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This report provides an 
overview of the University’s 
achievements and progress 
over the last academic year 
and since its 2017 report.
 
The University has made significant progress in engagement 
with Athena SWAN since the last report and this has enabled 
eight academic Schools to achieve awards – six Bronze and, 
most recently in 2018, two silver. The remaining two Schools 
will submit for Bronze soon with the aim of having all nine 
academic Schools holding awards by 2019. The University also 
successfully renewed its Bronze award in 2018 and plans to 
work towards achieving Silver in April 2022.

In relation to the Race Equality Charter award, the University is 
one of only 10 institutions in the UK to hold a bronze award and 
continues to make good progress in implementing its action 
plan. The University intends to submit for renewal in July 2019.

Key achievements have been made in recruitment and 
promotion. The University is currently working on several 
exciting projects that support the Athena SWAN and Race 
Equality Charter initiatives. 

The University introduced the appointment of Associate 
Professors across learning and teaching, business and 
enterprise and research. This gained momentum in 2018 and 
the University appointed nine female and eight male Associate 
Professors.

Good progress has been made in analysis of the gender pay 
gap and progress on the action plan.

A key achievement last year was their greater engagement with 
the Strategic Business Units (SBU’s). This report highlights key 
initiatives that have been driven by the SBU’s and provides 
examples of projects and case studies.

The following points have been identified from the data analysis 
across staff and student populations at the University 
(31st July 2018 for staff and academic year 2016/17 for 
students).

Staff

• The overall age profile is older than the sector average, with  
 the largest cohort of staff aged 51- 55 (15.1%) compared to  
 12.4% in the sector (Advance HE, 2018). Academic staff when  
 compared have an overall older profile to professional staff.  
 Black and Minority Ethnic staff (BAME) have a younger profile  
 than White staff. 

• Staff declaring disability has risen from 4.3% last year to  
 5.5%, which is encouraging when compared to the sector  
 figure of 4.7% (Advance HE, 2018). 

• The highest percentage of staff declaring a disability were  
 those in the 46-50 age bracket (14.8%). There was a reduction  

 in the percentage of staff aged 41 years and over declaring a  
 disability dropping from 59.3% last year to 57% this year. With  
 an increase in the number of staff declaring a disability, it will  
 be important that we continue to monitor this area  
 appropriately to ensure that the right support is available for  
 staff acquiring a new disability or long term health condition. 

• The unknown disability status has reduced very slightly from  
 42.5% to 42% however this is still high. Work needs to be  
 done to encourage staff to disclose disability status, stating  
 why and how the University uses this information. 

• Declared ethnic diversity has decreased from 16.4% last year  
 to 15.9%. Ethnic diversity is higher than the 9.4% sector  
 profile in England (Advance HE, 2018). 

• There is scope to diversify the workforce further considering  
 the University’s geographical location, paying particular  
 attention to the under-representation of BAME staff, and  
 particularly for different ethnic groups at higher levels of the  
 institution, e.g. low ethnic diversity at Academic Management  
 (AM) level and no ethnic diversity at Senior Management (SM)  
 level. 

• Overall female representation (61.3%) is higher than the Higher  
 Education sector (54.2%, Advance HE, 2018). The highest  
 proportion of both academic men and women are employed  
 at Senior Lecturer level (UH8). This is different to the gender  
 profile of professional staff where the highest proportion of  
 women are at UH5 and men at UH6. 

• 40.6% of academic women work part-time compared  
 with 26.4% of male academics. This contrasts with 38.1% of  
 professional women who work part-time compared with 7.1%  
 of male professional staff. The number of male staff working  
 part-time has fallen significantly from last year (12.6%). This  
 may indicate that there are fewer opportunities for  
 professional men to access more varied working patterns. 

• Rates of declaration for religion or belief have increased from  
 32.5% to 48.5% (including Information Refused) with the  
 highest proportion of staff identifying as Christian (20.6%)  
 followed by No Religion (18.4%). 

• Rates of declaration regarding sexual orientation has  
 increased from 41.9% to 57.3% (including Information  
 Refused) and is now significantly higher than the sector  
 declaration rate for this protected characteristic (49.2%,  
 Advance HE, 2018). 2.3% of staff identify as lesbian, gay or  
 bisexual compared to 1.9% last year.

Students

• There has been an increase in the proportion of students  
 aged 18-20 from 50.2% last year to 53.8% this year. The  
 higher performing age group achieving a ‘good degree’ was  
 aged 18-20 (68.9%) and students aged 40 and over were the  
 least likely to achieve an upper grade pass (56.2%). 

• The proportion of students declaring a disability has increased  
 from the previous year (9.2%) to 9.9%. This is lower than the  
 student disability declaration across the UK Higher Education  
 sector of 12% (Advance HE, 2018). There has been an  
 increase in the numbers of students declaring unseen  
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 disabilities; Autistic spectrum; Specific Learning Difficulties  
 and Mental Health impairments. Degree attainment for  
 students with disabilities was comparable to students without  
 disabilities. 

• The University’s student ethnic diversity has increased from  
 48.2% identifying as being from a BAME background last  
 year, to 49.5%. However, this profile is not replicated across  
 the whole institution, where some disciplines have low levels  
 of BAME student representation. 

• The University’s awarding gap between White and BAME  
 students has reduced to 17%, compared to 19.5% last year,  
 and 18.7% in 2014/15. This, however needs to improve further  
 compared to the reported sector attainment gap of 13.3%  
 (Advance HE, 2018). 

• The gender profile amongst students is broadly similar to that  
 of the sector (58.1% female in comparison to 56.7% (Advance  
 HE, 2018). 

• Men and women are not distributed across the disciplines in  
 the same way, with significant under-representation of women  
 in Computer Sciences, Physics, Astronomy and Maths, and  
 Engineering, and under-representation of men in Education  
 and Health and Social Work. 

• Despite the under-representation of female students in the  
 above subjects, female students outperformed their male  
 peers in achieving good degrees in these disciplines.

Progress on priorities highlighted in 
the 2017 Annual Report

1. To invigorate institutional commitment to its Equality  
 Objectives and Strategic Business Units (SBUs) to  
 identify SMART action plans for delivery with senior  
 level monitoring. 
 
 This year the business planning processes were  
 strengthened, as part of the annual business plan.  
 OVC members of the panel explored each SBU’s  
 commitment to the EDI agenda and key achievements.  
 All SBU’s have demonstrated improvements.  
 The governance process in academic schools was  
 strengthened across all schools. A lead person in  
 each school has been identified and this has brought  
 together work from the Athena Swan and Race  
 Equality Charter action plans. Key initiatives across the  
 SBU’s are highlighted in this report in appendix 1. 
 
 Both the University’s Athena Swan Self-Assessment  
 team and the RECM SAT are chaired by the Secretary  
 and Registrar also the OVC lead on the People strand  
 of the Strategic Plan. 

2. The University’s active commitment to developing  
 female leaders through the Aurora programme  
 continued and a more diverse cohort was recruited.  
 This is in line with the University’s commitment to  
 develop future ethnic minority leaders in the institution.  
 
 The appointment of Associate Professors across the  
 University shows progress in promotions for staff from  
 EDI backgrounds. Recruitment and retention 
 strategies have been strengthened. 

3. Address the degree attainment gap through  
 programme level activity that identifies the causes of  
 the gap; considers the impact on different ethnic  
 groups; and develop local action plans that are  
 monitored across academic Schools at a senior level. 
 
 All schools have made progress on their actions  
 plans to support students from widening participation  
 backgrounds and particular EDI characteristics, 

4. Academic Schools to address the under- 
 representation of students where gender and/or  
 ethnic background is a relevant factor and progress to  
 be monitored regularly at a senior level. 
 
 Several initiatives are described which have highlighted  
 the needs for Schools to promote their programmes.
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This report provides 
a summary on the 
University’s staff and 
student demographics 
across a range of protected 
characteristics:

• age; 
• disability; 
• gender; 
• race; 
• religion or belief;
• sexual orientation.

The report provides an overview of the University’s 
achievements and progress made since its 2017 report and an 
update on progress of the Equality Objectives 2016-2020.

Findings from the analysis inform the University’s Equality 
Diversity and Inclusion (EDI) operational plans.
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As a public authority, the 
University of Hertfordshire 
is subject to the additional 
duties set out in the Equality 
Act 2010. 
The Public Sector Equality Duty sets out a requirement that we 
must have due regard to:

• Eliminate discrimination, harassment and victimisation and  
 any other conduct that is prohibited by or under the Act. 

• Advance equality of opportunity between persons who share  
 a relevant protected characteristic and persons who do not  
 share it. 

• Foster good relations between persons who share a relevant  
 protected characteristic and persons who do not share it.

In practice this means that the University needs to demonstrate 
how it considers the barriers and disadvantage experienced 
by different groups of people in relation to employment and 
service delivery, and how it plans to overcome those barriers or 
disadvantage.

The Equality Act 2010 explains that having due regard to 
advancing equality of opportunity will involve the need to:

• Remove or minimise disadvantage suffered by persons who  
 share a relevant protected characteristic that are connected to  
 that characteristic; 

• Take steps to meet the needs of persons who share a relevant  
 protected characteristic that are different from the needs of  
 persons who do not share it; 

• Encourage persons who share a relevant protected  
 characteristic to participate in public life or in any other activity  
 in which participation by such persons is disproportionally 
low.

In addition to this, the Equality Act 2010 (Specific Duties and Public 
Authorities) Regulations 2017 require that the University publish 
information about its gender pay gap no later than 
30th March 2018. As such, the University’s gender pay report 
relating to its employees has been published separate to this report.

This annual report has been approved by the Chief Executive Group 
and the Board of Governors, and explains how the University is 
addressing the requirements of the Public Sector Equality Duty, and 
where gaps exist, what the University intends to do about them. This 
annual report must be published by 
31st January 2019 and subsequently at intervals of no more than 
one year from the date of last publication.

Governance Structure

The University takes equal opportunities seriously when forming Board 
memberships with a clear priority via our formal equality objective, to 
ensure women are promoted to senior levels, therefore there is a good 

gender balance on our senior decision-making committees. 
The CEG membership consists of all Heads of academic and 
professional SBUs. This therefore includes the Deans of School 
and Heads of Professional SBUs. We are pleased that there has 
been an increase in the representation of women at this level in 
2017/18 with 42% female representation.

The People Board was newly established in 2016/17 and is 
championed by senior management, with the Chair role occupied 
by the University’s Secretary and Registrar. This board has a clear 
EDI focus. The Chair is conscious of the need for an equal gender 
and diversity balance. The board is also an excellent opportunity for 
those members of staff new to the University committee structure, 
to gain experience whilst having a valuable input.

Athena Swan

A decision was made when the University first applied for 
its Athena Swan (AS) Bronze award that all STEMM schools 
would also apply for their own awards to support the work the 
institution was doing to tackle gender equality at a strategic level. 
Once Athena Swan had expanded to include Arts, Humanities, 
Social Sciences Business and Law (AHSSBL) subjects, senior 
management were keen to ensure that these Schools followed suit 
and since expansion, the majority of Schools now hold a Bronze 
award and all Schools have established Self-Assessment Teams 
(now EDI teams). The aim is for all Schools to hold awards by 2019.

The University has a full-time Athena Swan Officer that supports 
all Schools with their work and this role sits within the Equality 
Office, which is part of the Office of The Vice Chancellor. The 
Athena Swan Officer created an Athena Swan Toolkit to provide 
helpful resources to support academic Schools in preparing their 
submissions. It includes guidance and template documents as 
well as fact sheets, useful links and successful submissions. The 
Athena Swan Officer also attends School SAT meetings and 
provides invaluable support when assisting Schools in writing their 
submissions and action plans and also acting as a critical reader 
for Schools.

The University is pleased to report this year’s successes.

Athena Swan Award progress at School level

Award/ Application StatusSchool

Creative Arts

Humanities

Education 

Engineering and Technology 

Life and Medical Sciences 

Computer Science 

Physics, Astronomy & Maths

Health and Social Work 

Hertfordshire Business School 

Hertfordshire Law School 

Bronze 2018

Bronze 2017

Bronze 2017

Bronze 2016

Bronze 2016

Bronze 2015 (applying for post-
2015 charter Bronze in 2019)

Bronze 2015 (Achieved Silver 
award in 2018)

Bronze 2015 (Achieved Silver 
award in 2018)

Submitting for Bronze 2019

Submitting for Bronze 2019
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The University is working 
towards its equality 
objectives set in 2016 to 
support the overall strategy 
for equality diversity and 
inclusion.
Over the past two years, steps have been taken to embed 
effective working practices in the Strategic Business Units and 
strengthen our governance processes as described earlier.

Progress on the three Equality objectives is summarized below:

Objective 1

Reduce the differential in degree attainment between White and 
Black and Minority Ethnic (BAME) students.

Our work on the BAME Student Success project has identified 
that there is no one cause for the awarding gap. We have used 
data to inform us of awarding levels across different ethnic 
groups, and this has consistently shown that Black students 
continue to receive ‘good degree’ awards at a lower rate than 
any other ethnic group, and this was evidenced within our Race 
Equality charter submission. We set this challenging target to 
focus our attention on the reasons behind the awarding gap to 
identify and implement strategies to reduce the gap.

The Student Educational Experience Committee (SEEC) working 
group and Student Performance Monitoring Group (SPMG) 
monitor the progress made by academic schools.

Despite these positive measures, we have seen a widening 
of the gap between White and BAME students since 2013/14 
academic year, when this gap stood at 16.8%. The gap has 
continued to increase incrementally to 18.7% in 2014/15, 
19.5% in 2015/16. However shows in 2016/17 the data we have 
reduced the attainment gap to 17%.

Black/Black British were the lowest performing demographic 
group and we have seen improvements in the number of Black/
Black British students achieving a first or 2(i) degree: 44% in 
15/16 and 48% in 16/17 however the attainment gap between 
Black and White students is 26% therefore there is still much 
work to be done.

The University continues its efforts by working collaboratively 
with other institutions in projects that will address attainment 
and learning and teaching to identify issues and solutions at 
the programme level of study. This has involved analysing 
programme level student data by qualifications on entry 
against expected outcomes. This analysis has yielded a better 
understanding of issues a micro (programme) level rather than 
the analysis provided within this report (School level). Has 
included Internal activity working with Programme Leaders 
and other academic staff to create local solutions to enhance 
learning and student outcomes, local strategies and regular 
monitoring.

This year has seen some progress and we are expecting an 
improvement in the overall attainment gap over the coming 
years. Engagement at School level has increased significantly 
and this report highlights key initiatives detailed in section in 
Table 6.

Objective 2

Increase the proportion of Black and Minority Ethnic (BAME) 
staff at senior levels (grades UH9 and above).

The University believes having an ethnically diverse group of 
staff at all levels will enable us to better meet the needs of our 
diverse student body, develop a talented diverse leadership and 
make us the institution of choice for staff and students alike. 
Through the University’s work against the Race Equality Charter 
we have identified that there is under-representation of ethnic 
minority staff at higher levels of the institution.

There has been an increase in the overall representation of 
BAME staff since 2015 from 12.8% to 15.9% this year. However, 
this is a slight decrease from last year’s figure of 16.4%. 
Representation has been relatively even between academic and 
professional BAME staff figures in the past few years. Last year, 
15.7% academic staff against 17% professional staff and this 
year 14.4% of academic staff against 15.4% professional staff. 

It has become apparent that categorising ethnic minority staff 
within a larger homogenised group (BAME) is problematic as 
this positioning has hidden the outcomes of different groups of 
staff with diverse ethnic backgrounds. This objective, although 
related to all ethnic minority staff at the University must be 
applied differently in the context of academic and professional 
staff and at different levels across the institution where under-
representation has been identified, e.g. there continues to be 
no ethnic minority staff at Senior Management (SM) level; there 
continues to be no Black staff at Academic/ Administrative 
Manager (AM) level and above.

Efforts has been made around gender equality, and more 
specifically, on the advancement of women in the institution. 
A recommendation of this report is to focus on the career 
development of BAME staff at levels UH7 and UH8, with a focus 
on Black staff, to address underrepresentation at AM and SM 
levels.

In addition to career development, further consideration will be 
required to attract and retain a more ethnically diverse workforce 
at all levels in future.

Objective 3

Increase the proportion of female academic staff at senior levels 
(grades UH9 and above).

Our work against the Athena SWAN charter has shown that 
women are less likely to be represented at higher levels of 
academia, and this can be especially discipline specific. By 
working with our academic Schools in partnership with relevant 
central services we are constantly reviewing our processes 
to ensure that women can reach all levels of the institution. 
Currently, the University holds a Bronze Athena SWAN award 
and eight academic Schools hold departmental Bronze awards. 

12 | Equality and Diversity Annual Report 2018 | Progress against our equality objectives Progress against our equality objectives | Equality and Diversity Annual Report 2018 | 13



The two remaining schools are submitting in 2019 and we aim 
to have all schools achieving bronze by 2019 and awards School 
level.

This objective is being actioned through relevant work streams 
across the institution and is monitored through the University’s 
People Board, chaired by the Secretary and Registrar. In 
addition to this strategic monitoring function, gender equality 
(Athena SWAN) action plans are implemented institutionally and 
in each academic School, and the race equality (Race Equality 
Charter) action plan is monitored through its own institutional 
self-assessment team.

The proportion of academic women in the University has 
dropped slightly from last year (54.6%) to 53.8% this year, 
however remains considerably higher than the proportion of 
academic women across the sector (45.7%) (Advance HE, 2018)

The majority of female academic staff continue to be employed 
at UH8 (Senior Lecturer/Senior Research Fellow) like their male 
colleagues although in different proportions. Similarly to last 
year (47.1%), the proportion of female academics at UH8 was 
47.2% this year. The proportion of women at UH7 (Lecturer) has 
increased this year to 19.5% (17.3% the previous year).

There has been a reduction in the proportion of women at UH9 
to 17.2% this year, from 19.1% in 2017, and there has been little 
change in the proportion of female academics at AM level which 
currently sits at 10.3% compared to 10.4% last year. 

It will be necessary to guard against further reductions in the 
proportion of women at levels that feed senior academic levels 
and this can be achieved by academic School Athena SWAN 
action plans.

Senior leadership

It is pleasing to note that there has been an increase in women 
achieving leadership roles. The Chief Executives Group (CEG) 
consists of the senior leadership in the University. It includes 
the Vice Chancellors Executive Group member, Pro Vice 
Chancellors, academic Deans and Heads of Strategic Business 
Units. The Chief Executives Group (CEG) now has an increased 
proportion of women.

The University also introduced a new category for staff 
progression, Associate Professorships. It is pleasing to note 
that in the first year of applications processed, 17 Associate 
Professors were appointed. The process has shown a good 
gender balance with 9 female and 8 male appointments. 
Candidates were mainly on UH9 grade posts with 3 candidates 
at AM1. The distribution across academic schools was 
good with appointments in all (Schools see below). Diversity 
was limited, with 14 candidates white or other white and 3 
candidates from Chinese background. Support to encourage 
staff from other ethnic minority backgrounds will need to be 
enhanced as this process matures.

Chief Executive’s Group (CEG)

Total

2014/15

2016/16

2016/17

N

7

8

10

%

32%

38%

42%

N

15

13

14

%

68%

62%

58%

N

22

21

24

MaleFemale

The University also introduced a new category for staff 
progression, Associate Professorships. It is pleasing to note 
that in the first year of applications processed, 17 Associate 
Professors were appointed. The process has shown a good 
gender balance with nine female and eight male appointments. 
Candidates were mainly on UH9 grade posts with three 
candidates at AM1. The distribution across academic schools 
was good with appointments in all (Schools see below). Diversity 
was limited, with 14 candidates white or other white and three 
candidates from Chinese background. Support to encourage 
staff from other ethnic minority backgrounds will need to be 
enhanced as this process matures.

TotalSchool

Life and Medical Sciences 

Engineering and Technology 

Education 

Business School

Physics, Astronomy and Mathematics

Law School

Humanities

Health and Social Work 

Creative Arts

4

4

3

1

1

1

1

1

1
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The University has been gathering and analysing data in 
relation to age, disability, race and gender for many years, 
and latterly this has been extended to the collection of data 
related to religion or belief and sexual orientation. It is within 
those boundaries that this report has been compiled, except 
for students where information will only be presented without 
data for religion or belief and sexual orientation. The Equality Act 
2010 does not oblige the University to collect data across all the 
protected characteristics, rather as a public body, the institution 
is required to take a reasonable and proportionate approach 
with data collection and analysis that will enable it to pay due 
regard to the Public Sector Equality Duty.

The University believes that understanding its workforce and 
student populations is an important step to ensuring that it 

remains an employer and education provider of choice and that 
its community can thrive regardless of background or identity. 
It is primarily for this reason that annual analysis of this data is 
undertaken rather than for legally obliged purposes.

For the purpose of this report, data at 31st July 2018 has been 
used for reporting against staff profiles, and data for the 2016/17 
academic year has been used for student reporting. Where 
relevant, comparisons have been made against national sector 
data, this has been drawn from Advance HE, through their 
statistical reports informed by the HESA and HEIDI4 databases. 
Workforce analysis across the protected characteristics covered 
in this report does not include staff employed through the 
University’s subsidiary companies.
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The staff data is based upon head count of staff in post at 31st 
July 2018. At the point the data was analysed, there were 2,559 
staff, excluding Visiting Lecturers, made up of 1,116 academic 
contracts; 162 research contracts; and 1,281 professional 
contracts. The University has 19 Strategic Business Units (SBU), 
of which 10 are academic Schools. There is a mixture of all 
contract types within each academic school SBU, and staff 
numbers have been illustrated according to contract type in 
each SBU in Table 1.

For the purpose of analysis, staff employed on an academic 
or research contract will be reported on within the heading of 
‘Academic’ staff when looking more closely at staff profiles by 
protected characteristics. 

Figure 1 shows the number of research staff is the same as last 
year, with a small increase in professional staff (45.1% compared 
to 42.8%) and a reduction in academic staff (48.7% compared to 
51%) compared to last year.

Figure 1: Staff profile excluding Visiting Lecturers

The table below illustrates the number of staff in academic 
SBUs according to their contract type. For ease of reporting all 
staff on professional contracts in academic SBUs have been 
included in the heading ‘professional services.

Table 1: Staff numbers by SBU and contract type 
excluding Visiting Lecturers

TotalProfessional
Services

Academic/
Research

75

98

58

82

209

240

89

45

279

66

37

1,278

Computer Science

Creative Arts

Education

Engineering and Technology

Hertfordshire Business School

Health and Social Work

Humanities

Hertfordshire Law School

Life and Medical Sciences

Physics, Astronomy and Mathematics

Professional services

Total

9

54

28

34

31

60

14

8

94

10

939

1,281

84

152

86

116

240

300

103

53

373

76

976

2,559

Academic (45.1%)

Research (6.2%)

Professional (48.7%)
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6.1. Age
The age profile of staff at the University shows that there 
continues to be proportionately more staff aged 51-55 (15.1%) 
than any other age group, and the least proportion of staff are 
aged 66 and over (3.2%). This is higher than the sector where 
12.4% are aged 51-55 years, (Advance HE, 2018). The rest of the 
Higher Education sector has slightly higher proportions of staff 
aged 31-35 (14.4% compared to 12.3% at the University); staff 
aged 36-40 (13.8% as opposed to 11.6% at the University); and 
staff aged 41-45 (12.7% as opposed to 11.4% at the University), 
(Advance HE, 2018). Since last year the proportion of staff in age 
groups 25 and under, 26-30, and 51-55 have decreased slightly 
whereas the opposite has been the case for staff aged 31-35, 
36-40, 41-45, 61-65 and over 66. The percentage of staff aged 
46-50 and 56-60 has remained the same.

The comparison between the age profiles of academic 
and professional staff (Figure 3) shows that academic staff 
continue to be an older cohort than their professional services 
colleagues. This is also conversely mirrored in the proportion of 
academic staff aged under 30 years of age, which account for a 
very small proportion of this staff cohort. However, as reported 
in previous years, the age profile of academic roles is affected 
by the age of staff at entry to academia. The highest proportion 
of academic staff are aged 51-55 or over. 

There are considerably higher proportions of younger staff in 
professional services roles, and this reflects the variety of work 
available at varying levels across the institution. However, this 
year the gap between academic and professional staff in the ’25 
and under’ age group has reduced and this may be due to the 
universities initiative to recruit younger academic researchers.

Conversely, the gap has slightly widened between academic 
and professional staff in the ’51- 55’ age group compared to the 
previous year.

Figure 4 illustrates how age can impact placement within the 
grading structure, i.e. higher proportions of younger academic 
staff (aged 30 and under) concentrated across grades UH4-
UH5, and conversely staff aged over 51 and over in higher 
grades UH8 and above, and this trend has continued from 
previous years. This profile reflects the nature of the roles in 
academia, where age and experience are linked to the role 
an academic member of staff might hold within the institution. 
Grades UH7 (Lecturer) and UH8 (Senior Lecturer) are the most 
diverse, with virtually every age group represented. Staff on 
academic contracts at Senior Manager (SM) level are all aged 51 
to 65.

In contrast, Figure 5 details how professional staff are more 
diversely distributed by their age profile. Staff in AM and SM 
grade span from 31-35 through to 66 and over. 

Similar to last year, the highest proportion of staff aged 25 
and under occupy grades (UH2-3), however this year grade 
UH1 is occupied by staff aged 41-45 and above. The highest 
proportion of professional staff aged 66 and over are employed 
at grade UH2, which is in contrast to academic staff, where the 
highest proportion of staff aged 66 and over are employed at 
grade UH8.

Figure 2: Age profile of all staff

Figure 3: Academic vs Professional staff age profile

25 and under (5.2%)

26-30 (7.5%)

31-35 (11.4%)

36-40 (11.6%)

41-45 (11.4%)

46-50 (12.3%)

51-55 (15.1%)

56-60 (14.0%)

61-65 (8.4%)

66> (3.2%)
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Grade 

AM1-5

UH9

UH8

UH7

UH6

UH5

UH4

Academic Posts 

Academic Manager including Head of Department / Dean of School

Principal Lecturer / Associate Professor

Senior Lecturer

Lecturer

Research Posts 

Professor

Reader

Senior Research Fellow

Research Fellow

Senior Research Assistant

Research Assistant

Research Assistant

The University grading structure is described below:

Table 2: Pay and grading structure for academic staff

Figure 4: Academic staff by age and grade structure

Figure 5: Professional staff by age and grade structure
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6.2. Disability
This year there is an increase in staff declaring a disability from 
4.3% last year to 5.5%. This is extremely positive in promoting 
an inclusive institutional culture and to encourage staff to update 
their diversity details through the self-service facility available on 
the HR staff portal.

A continuing pattern of disability declaration has been in the 
proportion of staff stating that they do not have a disability at 
49.3% compared to 49.2% last year. 

Figure 7 shows disabled staff at the University appear to be 
distributed across most of the grades including AM grade. The 
largest proportion of disabled staff are employed at grade UH8, 
mirroring all other categories of declaration. Despite disability 
declaration increasing year-on-year, 42% of the workforce has 
unknown status under this protected characteristic compared 
to 42.5% last year. Further activity will be needed to address the 
reasons staff are unsure about, unwilling or unable to update 
their disability status.

As mentioned in last year’s report, considering the University’s 
age profile, and the continued high levels of disability declaration 
by older staff, this will be an area that should continue to be 
monitored to ensure that staff acquiring a new disability or long-
term health condition are supported. Of the staff with a declared 
disability, 47.2% are employed under academic/research 
contracts (44.4% last year) and 52.8% under professional 
contracts (56.6% last year).

Figure 6: Disability profile of all staff

Figure 7: Disability status by grade

Disabled (5.5%)

Not disabled (49.3%)

Prefer not to say (3.2%)

Unknown (42%)
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6.3. Ethnicity
This year staff from a White ethnic background made up 
77.5% of the workforce, similar to last year (77.4%), and 
15.9% of staff are from a BAME background which is a slight 
decrease from last year’s figure of 16.4%. There was a small 
increase in the proportion of staff who have not declared their 
ethnic background from 6.2% to 6.6% (‘Prefer not to say’ and 
‘Unknown’). It is pleasing that last year’s declaration data has 
stabilized and may be due to the continued activity across the 
University in projects related to the Race Equality Charter and 
an ongoing project to address BAME student attainment. This 
has been further supported by the introduction of an improved 
self-service facility for staff to update their own diversity 
information and related promotion around this initiative. This 
information is based on all UK and non-UK staff and compares 
well against the sector, which reports a BAME representation of 
9.4% across the UK, or more relevantly to the University; 10.6% 
in England (Advance HE, 2018).

The proportion of staff from different ethnic backgrounds has 
changed since the previous year, particularly the profile of 
staff from a Black ethnic background as a percentage of all 
BAME staff as there has been a significant decrease from 31% 
last year to 26% this year. However, this figure continues to 
be higher than the Higher Education sector which was 21.5% 
(Advance HE, 2018). From the total BAME staff population at the 
University, the largest proportion continues to be from an Asian 
background at 38% (up from 33.2%) and this is below the UK 
Higher Education sector (42.9%, Advance HE, 2018). 

Figure 10 compares the ethnic profile of staff employed on 
academic contracts against staff employed on professional 
contracts. Overall, there are higher proportions of White, Mixed, 
Asian and Black staff in professional roles than in academic 
roles. Asian academics account for 5.1% of the academic 
cohort compared with 7.0% of the professional staff cohort. 
Black academic staff account for 3.4% of the cohort compared 
with 4.8% of the professional staff cohort. Chinese academic 
staff account for 4.0% of the academic staff cohort compared 
to just 1% of the professional staff cohort.

In contrast to the institutional BAME staff profile, 38% of BAME 
academic staff are Asian; 26% are Black; 15.7% are Chinese; 
13.7% are Mixed ethnicity and 6.6% are from other ethnic 
backgrounds. The overall ethnic representation of staff has 
remained similar to last year, with a slightly higher proportion 
of BAME staff on professional contracts than there are on 
academic contracts (14.4% academic and 15.4% professional 
staff).

Figure 8: Ethnic profile of all staff

Figure 9: Profile of all BAME staff

Figure 10: Academic and Professional staff ethnic profile
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Figure 11 illustrates the overall age distribution of all staff by ethnic 
background and indicates there is a much higher proportion of 
BAME staff under the age of 40 at the University, with 16.4% in the 
31-35 age group. White staff have a much older profile and the 
highest proportion within this cohort are aged 51-55 (15.7%). Only 
11.7% of BAME staff are in this age group. The correlation between 
age and grade might, to some degree, suggest that there is a higher 
proportion of BAME staff at lower grades within the academic roles 
in the University. 

Figure 12 shows the data In relation to academic staff. BAME 
academic staff have a younger profile than their White colleagues. 
Similar to the previous year, the highest proportion of BAME 
academic staff are aged 36-40 (16.0%), whereas only 12% of White 
staff fall into this age group. The highest proportion of White staff are 
aged 56-60 (17.3%).

Figure 13 illustrates quite a contrasting picture to last year in terms of 
the declared ethic profile for Academic and Research staff by Grade. 
It still shows that there is a larger proportion of academic staff of all 
ethnicities at UH7 and UH8 however there is now only White staff 
employed at the lowest grade, UH4 and there is a higher percentage 
of White staff than BAME staff across all grades. 

From the total BAME academic staff cohort, 5.3% were employed 
at AM level (5.2% last year), compared to 14.2% of the total White 
academic staff cohort (15.3% last year). It is hoped that our work 
to support Objective 2 of the University’s Equality Objectives; to 
increase the proportion of BAME staff at senior levels (grades UH9 
and above) will bring about a change to the representation of our 
academic staff at senior levels by 2020.

In Figure 14, the analysis of contract status of academic staff by 
declared ethnic background shows the proportion of White staff on 
a fixed-term contact versus a permanent contract is very similar to 
that of the BAME staff. It is encouraging to read that the proportion of 
BAME staff on a permanent contract has increased from 80.8% last 
year to 85.9% this year.

Figure 11: All staff age distribution by ethnic background

Figure 12: Academic staff age distribution by ethnic 
background
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Figure 13: Academic / Research staff with declared ethnic profile by grade

Figure 14: Academic / Research staff contract type and declared ethnic background
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BAME White

UH7
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UH9

The professional grading structure ranges from UH1 to Senior 
Manager (SM), and figures show that a large proportion of staff 
from all ethnic backgrounds are employed across all grades. 
‘Other’ ethnic background staff have higher proportions at UH4, 
UH6 and UH7 respectively. The data this year shows a better 
mix of ethnic background across the different grades except at 
senior levels. There are higher proportions of Mixed ethnicity 
staff (6.7%) at AM level than White staff (4.3%).

Looking more closely at the senior grades (UH9 and above), 
a significantly higher proportion of staff are White staff 
(87.6%). The limited diversity at this level makes it difficult to 
successfully meet the institution’s Equality Objective to increase 
the proportion of BAME staff at UH9 and above by 2020. 
Professional career pathways, as well as specific leadership 
development are being developed and established to provide 
BAME staff with routes to leadership.
 
In Figure 16 we can see that, for professional staff, a higher 
proportion of BAME staff are employed on fixed-term contracts 
(18.8%) but this has decreased from the previous year (27.6%). 
Fixed-term contracts have also decreased for White staff, from 
9.5% to 8.6% this year. Further analysis shows that the high 
proportion of BAME staff on fixed-term contracts can be partly 
attributable to high numbers of staff employed by the Office 
of the Dean of Students (Resident Assistants), who are from a 
BAME background.

Figure 15: Professional staff with declared ethnic profile 
by grade

Figure 16: Professional staff contract type and ethnic 
background
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6.4. Gender
In Figure 17, the University’s overall staff profile is made up of 
61% women, similar to last year (61.3%), which is significantly 
higher than the rest of the UK Higher Education sector (54.2%, 
Advance HE 2018). The academic staff gender profile is different 
to this and figures show that 53.8% are women which is a 
slight decrease from the previous year’s figure of 54.6%. This 
is significantly higher than the rest of the sector, where 45.7% 
of academic staff are female (Advance HE, 2018). Amongst 
professional staff, the gender profile shows that 68.1% are 
women (67.6% last year), compared to 62.6% in the rest of the 
UK sector (Advance HE, 2018).

For staff on academic contracts, Figure 18 illustrates the gender 
profile by grade showing that both academic men and women 
have the highest proportional representation at grade UH8. 
Most grades have comparable gender representation, except 
at UH5, where women are almost twice as likely as men (2.6% 
compared to 0.8%) to be at this grade, and at AM level, where 
there continues to be a higher proportion of men than women 
(15.8% of total male academic staff compared to 10.3% of 
total female academic staff). Although there is a slightly higher 
proportion of women at UH9 than men, the University will 
continue to progress with Athena SWAN to support academic 
women aspiring to leadership to move beyond this point if it is 
to meet its Equality Objective of increasing the proportion of 
academic women at UH9 and above by 2020.

The analysis of the gender profile for professional staff by grade 
in Figure 19 shows a very different picture than for colleagues 
on academic contracts, and particularly pronounces the 
issues with women reaching senior positions in the institution 
in professional and technical roles. The majority of women 
(26.5%) are employed at grade UH5, whereas the majority of 
men (24.3%) are employed at UH6. In every grade from UH6 to 
SM, except at UH7, there are greater proportions of men than 
women. This will have an impact on the available pool of women 
in professional and technical roles progressing to the highest 
levels and is further exacerbated by the proportions of men at 
key career transition points, such as UH9, where there continue 
to be more than three times as many men than women.

Figure 17: Gender profile of all staff

Figure 18: Academic staff gender profile by grade

Figure 19: Professional staff declared gender profile by 
grade
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Figure 20 illustrates that men on academic contracts (15.1%) are 
slightly more likely than their female counterparts (14.6%) to be 
employed on a fixed-term contract.

In figure 21, men and women employed on professional 
contracts are almost equally likely to be employed on a fixed-
term contract (11% women: 11.3% men). 40.6% of academic 
women work part-time compared with 26.4% of male 
academics. 

This contrasts with 38.1% of professional women who work 
part-time compared with 7.1% of male professional staff. This 
may indicate that there are fewer opportunities for professional 
men to access more varied working patterns.

Figure 22 looks at the intersection between gender and 
age across academic staff, revealing that male and female 
academics have broadly similar profiles up to the age of 35. 

The highest proportion of academic staff by age and gender is 
different, with highest proportions for men at 36-40 (13.7%) and 
56-60 (15.6%). For academic women, the highest proportion is 
at age 51-55 (17.3%). The lowest proportions are aged 25 and 
under (women 1.5% and men 0.7%).

Professional staff age and gender profile is distinct from that 
of academic staff, predominantly due to a higher proportion 
of staff, particularly men aged 35 and under. The proportion 
of men and women equalised at age 31-35. 14% of all men 
employed on professional contracts were in this age group in an 
overall female dominated staff cohort. Women were most likely 
to be aged 31-35 (13.8%) and 51-55 (14.5%).

Figure 20: Academic staff contract type and gender

Figure 21: Professional staff contract type and declared 
gender

Figure 22: Academic staff by gender and age
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Figure 23: Professional staff by gender and age
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6.5. Religion or belief
Since the last report, the rate of declaration against this 
protected characteristic has increased to 48.5% (including 
information refused) from 32.5% the previous year, nearing 
the declaration rate of 49.7% recorded across the UK Higher 
Education sector (Advance HE, 2018). We are extremely pleased 
that the rate of ‘unknown’ data for this protected characteristic is 
continuing to decrease, reducing from 67.5% last year to 50.8% 
this year. We continue to be confident that declaration will 
improve as staff become more confident to declare information 
of this type. This is particularly pleasing in terms of the University 
recognising and celebrating different faiths and festivals.

6.6. Sexual orientation
It is pleasing to report that once again the rate of staff 
declaration for sexual orientation has continued to increase from 
41.9% last year to 57.3% this year. Overall, 2.3% (compared to 
1.9% last year) of staff identify as lesbian, gay or bisexual (LGB) 
compared to 2% across UK Higher Education (Advance HE, 
2018). The University’s declaration rate continues to surpass 
the UK Higher Education sector declaration rate of 49.5% 
(Advance HE, 2018) and we are confident that this will continue 
to improve.

Figure 24: All staff by religion or belief

Figure 25: All staff by sexual orientation
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Students
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The following information 
relates to the student 
population for the 2016/17 
academic year.

The overall student profile comprised of 24,578 students, 
compared to 24,880 students in 2014/15 and 24,650 students in 
2015/16 (see Table 3).

Table 3: Students by School and level of study

Total
number

Postgraduate 
taught

Postgraduate 
reseachUndergraduate

%

100%

100%

100%

100%

100%

100%

100%

100%

100%

100%

100%

100%

%

1.3%

3.3%

0.6%

2.2%

2.9%

1.2%

2.2%

0.2%

3.9%

0.0%

7.8%

2.0%

N

4389

1268

2859

2159

1604

4781

1561

1368

4015

176

398

24578

N

57

42

16

47

47

58

34

<10

156

0

31

491

%

15.8%

21.3%

8.7%

49.0%

7.4%

31.7%

4.4%

8.5%

22.6%

100%

0.0%

21.0%

%

82.9%

75.4%

90.7%

48.9%

89.7%

67.1%

93.5%

91.3%

73.5%

0.0%

92.2%

77.0%

N

692

270

250

1057

118

1517

68

116

908

176

0

5172

N 

3640

956

2593

1055

1439

3206

1459

1249

2951

0

367

18915

School

Business School

Computer Science

Creative Arts

Education

Engineering and Technology

Health and Social Work

Humanities

Hertfordshire Law School

Life and Medical Sciences

Learning and Teaching Innovation Centre*

Physics, Astronomy and Mathematics

Total

The vast majority of students (77%) were studying for their 
first degree, where the highest proportion of Undergraduate 
students (19.2%) were based in the Business School. At 
Postgraduate taught level, the highest proportion of students 
(29.3) are based within Health and Social Work (HSK) and at 
Postgraduate research level, the highest proportion of these 
students (31.8%) are based within the School of Life and 
Medical Sciences (Table 3).

* Formerly known as Learning and Teaching Institute
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7.1. Age
Figure 26 illustrates the student profile by age, with the majority 
of students at the University aged 18-20 (53.8%) representing 
an increase from the previous two years (50.2% and 48.2% 
respectively). This is comparable to the UK Higher Education 
sector profile of 58.1% of students aged 21 and under (Advance 
HE, 2018). 

Of the students studying at Undergraduate level, 69.9% are 
aged 18-20 years, followed by 13.4% who are aged 21-24. 4.5% 
of undergraduate students are aged 40 and over which is a drop 
from last year’s figure of 5.2%. This year, students aged 30-39 
(30.1%) make up the highest proportion of students studying at 
Postgraduate Taught level, followed closely by students aged 40 
and over (29.3%). The age profile of students at Postgraduate 
Research level shows that the majority of this cohort are aged 
40 and over (32.6%), and the remaining bulk of the Postgraduate 
Research student body are aged 30-39 (28.3%).

The majority of students studying full-time are aged 18-20 
(70.2%), followed by students aged 21-24 (15.1%). Conversely, 
the majority of students studying part-time are aged 40 and over 
(28.8%), followed by students aged 30-39 (28%).

Attainment according to age profile
In terms of the proportion of upper pass grades (2:1 or above) 
in 2016/17, the best performing age groups were students aged 
18-20 (68.9%) followed by students aged 25-29 (63.7%). Of 
the students aged 21-24, 60.7% were awarded an upper pass 
grade, and of the students aged 30-39, 58.2% were awarded 
an upper pass grade. Students aged 40 and over were the least 
likely to achieve an upper grade pass (56.2%). 

In order to ensure that students of all age groups have equal 
outcomes in terms of award outcomes, we will continue 
to monitor the success of our student cohort through the 
University’s Student Performance Monitoring Group (SPMG) 
and take action accordingly.
 

Figure 26: Student profile by age
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7.2. Disability
Figure 27 shows that the University has seen an increase in the 
rate of disability declaration again amongst the student cohort 
to 9.9%, compared to 9.2% last year and 7.8% the year before. 
Despite the increase, this is lower than the student disability 
declaration across the UK Higher Education sector of 12% 
(Advance HE, 2018) so work needs to be done to promote 
why this information is useful, how it will be used and, in turn, 
encourage more students to declare.

The rates of disability disclosure do not vary significantly 
according to level of study; at Undergraduate level 10.1% of 
students declared a disability; at Postgraduate Taught level 
8.9% of students declared a disability; and 11.4% of students 
declared a disability at Postgraduate Research level. Across 
all levels of study and all Schools, the highest proportion of 
disclosure are for specific learning difficulties, which make 
up 4.1% of the total students that declared a disability. The 
exception is in the School of Humanities where the highest 
proportion of disclosure is for Mental Health issues (4.1% in 
comparison to 2% of students in that School declaring specific 
learning difficulties).

Roughly similar declaration rates appeared for full-time (10.2%) 
and part-time (9.4%) students.

This year there is a mixed picture in terms of an increase in 
disability declaration compared to last year. More students 
declared a Specific Learning Difficulty, Mental Health condition 
or a disability that was not listed. The number of Unseen 
disabilities declared dropped slightly. 

Attainment according to disability
We are once again pleased to report that a high proportion 
(66.5%) of students that declared a disability were awarded 
an upper pass grade (2:1 or above) in 2016/17 and this was a 
higher percentage than the outcomes achieved by students that 
had no declared disability (65.7%).

Figure 27: Student profile by disability

Figure 28: Profile of students that have declared a
disability, 2014/15 to 2016/17
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7.3. Ethnicity
The University continues to be fortunate to have an ethnically 
diverse student population (Figure 29), with 49.5% of students 
identifying as being from a BAME background. This has 
increased from 48.2% reported in the previous year.

If we consider our UK domiciled students, which made up 
88.6% of our total student population in 2016/17, 44.3% of 
students come from a BAME background compared to 43.6% 
in 2015/16. The BAME student profile measures well against 
the rest of the UK Higher Education sector, which has a UK-
domiciled BAME student profile of 22.7% in the UK or 26% in 
England (Advance HE, 2018). 

Figure 30 illustrates that despite the University’s overall 
ethnically diverse student population, this is not represented 
across each of the academic disciplines. Consistent with last 
year’s findings, there are lower proportions of BAME students 
in Education (16.4%), Creative Arts (30.8%), Physics, Astronomy 
and Mathematics (40.2%), and Health and Social Work (43.1%) 
and the Learning and Teaching Institute (30.7%).

Figure 30: Student ethnic population by academic School

Figure 29: Student population by ethnic background
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Attainment according to ethnicity
If we consider our UK/EU students this year (Table 4), results 
were similar to the last two years, with White students 
continuing to perform markedly better than all other ethnic 
groups, with 74% gaining a ‘good degree’. The cohort of 
students under the category ‘information refused’ is higher 
than last year at 78% (compared to 66% last year). For BAME 
students, 64% of Asian/Asian British students, 61% of Mixed 
Ethnicity students, and 52% of Chinese students received a 
‘good degree’. The number of Black students receiving a ‘good 
degree’ rose from 44% last year to 48% this year. Work to 
reduce the BAME attainment gap further continues (described 
below) and should enable further improvements.

Table 4: Student ethnicity by attainment (figures rounded 
to the nearest unit)

Overall, this brings the University’s awarding gap between UK/
EU White and BAME students to 17%, compared to 19.5% last 
year, and better than the 2014/15 figure of 18.7%. 

The awarding gap between White and BAME students has 
improved this year. The University continues to be committed to 
closing the awarding gap through its Equality Objectives since 
2012 and it is now critical to maintain momentum. To continue 
to address the awarding gap, the University is involved in a 
Higher Education Funding Council for England Catalyst project, 
together with other Higher Education institutions, exploring 
strategies that will reduce the gap further over the coming years. 
Black/Black British were the lowest performing demographic 
group and we have seen improvements in the number of Black/
Black British students achieving a first or 2(i) degree: 44% in 
15/16 and 48% in 16/17 however the attainment gap between 
Black and White students is 26% so much work still needs to be 
done.

1st 
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7.4. Gender
Our overall student gender profile (58.1% female) is slightly 
higher than that recorded across the UK Higher Education 
sector where 56.7% are female (Advance HE, 2018). At 
Undergraduate level, the profile remains fairly similar with a 
female representation of 55.5%, but lower than the sector figure 
of 63.2% (Advance HE, 2018).

The gender profile does however shift somewhat at 
Postgraduate Taught level, where women account for 68.3% 
of this cohort (69% last year). At Postgraduate Research level, 
female representation increases from 49.6% to 52.3% of this 
cohort. In relation to mode of study, women make up 67.8% of 
students that study part-time and represents a decrease from 
69.2% in the previous year, and is higher than the proportion 
of women studying part-time at all levels across the UK Higher 
Education sector of 60.4% (Advance HE, 2018).

Despite the University’s overall student gender profile, it is clear 
that men and women are not distributed in the same way across 
different disciplines (see Figure 32). There are significant under-
representations of women in Engineering and Technology (9.0%) 
and Computer Sciences (16.2%). The representation of women 
in Engineering and Technology and Computer Science remains 
well below that in the sector (17.6%) and (17.2%) respectively 
(Advance HE, 2018). 

Conversely, there are under-representations of men in Education 
(12.4%) and in Health and Social Work (20.3%). Making 
comparisons with the sector, representation of men in Education 
is considerably below the sector‘s figure of 23.5% (Advance 
HE, 2018) whilst subjects allied to medicine account for 20.9% 
(Advance HE, 2018) making male representation in the School of 
Health and Social Work comparable to the sector. 

Figure 31: Overall student population by gender

Figure 32: Student population by gender and academic 
School
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The University published its gender pay gap in April 2018 in 
accordance with new government regulations which aim to 
improve pay transparency and address pay gaps across the UK. 

All large public and private sector organisations must publish 
on an annual basis their mean and median pay and bonus pay 
gaps, as well as the proportion of men and women receiving 
bonus pay. The proportion of men and women in the quartile 
pay bands must also be reported.

This is the first time that the University has calculated our gender 
pay and bonus pay gaps. Analysis shows that - in common with 
the vast majority of public and private organisations in the UK - 
the University has a gender pay gap and a bonus pay gap.

This means that men are earning more than women both in pay 
and in bonus pay. The University’s mean gender pay gap is 13% 
and the median gap is 19%. The mean bonus gap is 35% and 
the median bonus gap is 0%.

There are complex factors behind gender pay gaps in the wider 
context. These include the types of roles traditionally occupied 
by men and women and the effects of part-time and flexible 
working patterns. Support for career progression and prospects 
for women to move into more senior roles have also been a 
factor. For universities there is a legacy of the types of subjects 
we provided in the past which tended to be taught by men.

The data analysis has given us a clear picture of the University’s 
situation and has highlighted two key points that account for our 
pay gap. Firstly, although we employ more women than men 
overall women are under-represented at senior academic levels. 
Also, for professional staff the highest proportion of all women 
(25.2%) are employed at UH5 and the highest proportion of 
all men (20.9%) are employed at UH6 highlighted earlier in this 
report.

In terms of our bonus pay gap which applies only to senior 
managers, this is linked both to having in place a Performance 
related variable pay model aligned to being a business-facing 
University and to more men holding the most senior positions in 
the organisation.

As an organisation the University is committed to equality of 
opportunity for all. The gender pay and bonus pay gaps clearly 
show that there is still some way to go before we achieve our 
goals and this is not acceptable. We are committed to reducing 
these gaps and have put in place a range of activities that will 
help do just that, including those that support, develop and 
encourage more women into more senior roles across the 
University.

Our data are being published via the Government’s gender pay 
reporting service.

The University’s first Gender Pay Report 2018 is also published 
on the University website and presents the data in detail and 
provides information on the initiatives we have in place that will 
produce real change.

BAME Student Success Working Group

The University established a BAME student success working 
group, with membership including staff and students from 
each School. The group included 10 BAME student advocates 
who were recruited in October 2017 as part of a Learning and 
Teaching Innovation award. The inclusion within the group of 
the BAME advocates have been beneficial and their insights 
and sharing of experiences have elevated our discussions 
around race, racism and white privilege. The working group has 
discussed:

• Data Analysis (including attainment, employability, academic  
 misconduct 

• Feedback from our BAME advocates from student focus  
 groups that they held within their Schools 

• Oversight of a number of projects associated with BAME  
 student success. 

Details of the key project activities are indicated on the following 
page:
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Project Outline Project Findings/progress to data

HEFCE (now Office for 
Students [OfS]) funded 
collaborative project – 
‘Using a value-added 
metric and an inclusive 
curriculum framework to 
address the black and 
minority ethnic attainment 
gap’.

Total HEFCE funding 
across all partners: £500K

UH funding: £60K

Leadership Foundation 
bid - ‘Academic Leadership 
at the programme level 
to address the BAME 
attainment gap’ Total 
Leadership Foundation 
funding: £8K 

‘Perceptions of University 
undergraduates on 
commuting and its effect 
on student experience’ 
Learning and Teaching 
Innovation Award

‘BAME Student Advocate 
Project’ L&T award funding: 
£6820

Our work with Kingston, 
Wolverhampton, 
Greenwich, De Montfort 
and University College 
London continued well 
with all partners using 
Kingston’s Value Added 
(VA) metric to stimulate 
inclusive curricular changes 
at programme level.

Following attendance 
at an inclusive teaching 
workshop in June 2017, 
programme leaders were 
contacted and asked to 
take part in structured 
interviews to explore their 
academic leadership in 
initiating inclusive practice 
enhancements within their 
programme

As part of a Learning and 
Teaching Innovation Award 
focus groups were held for 
commuting students

Development of a job 
description for BAME 
student advocate.

The Value added (VA) dashboard, kindly developed by BAME 
group member was rolled out following inclusive teaching 
workshops and made available to all programme leaders. The 
dashboard was updated in June 2018 and now includes 5 years’ 
worth of VA data (2012-2017). 

The University continues to run inclusive teaching The workshops 
have been very well received and since starting the workshops in 
June 2017 over 270 people have attended. 

The Value Added dashboard is attached and can be viewed by 
downloading Tableau Reader

30 programme leaders were interviewed July and November 
2017. The aims of the interviews were to explore examples of 
inclusive practice and actions identified by the programme leader 
as well as any potential challenges they perceived in trying to 
enhance inclusive practice... The study has been published by 
the Leadership Foundation and the team also developed 11 case 
studies of good practice featuring programmes from across the 
University including UG and PG, small and large programmes. 
The case studies can be accessed via the LTIC studynet site 

Key findings: Commuting students identifying challenges of:
• Financial burden
• Accessibility to part-time work
• Family responsibilities 

Suggestions of enhancement to support commuting students 
included:
• Communal spaces to relax
• Better timetable
• Better parking facilities
• Access to on campus accommodation during exams (trialled in  
 Semester B)
• More reliable buses and cheaper fares

Ten BAME student advocates were recruited to work with each 
school. 

The BAME student advocates carried our different activities 
depending on the needs of their academic school. Activities 
included; holding focus groups with BAME students; 
representation of BAME students at school meetings; the 
challenge of assumptions of staff members; critique of curricula 
and the promotion of race equality. Benefits for staff members 
included; having an advocate to discuss inclusive practice ideas 
with; receiving feedback about BAME student experiences; being 
challenged on assumptions; forming student-staff partnerships. 
The work of the advocates was highly valued by staff within the 
University and recognising the impact of their work, the University 
has fully funded the programme for the next academic year. 

Table 5: Examples of Project Work

38 | Equality and Diversity Annual Report 2018 | Students



38 | Equality and Diversity Annual Report 2018 | Students



 

School Key points from BAME student advocate report Key points from staff report Key action(s) for 2018/19

Business School

Health and Social Work

Life and Medical Sciences 

Physics, Astronomy and Maths

Interviews with BAME students Feedback included:

• Staff are approachable but most interviewees had  
 limited relationships with academic staff 
• Enjoy modules relating to real work (e.g. field trips/ 
 case studies)
• Feedback could be better to help future  
 improvement 
• Lack of understanding of marking processes

Worked with many staff across the school in the following ways:

• Speaker at workshops, seminars, lectures and  
 the HSK conference to provide BAME student  
 perspective and share some specific challenges  
 that BAME student face
• Helped to develop a student buddy system in  
 nursing
• Initiated unconscious bias and cultural awareness  
 sessions for students
• Mentoring of BAME students
• Created a BAME student advocate video

Met with key staff from across the School and the University to 
advocate for BAME students at various events:

• LMS careers fair
• Discussed the work of the advocates
• Spoke at Spinnaker group event hosted by PVC  
 Education and Student Experience
• Reinforced importance of BAME staff role models
• Challenged tutors regarding inclusivity of course  
 content (e.g. case studies)

Attended a number of school committee meetings including 
PAM equality committee and PAM final year career focus group 
but there was a lack of engagement of staff associated with 
BAME issues. Held a student focus group for BAME students. 
Key comments included:

• International students requested more assistance in applying  
 for Masters/PG study
• Need for unconscious bias training for staff
• More representation of BAME staff within PAM
• Enhancement in lecture delivery

In addition to project work, School and SBU representatives 
on the group have also shared good practice in relation to their 
activities. All School/SBU representatives were asked to submit 
a reporting proforma to provide an overview of their 2017/18 
activities and 2018/19 actions.

Table 6: Examples of work in the SBU’s from the staff 
report and advocate report are summarised below:
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School Key points from BAME student advocate report Key points from staff report Key action(s) for 2018/19

• School wide objective set to have a VA score of  
 1.0 for all students by 2020
• Inclusive teaching workshops for 50 core  
 members of staff representing all 10 subject  
 groups
• School Executive Group (SEG)had a guest lecture  
 from Prof Winston Morgan
• Annual HBS L&T conference included keynote  
 from Owen Beacock (Kingston University) on VA  
 dashboard

• Inclusive curriculum embedded in AMER and  
 periodic review processes
• Attainment gap discussed at length including at  
 SEG, during business planning, at PL meetings,  
 AMER review meetings, the nursing academic  
 team meeting and professional leads meetings
• Inclusive teaching was focus of peer review 
• Review of personal tutor role and provision
• SAC process anonymised
• Student buddying scheme implemented
• Conference about the BAME attainment gap in  
 nursing and midwifery held in June 2018 (student  
 and staff present)

• Unconscious bias training promoted to all staff and  
 recorded at appraisal
• Induction survey taken to better understand  
 student cohorts
• Staff review of reading lists to ensure diversity of  
 sources
• BAME graduates involved in teaching
• BAME career videos produces by Alumni
• Recognised importance of personal tutor in getting to know  
 students individually 

• BAME summer research internships (funded by LTIC)
• Awareness raising of importance of personal tutoring and  
 ensuring early student integration 
• Review of Prestige lecture series with intent to invite more  
 BAME speakers

• Subject groups to review inclusivity of modules  
 and programmes
• Professional teams to undertake E&D training
• Establishment of School student success  
 working group

Action plan: 
• Inclusive admissions process developed
• Review of assessments
• Implementation of video summary of all  
 assessment briefs to be made for 2018/19
• Further work with students to improve  
 understanding of student issues

• Maintain and embed current activities across  
 whole school
• Work with new BAME advocate when appointed

• Building on development of culturally relevant project  
 topics within mathematics (e.g. the ‘Crescent moon –  
 calculation of its visibility near Ramadan’
• Introduction of student mixer events
• Monitoring of BAME data
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Conclusion
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The University continues to drive forward its commitment to 
Equality Diversity and Inclusion for Staff and students. The data 
analysis continues to provide invaluable insight to the outcomes 
for our staff and student populations. Our aim is to ensure that 
our staff and students have equal chance for success and 
that wherever possible barriers are reduced to secure positive 
outcomes. We acknowledge that in order to achieve this aim we 
must continue to review and monitor our workforce and student 
body, as well as review our policies and practices to reduce any 
disadvantage where that may exist.

The University is continuing to embed its Equality Objectives 
and in doing so is taking positive steps through these objectives 
and additional initiatives:

• Changes in the Governance reporting and monitoring  
 structures including the alignment of the action plans for  
 Athena Swan and Race Equality Charter Mark; 

• A step change in Strategic Business Units giving focus to  
 the Equality Diversity agenda for both its staff and student  
 population and monitoring and review through the business  
 planning process; 

• SBU’s demonstrating their work on EDI; 

• Participation in collaborative projects e.g. HEFCE Catalyst  
 Project to continue to tackle the awarding gap between White  
 and BAME students;  

• Academic Schools focus on the Athena SWAN charter mark;  

• Continued commitment to training e.g. the continued roll  
 out of Unconscious Bias, Cultural Awareness and Dignity and  
 Respect training to all its staff;  

• Continued commitment at the institutional level to Athena  
 Swan; 

• Preparation of the resubmission of the institutional submission  
 for Race Equality Charter Mark.

There continues to be incremental improvement in the level 
of engagement from staff and students in relation to Equality, 
Diversity and Inclusion, and this has been reflected in the 
diverse stakeholders from across the institution and beyond, 
who have become actively involved in the initiatives mentioned 
above. Finally the University has continued to support EDI 
networking events and enhanced the way the University 
engages with different groups of staff by supporting an LGBT 
Staff Network; a Carers Network; a Working Parents’ Network, 
a BAME Staff Network; and a newly formed Disability and 
Wellbeing Network, as well as working closely with our Staff 
Students’ Union and relevant Student Societies.

9. Recommendations
From the analysis undertaken in this report, we have 
recommended the following priorities for the coming year:

• To invigorate institutional commitment to its Equality  
 Objectives and SBUs to identify SMART action plans for  
 delivery with senior level monitoring. 

• Similar to the University’s active commitment to developing  
 female leaders through the Aurora programme a pledge  
 to develop future ethnic minority leaders in the institution is  
 required to address persistent under-representation at senior  
 levels of the University. 

• Address the widening degree attainment gap through  
 programme level activity that identifies the causes of the gap;  
 considers the impact on different ethnic groups; and develop  
 local action plans that are monitored across academic  
 Schools at a senior level 

• Academic Schools to address the under-representation of  
 students where gender and or ethnic background is a relevant  
 factor and progress to be monitored regularly at a senior level.
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Appendix 1 
Key initiatives across the Strategic Business Unit 
highlights (overleaf)

The University strategic business units have all reported through 
the business planning processes their work towards the 
University strategic objectives.  

This year each Strategic Business Unit (SBU) has developed 
initiatives. All academic schools are actively engaged in Athena 
Swan and working on the Black Minority Ethnic (BAME) 
attainment gaps.
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Strategic Business Unit Conferences Policy Staff issues / Student issues Events Research

Hertfordshire 
Business School

Law

Life and Medical Sciences

Engineering and Technology

School of Creative Arts

Athena Swan champion attended 
Chartered Association of Business 
Schools, national conference

Ideas being developed to devise a 
talent development programme to 
target specific grades that need better 
representation, looking at mentoring and 
CPD opportunities 

Review through interview of staff going 
on/returning from maternity leave 
to gauge their experience Further 
development of parental leave policy. 

Trailed gender-neutral toilets in the Law.

Increase in women appointed to our 
Industry Advisory Groups.

Table 7: Examples of progress on EDI initiatives at SBU level
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Strategic Business Unit Conferences Policy Staff issues / Student issues Events Research

Focus groups on equality issues in 
relation to;

• Progression
• experiencing work and care, and  
 organizational culture
• transparency and burdens placed on  
 part time and flexible workers

Tea and Talk – a monthly gathering where 
members of the SAT team and staff to 
discuss equality and diversity in an open 
and informal environment.

Established a post for Equality, Diversity, 
Inclusivity and WP- this is a new role 
within the School and brings together, 
for the first time, staff and student facing 
initiatives.

Gender and equality and diversity 
embedded in the curriculum e.g. 
Human Dimensions modules, “Women 
in Computing” embedded in Human 
Dimensions module in the history of 
Computing. 

Networking lunch on International 
Women’s Day event in conjunction with 
the History Department, 
A projected research seminar on the 
100th anniversary of women winning the 
vote. 

Increased engagement with senior alumni 
to support the development of placement 
opportunities and aspiration amongst 
current students. 
Alumni now involved in ‘Let’s Celebrate’ 
and ‘Diversity celebration’.

Key events including International 
Women’s Day, International Men’s Day 
and International Day of Families.

With Herts Success we delivered a 
number of activities that encouraged 
students from WP backgrounds towards 
the sciences 

Supported current WP students in 
enhancing their practical skills in their topic 
areas via apprenticeships. 

Taster days and a science summer school.

Two new summer schools run for UK 
School Children, with a high proportion of 
girls in attendance
 - Hosted the IMechE Primary and 
Secondary Engineering 

Leaders awards - allowing for the first 
time in East of England for Primary 
and Secondary age School children to 
participate in this scheme 
- Increase in women appointed to our 
Industry Advisory Groups.

Representation at Westminster 
Employment Group for Women in Media. 

A member of staff chaired a series of 
events for the international organisation 
WFTV (Women in Film & TV) interviewing 
female decision makers working in TV 
(BBC/C5/SKY) which was fed back into 
the school with a special talk from WFTV 
CEO for staff and students

Kingston University gave Keynote talk 
about the value added data at the Annual 
HBS Learning and Teaching Conference. 

Two Learning and Teaching bids were 
aligned with BAME success. 

The HBS Research conference saw a 
number of papers presented on race 
equality, including one on race and 
gender. 

Research on challenges of shared 
parental leave.
Hosted a conference with prestigious 
speakers in the EDI field discuss the 
barriers to equality and choice for 
mothers.

Research on nurseries and talking to 
parents about their perceptions of shared 
parental leave 

Research to explore the ‘emotional 
labour’ of LGB people in having to come 
out in everyday social settings. 

Secured a small grant in the field of 
psychology to uncover nationally the 
barriers and facilitators towards female 
and male success in academic careers

Staff support for a PhD in studies 
specifically related to the success of 
students from diverse backgrounds 
and this should lead to impact on our 
practices.
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Physics Astronomy and 
Mathematics

Computer Science

Education

Humanities

Health and Social Work

The evolution of the Equality Committee 
has been very positive: the EC is now 
bigger, broader, more gender-balanced 
and more vibrant than ever before -PAM 
has been successful in recruiting

Majority of staff have received 
unconscious bias training

The overhaul of appraisal structure to 
focus on staff development requirements; 
5) Positive E&D statements in job adverts

Equality & Diversity training continuously 
promoted within the school,

Unconscious Bias (UB) training made 
mandatory for all new staff (since Autumn 
2016) and all existing staff (October 2017).

BAME attainment actions reflected in 
annual School Action Plan to ensure 
School-wide commitment.

All UG programmes with BAME 
attachment differential were required to 
address issue in AMER action plan.

Strategic Business Unit Conferences Policy Staff issues / Student issues Events Research
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Family friendly wording in job 
advertisements and a female contact 
provided

Developed a new role of BAME coach for 
students. The coach worked alongside 
colleagues in sessions as well as 
engaging with groups of students and 
individuals in order to encourage the 
input into “student voice” by students 
and to reflect on the cultural specificity 
curriculum provision with academic 
colleagues. 

Posters displaying pictures of highly 
successful young people from diverse 
groups were put up in corridors in areas 
that are heavily used by students.

Joint event for International Women’s Day 
in March 2018 with the creation of a short 
video about Women in Science out on in the 
Planetarium Dome which was visited by over 
~200 people on the day.

In collaboration with UH ACM student 
chapter we hosted a series of events 
based upon research undertaken in the 
school, attended by 150+ undergrad and 
postgrad students and staff, helping to 
raise awareness and support the research/
academic pipeline.

In collaboration with UH ACM student 
chapter (PhD and MSc students) we 
organised and hosted the ACM UK wide 
INSPIRE Conference.

Leadership Foundation Aurora/Future 
Leaders UH Alumnae Group Conference; 
Leadership 2018: Change and Challenge 
(July 2018). An Aurora Alumna from 2016/17, 
was one of the conference organisers and 
a member of staff delivered a keynote talk 
titled “Barriers to career progression for 
female academics: a case study”

Staff won a School of Humanities Teaching 
and Learning Award for 2018-19 for a 
project titled: #WhyIsMyCurriulumWhite? / 
#YourCurriculum. 

The IOP particularly commended 1) 
our Women in Science programme 
that has developed considerably 
since 2015; 2) Achieving 50% female 
speakers for colloquium series; 3) 
Implementing cross-school activities 
to promote networking;

Open Conference for HSK students 
and staff titled ‘BAME Student 
Attainment – Closing the Gap’. 
Keynote Speaker Director of 
Workforce Race Equality Standard 
Implementation Team, NHS England.

Launch of a new Research 
Strategy (2018) to improve research 
opportunities and collaborations 
across the School.

Strategic Business Unit Conferences Policy Staff issues / Student issues Events Research
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