those who have not completed their PGCAP or who received 'requires improvement' at the latest
PDR and is not based on an assessment of readiness.

Ethnicity
Table 2 shows the proportion of BME employees at application and successful promotion
stages for Associate Professor and Professor roles. Whilst it is difficult to draw conclusions
because of low numbers, we will continue to monitor this carefully to identify any underlying
trends.
Table 2 – Ethnicity (BME)

Associate
Professor
Professor

BME applications as a % of eligible‡
population

BME promoted as a % of total promotions

10%

5%

7%

0%

Disability
Table 3 shows the proportion of applicants with a disability at application and successful
promotion stages for Associate Professor and Professor roles. There are no significant
differences in progress at Associate Professor appointment level and a higher
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representation for disabled applicants at the successful stage for Professor roles. However,
it is worth noting that numbers are small and we will continue to monitor this.
Table 3 – Disability

Associate
Professor
Professor

1.3

Benchmark data

1.3.1

Gender

Applications with a disability as a % of
eligible‡ population

Employees with a disability promoted as a %
of total promotions

6%

4%

6%

14%

Table 4 shows that whilst the number of professors who are women has increased, the
percentage of female professors returned to 19% in 2017. Our Athena SWAN action plan
will outline further actions to prepare, support and encourage women to successfully apply
for academic promotions to achieve our objective and reach the national benchmark for
professors of 24%, as shown in Table 5.
Table 4 Professor roles (gender)
Year

Female

%

Male

%

Total

2015

19

19%

82

81%

101

2016

19

18%

89

82%

108

2017

21

19%

88

81%

109

Table 5 Professor roles - HESA 1 benchmark data (gender)
Female (FPE 2) %
Year

1.3.2

UK

SW

UoP

2013/14

22%

21%

17%

2014/15

23%

22%

18%

2015/16

24%

23%

17% 3

Ethnicity
Athena SWAN includes the requirement to consider ethnicity in addition to gender for
academic and research staff.
The data in Table 6 show that compared to the HESA benchmark data, our proportion of
BME Professors has been higher than the proportion of BME professors in the South West
or UK Higher Education Institutions (HEIs) in each of the three years reported.
Table 6 Professor roles – HESA benchmark data (Ethnicity)
BME (FPE) %
Year
2013/14

1
2
3

UK

SW

UoP

8%

7%

9%

Benchmark data from Higher Education Statistical Agency (HESA)
FPE – full person equivalent
Nb this has been amended following identification of a coding anomaly
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2014/15

9%

8%

11%

2015/16

9%

8%

11%

BME employees make up 3% of our professional services employees which is slightly below
the regional BME proportion of the economically active population in the Plymouth travel to
work area, estimated as 4% (ONS, June 2017). Directors have been provided data specific
to their areas and will develop action plans to consider how to attract BME applicants.
1.3.3

Disability
The data in Table 7 show that compared to the HESA benchmarking data we have a higher
proportion of staff with a disability than in the South West (6%) and UK HEIs (5%).
We have continued to see success in the declarations for staff with a disability, with
unknown reducing to 1%.
Table 7 All staff – HESA benchmark data (disability)
Employees with a disability (FPE) %
Year

UK

SW

UoP

2013/14

4%

5%

7%

2014/15

5%

5%

7%

2015/16

5%

6%

8%

1.4

Equal Pay

1.4.1

We published our last equal pay review in March 2017 and will carry out our next review by
31 December 2018. As a result of our focus on gender equality and subsequent detailed
equality reviews, we are pleased to see that the gender pay gap within professorial salaries
decreased to 2.41% (median) and 1.45% (mean) in 2016/17. We are developing a banding
scheme for professorial pay to ensure decisions made in relation to appointment and salary
reviews for our professors are based on objective and robust criteria.

1.4.2

Our Head of Employee Relations, Wellbeing and Inclusion has participated in the Joint
Negotiating Committee for Higher Education (JNCHES) contributing to the development of
revised Equal Pay and Gender Pay Gap guidance for the sector, sharing good practice. The
revised guidance, together with shared sector good practice, will be used to support our
Equal Pay review and Gender Pay Gap reporting.

1.4.3

We will publish our Gender Pay Gap in March 2018. Our Equal Pay review demonstrated
that we pay people who carry out the same “like” work at the same rate of pay regardless
of protected characteristics. However, the Gender Pay Gap data is based on the average
hourly rate for all men compared to the average hourly rate for all women across all roles in
an organisation. Our data show a gender pay gap because of the higher proportion of
women in roles that are within our two lowest pay quartiles, for example, junior
administration, library shelving and cleaning. The examples of men and women occupying
different roles in an organisation is known as occupational segregation. We plan to
investigate what we need to do to change and have set up a working group to identify
University wide initiatives that encourage men and women into roles where their gender is
underrepresented. In addition we will be reviewing our flexible working family friendly
policies to support employees with caring responsibilities and review career development
opportunities for professional services employees.
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1.4.4

Directors and Deans are developing equality action plans to address specific challenges in
their areas, including the root cause issues the lead to disproportions of men and women
across grades within their functions. Equality reports, including progress against actions,
will be reported to the annual Equality, Diversity and Inclusion Committee (EDIC) in October
each year.

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

2.1.1

We are committed to ensure our staff are aware of their responsibilities in promoting an
inclusive culture. In addition to mandatory equality and diversity training, in March 2017 the
Board of Governors approved recommendations for unconscious bias training to be
mandatory. Since this was implemented leaders have successfully ensured a continuous
improvement in completion rates within their areas. 94% of our employees have now
completed Diversity in the Workplace training compared to 89% in January 2017 and
Unconscious bias completion rates have improved to 91% compared to 60% in January
2017.

2.1.2

We have committed to extend this requirement to our part time teaching staff, (Associate
Lecturers and Demonstrators), which has resulted in a temporary dip in completion rates
whilst this new requirement is embedded. We aim to achieve a 90% completion rate for
both Diversity in the Workplace and Unconscious bias for all of our staff by 2019.

2.1.3

In our recent staff survey we were pleased to identify that almost all of our staff were aware
of our Equality and Diversity policy (99% females, 95% males), with 83% confirming that
they were able to access a network for support. Fewer staff said they were aware of the
Harassment Advisors network (60% females, 55% males). We will use the feedback from
our staff survey to focus on raising the profile of our support network.

2.2

Recruitment
We have analysed our recruitment data against each protected characteristic to determine
whether there is bias against employees with protected characteristics in our recruitment
processes.

2.2.1

Applications by gender
The data in Figure 1 show that the representation of women in the recruitment process is
greater than for men at the application, shortlisting and appointment stages. However,
women continue to be under represented at senior levels and we will continue to focus on
attracting applications at our senior and management grades, addressing the challenges of
attracting applicants to the South West, and in particular women.

Annual Equality Report 2016/17

Page 8 of 26

Figure 1 Applications by gender

Female %

Applied

2.2.2

68%
66%
64%
62%
60%
58%
56%
54%
52%
50%

Shortlisted

2014

Interviewed

2015

Appointed

2016

Applications by ethnicity
The data in Figure 2 for all BME applications and Figure 3 for British BME applications show
that the proportion of BME applications appointed did not represent the proportion who
applied or were shortlisted.
We will continue to monitor this trend. In addition Faculties and Directorates will be provided
with recruitment data to enable them to focus specific actions identified within their areas
as part of their annual equality reporting.
Figure 2 Applications by ethnicity - all

Applied
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Interviewed

Appointed

16%
14%

BME %

12%
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2014

Annual Equality Report 2016/17

2015

2016

Page 9 of 26

Figure 3 Applications by ethnicity – British applicants

British Applicants - BME %
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2.2.3
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Applications by age
The data in Figure 4 is based on applicants who are over 50 and show that, although there
was a drop in applications in 2016, representation is consistent through the shortlisting,
interview and offer stage.
Figure 4 Applications by age

Applied

Shortlisted

Interviewed

Appointed

Percentage aged 50+

25%
20%
15%
10%
5%
0%

2.2.4

2014

2015

2016

Applications by sexual orientation
Figure 5 shows that there has been an increase in the representation of LGBT at application,
shortlisting and appointment stages.
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It is encouraging to see this increase and in particular the consistent representation through
the recruitment process as evidence of our commitment to Stonewall, support for our active
network and sponsorship of Plymouth’s annual pride event. We have recently appointed an
LGBT champion, representing the University’s executive leadership group, who will work
with the network to consider how best to promote our inclusive environment.
Figure 5 Applications by sexual orientation

LGB+ (%)
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Applications by disability
The data in Figure 6 show that we are shortlisting and appointing higher proportions of
applicants with a disability, although it is noted that there has been a reduction in the
proportion of applicants with a disability.
Figure 6 Applications by disability
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Analysis of turnover
Our staff turnover data includes voluntary and compulsory reasons for leaving, for example,
the end of fixed term contracts. We currently survey leavers to ascertain reasons for leaving,
but have not collected data on protected characteristics. We are reviewing this survey and
plan to include data to enable us to understand reasons for leaving, particularly where a
trend is identified showing proportionally more leavers with a protected characteristic.
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2.3.1

Turnover by gender
The data in Figure 7 show that there was no statistically significant difference in the
proportion of female leavers compared to the female population compared to the proportion
of male leavers compared to the male population.
Figure 7 Turnover by gender

2.3.2

Turnover by disability
The data in Figure 8 show that the proportion of leavers with a disability was higher in
2016/17 compared to the proportion of all employees with a disability. There was a higher
proportion of leavers with unknown disability status compared to the population of
employees with unknown disability status. Employees with a disability responded more
negatively to questions including engagement, feeling valued and development
opportunities that respondents without a disability. Our Equality Scheme includes actions
focusing on raising awareness of hidden disability and this is covered in more detail in
section 3.2.
Over the last few years we have focused on reducing the number of employees with an
unknown disability status. This work focused on improving our data collection at the
recruitment and onboarding stages and therefore individuals with an unknown status are
more likely to be longer serving employees who are reaching retirement age.
Figure 8 Turnover by disability
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2.3.3

Turnover by age
The data in Figure 9 shows a disproportionate number of employees leaving in the youngest
age range. This is consistent with CIPD and ONS demographic trend research that indicates
that younger people are more likely to change careers and employers, particularly in the
early stages of their careers. We will review opportunities for career development to ensure
we can retain talent within this population group.
Figure 9 Turnover by age

2.3.4

Turnover by ethnicity
The data in Figure 10 show that the proportion of BME leavers was higher in 2016/17 than
the proportion of White and Unknown leavers. We will investigate this to identify whether
this is a trend. It was noted that in the staff survey, BME respondents did not respond more
negatively than the population, and in some cases, answered more positively, however, a
high proportion of respondents in the staff survey did not state their ethnicity.
Figure 10 Turnover by ethnicity
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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

Gender representation

3.1.1

We constantly review our campaigns and materials including the University website to
ensure that the content represents the University’s diverse culture. All written, photographic
and video content undergoes editorial review and is rejected and returned for editing if it
does not meet the expected standards.

3.1.2

We have concentrated on showcasing the achievements of female staff and students in
STEMM subjects, challenging the misconception that they are a ‘male’ preserve. Bespoke
'Women in Science' and 'Women in Medicine' website sections highlighted achievements,
and were actively promoted across social and other media channels to inspire prospective
and current staff and students. In addition, we have considered how to attract males into
underrepresented subjects, for example nursing.

3.1.3

We offer general and women-only training workshops to female academics, research
students and professional services staff to development of biographies enhancing and
promoting their work and online profiles, as well as lectures for Arts and Business students
on developing professional digital profiles.

3.1.4

Since November 2016, we promoted 14 University events specifically for women on the
website (i.e. International Women's Day activities), as well as 29 news articles specifically
showcasing women.

3.1.5

During 16/17 we undertook an analysis of the gender of presenters at a range of University
events organised through the University’s events team. 38 events were held, with focus on
for example, gender equality, health, environmental, HR, and biological sciences. The
analysis showed a slightly more presenters were men (54%). We will continue to monitor
this data and address any trends that may emerge.

3.1.6

We have also started to collect monitoring data to consider the number of press and staff
bulletin articles produced by men and women. We will review this data to identify and
address any gender bias as part of our actions within Athena SWAN.

3.2

Disability

3.2.1

Figure 11 shows the type of disability reported by our employees.
The highest proportion of disability was for occurring for "long-standing illness or health
condition", (23%), followed by “specific learning difficulties” (20%). Physical and Mental
health conditions made up 11% each. It should be noted that mental health condition may
also be included in “long-standing illness or health condition”.
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Figure 11 Staff disability type

3.2.2

In our staff survey, 105 respondents confirmed they had a disability (6%). Questions were
identified where employees with a disability were less likely to give a positive response
compared to employees without a disability, including feeling part of the University, access
to training and development, satisfaction with work environment, work/life balance and job
security. Deans and Directors have been provided with staff survey data and are working
with employees to develop action plans to address areas where responses raised concerns.

3.2.3

We have focused on the support we provide to our disabled employees, including raising
awareness of mental health issues with our managers. We will continue to focus on health
and wellbeing actions to support employees with hidden and mental health disabilities given
the increasing prevalence and reduced NHS support available.

3.2.4

HR, Digital Marketing and Estates have worked together with Disabled Go on a number of
projects to enhance support for disabled staff, students and visitors, including the
development and regular updating of DisabledGo Access Guides. In addition, following
feedback from disabled students, we have developed route mapping around campus for 13
commonly used routes. These will be launched in 2017/18.

3.3

Promoting an inclusive culture

3.3.1

We have been using equality analyses to support and influence
decision making in relation to policy development and application.
This has been useful in academic promotions, annual salary
review and personal development review (PDR).

3.3.2

We continue to review reports of harassment and bullying which are submitted to EDIC on
an annual basis. The latest report identifies an increase in cases reported to Harassment
Advisors, from 18 in 2015/16 to 21 in 2016/17, which is not statistically significant.

3.3.3

Our staff survey (2017) indicated 14% of respondents perceived that they had been
discriminated against in the last 12 months. It is noted that there was no correlation between
this response and protected characteristics. We are working with Faculty and Directorates
to understand the context of this and other feedback from the staff survey and will develop
specific actions plans to address this. .
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3.3.4

We have developed a Transgender policy for staff and students and organised 7 awareness
sessions through Diversity Trust. 88 employees have attended these sessions, and
feedback has been very positive.

3.3.5

As part of the Trans policy implementation, we have introduced the Mx title on our staff and
student databases, and started work on changing the signage on our toilets to be gender
neutral.

3.3.6

We have influenced the behaviour of third party companies through the procurement
process, ensuring suppliers provide information about their equality and diversity policies.
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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

Student data – undergraduates

4.1.1

Attainment gap – introduction
We recognise the national challenges in relation to the underachievement of male and BME
students in gaining a good (defined as upper second and first) degree at university and our
Equality Scheme highlights actions to reduce this gap. We have developed equality
information for Faculties at a programme level to support leaders in developing actions
within their annual action plans. We are also considering the collection of socioeconomic
data in relation to social mobility to enable us to monitor attainment against this metric.
We have brought together a cross University working group, representing each Faculty
EDIC, representatives from teaching and learning, equality, diversity and inclusion and
Student Services. The aim of the working group is to develop actions together with agreed
responsibilities, consider available research and share good practice. Our data team have
developed a dashboard which enables each Faculty to drill down to student attainment data
at a programme and subject level, to include protected characteristics.

4.1.2

Ethnicity Attainment Gap
We saw an encouraging reduction in our ethnicity attainment gap from 25% to 19% in
2016/17, and whilst encouraging, this remains above the HESA benchmark of 14% for this
period, and we remain committed to addressing this gap.
HESA results are based on UK domiciled students only (HESA ethnicity is not applicable
for non-UK domiciled students).
Figure 12 First degrees by ethnicity
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4.1.3

Ethnicity attainment gap target (2016-17)
The University's Equality Scheme 2017-21 includes a target to set agreed improvement
targets for the ethnicity gap in student attainment for UK and non-UK domiciled students by
2018 to drive improvement action. The latest attainment results for UK and non-UK
domiciled students are shown below.
UK Domiciled Students
In 2016/17, our ethnicity attainment gap for UK domiciled students was down from 18% to
13%, which is close to the latest national benchmark gap of 14% (HESA institutions
2015/16).
Figure 13 Good first degrees - UK Domiciled

Non-UK Domiciled Students
In 2016/17 we were pleased to see that our ethnicity attainment gap for non-UK domiciled
students decreased from 22% to 11% as a result of a significant increase in the percentage
of good degrees awarded to non-UK domiciled BME students from 46% to 53% in 2016/17.
HESA results are based on UK domiciled students only (HESA ethnicity is not applicable
for non-UK domiciled students).
Figure 14 Good first degree non-UK domiciled
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4.1.4

Gender Attainment Gap
The University's Equality Scheme 2017-21 included the objective for the gender attainment
gap to be at least equal to the national benchmark by 2021, currently 4% (HESA institutions
2015/16). In 2016/17 our gender attainment gap for 2016/17 graduates was 8%, unchanged
over the three year period.
Figure 15 Gender Attainment Gap

4.1.5

Disability Attainment Gap (2016-17)
Our disability attainment gap for 2016/17 increased from 3% to 6%, compared to the latest
national benchmark gap of 1% (HESA institutions 2015/16). The lower national benchmark
gap may be partially due to the HESA figures combining the nationally unknown values with
non-disabled values, reducing the gap.
Figure 16 Disability attainment gap
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4.2

Support for Postgraduate Students
During 2016/17 the Doctoral College was founded,
replacing the University’s previous Graduate School. New
management, governance and quality assurance
structures for Postgraduate Research (PGR) studies were
approved by Senate in February 2017 and implemented in
September 2017. A Director of the Doctoral College was
appointed, with Deputy Directors representing each
Faculty.
In addition to the review and revision of core materials such as the Research Degrees
Handbook, the Doctoral College delivered 165 sessions through its Researcher
Development Programme for nearly 2300 research staff and students engaged with this
programme, as well as introducing webinars to support part-time and distance learners to
participate,
The University’s HR Excellence in Research accreditation was also successfully renewed,
and response rates to the University’s Postgraduate Research Experience Survey (PRES)
increased by 17% from 35% in 2015 to 52%, with 86% of respondents agreeing that they
were satisfied with their overall student experience (4.5% higher than the sector benchmark)
The number of PGR students with declared disabilities increased to 11.5% in 2016/17,
compared to 6.8% in 2014/15 and 8.2% in 2015/16.
The Doctoral College is also actively engaged with both the University’s Equality, Diversity
and Inclusion Committee and the Institution-level Athena SWAN SAT, ensuring equality,
diversity and inclusion is embedded into work with the postgraduate community
Section 6 of this report provides a summary information in relation to the age, disability,
ethnicity and gender profile Postgraduate students engaged in both research and taught
programmes.

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
Working in partnership with the University of Plymouth Students’ Union (UPSU), Student
Services and Teaching and Learning Support have been engaging in a programme of work
to raise awareness and promote equality, diversity and inclusion within the student
population.

5.1.1

Following student feedback, in particular from the BAME and LGBT+ forum, Student
Services have been working with UPSU to enhance the awareness of and opportunities to
engage with employers who support diversity, this included a Workplace Rights conference
in May, hosted in UPSU, which included input from trade unions, academics and the
Careers and Employability Service. An expanded version of this event, to include a
workshop on sexual harassment, is planned for April 2018 and is currently being advertised
via UPSU. This initiative is beginning to attract attention from the wider higher education
sector as a progressive and inclusive approach to promoting employability.

Annual Equality Report 2016/17

Page 21 of 26

Figure 17 Workplace Rights Conference in May
Following this, a list of employers who
support equality and diversity has
been targeted for job fairs at the
University, including through our
membership on the Devon & Cornwall
section of the Military Education
Committee, representatives of the
Armed Forces. This aims to increase
the visibility of diversity in universityfacing activities – the Navy, Army and
Air Force, for example, are all
included in the list of Stonewall
employers.
The
Careers
and
Employability Service are using social
media to advertise employers that actively promote diversity and inclusion.
The Access Agreement specifically identifies an “employment gap” (similar to the
“attainment gap”) between students who declare a disability and those who do not – in the
most recent available DLHE data, there is a 10% gap in terms of graduate employment and
further study. The Learning Support and Wellbeing Team are working with Careers and
employability to develop interventions that address the employability needs of students with
disabilities.
Within some academic programmes of study, particularly medicine, dentistry, health and
social care, education, law and human resources, a critical knowledge and understanding
of equality, diversity and inclusion and how it applies to professional practice is embedded.
Other subject areas – the social sciences, humanities and psychology for example –
consider aspects of equality, diversity and inclusion through the lens of the discipline,
focusing for example on the psychology of unconscious bias, or the representation of
marginalised populations within the media, literature or historical texts. Supported by these
subject areas where the expertise exists, and informed by the work of Teaching and
Learning Support (e.g. “7 Steps to adopting culturally inclusive teaching practices” and “7
Steps to mitigating unconscious bias in teaching and learning” 4) and Human Resources,
Student Services will be developing as part of the Plymouth Extra co-curricular offer a series
of e-learning resources for students that will focus on a range of topics, including
unconscious bias and micro-aggressions, reasonable adjustments, bullying and
harassment, and consent. Roll-out of the first resources is expected for the start of the
2018/19 academic year.
5.1.2

4

UPSU’s LGBT+ Society, sponsored by Student Services, organises each year Campus
Pride, a celebration of inclusion and the contribution that LGBT+ individuals make to the
University and the community.

https://www.plymouth.ac.uk/your-university/teaching-and-learning/guidance-and-resources/7-step-series
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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 incidents of hate and sexual violence

6.1.1

We have delivered awareness training for our Hall Coordinators and Residence Assistants
focusing on understanding “difference” across all the equality strands, what constitutes
discrimination, harassment and victimisation, and how to intervene and University sources
of support and advice where there are incidents of hate, sexual violence, and other
aggressive behaviours. Student Services invested in funding external training from
AMHOSSE for Residence Life and UPSU staff around supporting trans students; “in-house”
training now organised through Human Resources has been very well received. Wellbeing
Services are currently working closely with UPSU and an external consultant (a graduate
of the University’s BSc (Hons) Criminology and Criminal Justice Studies programme) to set
out advice, guidance and referral pathways for staff who have disclosed to them incidents
of sexual assault. At the time of writing, the University has been approached by Public
Health Plymouth to explore the possibility of hosting a relocated Sexual Assault Referral
Centre (SARC) on campus within the Wellbeing Centre.

6.1.2

We have worked with the Islamic Students Society (ISSoc) to identified suitable chaplaincy
space to enable Islamic prayer in Endsleigh Place. This development has been warmly
received by members of ISSoc; other Muslim students continue to use the multi-faith space
available in Chaplaincy or community facilities near campus. ISSoc, sponsored by Student
Services, organises each year “Islamic Awareness Week, an inclusive series of events open
to the University and the wider community.

6.1.3

Front line student facing staff have attended training on Transgender awareness, as
referred to in 3.3.4.

6.2

Support for students with disability

6.2.1

The tables below show that the proportions of students with a declared disability are high
for both undergraduate and postgraduate students. The highest categories of disability for
both postgraduate and undergraduates are “specific learning disability such as dyslexia,
dyspraxia or ADHD” (4.6% PGT / 7.1% U/G) and a mental health condition (2.2% PGT /
3.4% U/G).

6.2.2

Mental health was an emerging priority for the University, and remains so, given increased
demand for wellbeing services and prevalence of mental health concerns amongst our
student population. This is not a local phenomenon; reports from AMOSSHE and
Universities UK highlight that the reported increase in students experiencing mental health
difficulties is a national trend, a trend also occurring in Canada, the United States and
Australia.

6.2.3

Our Wellbeing Services have acted innovatively in order to manage demand and diversify
the services available to students in order to support their mental, and indeed physical,
wellbeing. For instance, following the success of the Listening Post in 2014, this service
has continued to be offered providing in-the-moment support every day for students 10am
to 4pm. We have also provided a Saturday Service with paid staff and volunteer newly
qualified counsellors, and we recruited Wellbeing Officers to support the swift resolution of
mild to moderate issues.
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6.2.4

We have developed dedicated wheelchair spaces within three of our lecture theatres in
Portland Square Building.

6.2.5

Our Library and Digital Services have reviewed provision of services to disabled students,
and how to address specific support needs, for example, physical access, visual
impairment.

6.2.6

A pilot was undertaken to incorporate disability support within the Post-graduate Certificate
in Academic Practice (PGCAP) for academics new to teaching and learning.

6.2.7

The Library and Digital team are members of a regional network “CLAUD” to share and
disseminate good practice, including developing an inclusive information environment using
assistive technology.

6.2.8

The University has purchased “SensusAccess” to enable disabled users to convert
otherwise inaccessible documents to an appropriate format.
Figure 18 Students with disabilities

6.3

Student baseline data
We will continue to monitor the representation of students by gender, ethnicity, disability
and age at both a University wide level and within Faculties at a School and programme
level. The charts below show our student data split by undergraduate and postgraduate and
against the protected characteristic.
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6.3.1

Student data by gender
Figure 19 Undergraduate and PGT by gender

6.3.2

Student data by ethnicity
Figure 20 Undergraduate and PGT by ethnicity

6.3.3

Student data by age
Figure 21 Undergraduate and PGT by age
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6.4

Student recruitment
Our student recruitment strategy identifies six regions in the UK and is gradually broadening
our target groups to include more students from ethnically diverse backgrounds.
Our Access Agreement outlines our commitment to Widening Participation with the intention
to:



Continue to raise aspirations for higher education study amongst underrepresented groups
in accordance with our Access Agreement



Help students to develop personally and enhance their employability skills by offering a wide
range of extra-curricular experiences



Strengthen pathways of educational opportunity in partnership with our academic Schools,
local schools. University Technical College and network of further education partner
colleges.

6.5

Conclusion

Since our Equality Scheme was introduced last March, we are pleased to report the significant
progress and achievements we have made. We are on target to deliver and progress actions outlined
in our four year Equality Scheme against our KPI in the first year.
We recognise that there is a lot to do to see our
actions making an impact on our data, and in many
cases will take a number of years to see changes
coming through schools and universities to make
an impact in employment.
We will continue to progress the actions
highlighted in our Equality Scheme and believe
that we can make a difference in both the provision of education and as a significant employer within
the South West, and will continue to strive for equality, diversity and inclusion.
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