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AP Associate Professor 

APP Access and Participation Plan 

BAME Black, Asian and minority ethnic  

BHM Black History Month 

BMA British Medical Association 

CEHR Centre for Ethnic Health Research 

CLS College of Life Sciences 

CS Corporate Services Division 

CSE College of Science and Engineering   

CSSAH College of Social Sciences, Arts and Humanities 

DC Doctoral College 

DICE Unit for Diversity, Inclusion and Community Engagement 

ECS Estates and Campus Services 

ECR Early career researcher 

EDI Equality, diversity and inclusion 

EDIC EDI Committee 

EIA Equality impact assessment 

FLP Future Leaders’ Programme  

FPE Full person equivalent 

FT Full-time 

FTC Fixed term contract 

GTA Graduate Teaching Assistant 

HESA Higher Education Statistical Agency 

HR Human Resources 

HyPIR History, Politics and International Relations 

ITS Information Technology Services 

LA Leicester Award 

LACM Leicester Academic Career Map 

LGBT+ Lesbian, gay, bisexual, transgender+ 

LIIHE Leicester Institute for Inclusivity in Higher Education 

LLI Leicester Learning Institute 

NSS National Student Survey  

OD Organisational Development  

OEC Open ended contract 

PDD Performance Development Discussion  

PG Postgraduate 

PGR Postgraduate research student 

PNTS Prefer not to say 

PS Professional Services 

PT Part-time 

REAG Race Equality Action Group 

REC Race Equality Charter  

REF Research Excellence Framework 

SAT Self-Assessment Team 

SLT Senior Leadership Team 

SU Students’ Union 

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

Glossary of Abbreviations and Acronyms Used in Application 
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Data Note 

The staff data throughout this submission is based on: 

• Full Person Equivalent (FPE) and looks at how much of the (whole) person's time is engaged 

in a particular activity – HESA Definition.  

• Excludes data relating to non-disclosure, although non-disclosure rates are highlighted 

initially.  

• The 3 years of data is based on the academic years 2018/2019, 2019/2020, 2020/2021, 

unless specified otherwise. 

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

 

Terminology Note 

The University of Leicester has agreed race terminology and uses the term ‘minority ethnic’ when 

referring to ethnic groups other than white and uses the term ‘Black, Asian and minority ethnic’ 

(BAME) only for data and reporting purposes. To avoid confusion and for consistency, BAME has 

been used throughout this submission because of its heavy data component and all ethnic groups 

have been capitalised, including ‘White’. 

UEB University Executive Board 

UG Undergraduate 

ULAS University of Leicester Archaeological Services 

ULSB University of Leicester School of Business 

UoL University of Leicester  

UUK Universities UK 

VC Vice-Chancellor 

VLP Vital Leadership Programme 

WLP Women Leading with Purpose 



 

 
 

 

 

 

   
   

   
    

  
 

 
   

 
           

 
      

 
               

                
             

               
                

                  
               

 
                 

                  
                    

                   
      

 
                
                 

                 
                

               
               

               
               

              
              

 
               

                
                

               



 

6 
 

Governing Board also sits on the Committee to ensure that race, and all other forms of equality, are 
understood and regularly discussed at the most senior levels of the University. 
 
Demonstrating the effectiveness of our EDI governance, key actions we have taken to date to 
advance race equality led by the Race Equality Action Group, the EDI Team (4.94 FTE) and Student 
Education Equality, Diversity and Inclusion Team (3 FTE) include: 
 

• The establishment in 2021 of the Leicester Institute for Inclusion in Higher Education, which 

will help ensure we become a leader in transformational higher education, underpinned by 

rigorous research and informed by best practices across the sector.  

• Dedicated scholarships in place for minority ethnic students, including at Postgraduate 

Research level.  

• Development of a very strong institutional 5-year Access and Participation Plan that has race 

equality at its heart.  

• A comprehensive, external Advance HE led assessment of our recruitment processes and 

aligned Inclusive Recruitment Toolkit. 

 

We recognise there is more to do, and we are determined to understand and address structural and 
institutional barriers to success experienced by members of our university community.  
 
Through oversight and robust monitoring of progress against the objectives of the REC action plan, 
the Executive Board will ensure successful delivery of the actions via a number of mechanisms. First, 
progress against the REC Action Plan will be reported at each EDI Committee meeting (3 times a 
year) by the REAG Chair. Second, EDIC is chaired by the Vice-Chancellor and other Executive Board 
members include the PVC and Head of College for CSSAH (Deputy Chair), the PVC for Education and 
the Registrar and Secretary. Finally, both the PVC for Education and the Registrar and Secretary are 
also members of REAG as the REC SAT.  In addition, the annual EDI Report to Council goes first to 
Executive Board and includes details of race equality progress and charter activity (Action 2.2). 
 
I am committed to leading an inclusive University that enables all students and staff to thrive, is 
committed to addressing all barriers to race equality and is actively anti-racist. As one of the few 
vice-chancellors from the minority (ethnic) communities, I feel strongly that this should be one of my 
highest priorities.  I have witnessed the transformative power of education to bring about change, 
and which is a mission for Leicester, being as true today as it was when we were founded a century 
ago.  
 
Regards  
 

 
Professor Nishan Canagarajah 
President & Vice-Chancellor 
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to ensure that the University is inclusive and fair in its employment, education and all other 
support services that it provides. 

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

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

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

2a Description of the Self-Assessment Team 

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

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

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

• how each faculty and relevant central departments are involved and included 
 
At the University of Leicester (UoL), the Race Equality Action Group (REAG), leads on informing 
strategic priorities, and overseeing aligned activities, to advance race equality. As the membership of 
REAG is representative of key areas across the University, comprising those able to effect change, 
those with academic and operational expertise and is diverse in its intersectional characteristics, in 
2018 it was considered effective to also function as the Race Equality Charter (REC) Self-Assessment 
Team (SAT).  
 
The SAT comprises 14 members (8 BAME, 6 White) who range across disciplines, grades, working 
patterns, academic and professional service (PS) staff, protected characteristics and career stages 
(Table 2.1). It is chaired by , Director of the Leicester Institute for Inclusivity in 
Higher Education (LIIHE) and a leading academic in the field of racial inequalities in education, sport, 
and society. Further senior University leadership is represented on the SAT by the Pro Vice-
Chancellor for Education and the Registrar and Secretary, both of whom are University Executive 
Board (UEB) members. 5 members of the SAT also sit on the University’s Equality, Diversity and 
Inclusion Committee (EDIC), chaired by the Vice-Chancellor, giving a vital link to University Council.  
 

Membership of the SAT was determined through a combination of targeted invitations and, an open 
invitation to interested staff and students. In 2018, the EDI Team attended the Fresher’s Fayre to 
recruit student volunteers for the REC SAT (REAG) (see Figure 1). Since the formation of the SAT, 
there have been two student members, however at the time of submission those students were not 
members of the SAT due to graduating and so were not included in the SAT details. At least one 
Student Union representative has been on the SAT since its formation, however we recognise that 
we need to recruit and ensure student membership on the SAT and develop a clear succession plan 
to maintain diverse student and staff representation. (Action 2.4). We will also explore the possible 
use of Student Critical Friends Groups as an engagement and consultation tool for our REC work 
going forward to increase student involvement. 
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The governance structure for escalating issues to decision-making committees is detailed in Figure 
2.1. The REC SAT reports directly to EDIC, which meets 3 times a year. The Athena Swan governance 
structure is very effective, so this approach will be mirrored for REC. In addition, an annual EDI 
Council Report includes details of REC and wider race equality progress. 

 

 

 

 

 

Figure 2.1 Race Equality Governance Structure 

 

 

 

2c Involvement, Consultation and Communication 

 
This section should include:  
= how the staff and student survey was conducted, disseminated and analysed and 

how many staff and students responded (with specific reference to their ethnicity 
and nationality) 

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

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

= how you involved external interest groups, for example local race equality groups 
= communications to all staff and students, including any faculty-level 

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

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

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

 

Figure 2.2 –Tweets about the REC Survey and REAG 

REC Survey Note 
 
It was agreed with Advance HE  19/11/2020 that, after taking into consideration the 
amount of engagement that had taken place with students and staff on key race 
equality initiatives,  we would not need to not re-run the REC survey again until after 
our submission in 2022.  
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The staff focus groups explored the experiences of minority ethnic staff, UoL culture, staff 
progression and staff retention. The transcripts were analysed by an external consultant in 
2020, who provided a comprehensive analysis of focus group outcomes and emerging themes. 

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

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

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

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

 

 

 

 
2d Future of the Self-Assessment Team 

Please outline: 
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= whether the team and/or specific team members will continue to be involved 
= who will have overall responsibility for the action plan 
= how the action plan will be monitored within other existing committees and 

structures, for example, the senior management team 

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

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

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

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

 

 

  

Actions 
 
Action 2.1 Ensure that the REAG meets 3 times a year and maintain minutes 

of each meeting as a record of REC activity.  
 
Action 2.2 A REC progress report is submitted to the EDI Committee (EDIC) 

termly (3 times a year), and to Executive Board and University 
Council annually, to review progress and revise as required. 

 
Action 2.3 Run an annual engagement campaign, between 2022-207, to 

ensure continued student and staff engagement in relation to 
identified REC actions and the race equality objectives of the 
University more widely. 

 
Action 2.4 Membership of REAG will be reviewed annually to ensure 

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

 
 
 
 
 

 



 

23 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
3. Institution and Local Context 

 
3a Overview of Your Institution 
 
Please include: 

• size 

• structure 

• specialisms 

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

 
Leicester is one of the most multicultural cities in the UK, with White British (51%) and Asian (36%) 
being the largest ethnic groups. The remainder of the population comprises a diverse mix of ethnic 
groups, including Chinese (1%), Black (6%), Mixed (4%) and Other (2%). There are 240 faith groups 
and over 70 languages spoken, with 16% of residents speaking Gujarati, making it the second most 
common language after English.  
 
 
 
 
 
 
 
 
 
 
Proud to be part of such a diverse community, we believe that race equality is integral to a successful 
place of work, study and research, where everyone has the opportunity to flourish in an inclusive 
environment. In our REC survey, over 70% of staff (70% BAME, 75% White) said they would 
recommend the University to a prospective employee. 
 
During 2021/22, we celebrate our Centenary, with a programme of events and publications, including 
100 nominations of memories of the University including contributions from minority ethnic, 
particularly Black, staff and students (Figure 3.1). 
 

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

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

 

 
Action 2.5 Implement a risk management mechanism to highlight where 

action are not progressing as expected and escalate through 
governance where required. 

 
Action 2.6 Conduct REC student and staff surveys in 2023 and 2026, and 

analyse the results to understand the changing experience of 
minority ethnic students and staff at UoL, identify new actions to 
address emerging concerns and assess progress being made 
against the REC action plan. 

 
Action 2.7 Analyse the 2022 University staff survey (and all future surveys, 

including PULSE surveys) by ethnicity to understand the 
experience of minority ethnic staff and feed any key findings into 
REC action plan. 
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Figure 3.1 University Centenary Event on Activism against Racism 

 
Teaching at UoL is underpinned by world-class research, excellent facilities and close links with 
industry. Ranked 30th (a rise of 47 places from 2012) in the UK by The Guardian University Guide 
2022 and 27th in the UK in the Times Higher Education World University Rankings, the University 
continues to grow. We are proud to be recognised as one of the leading Universities in the UK, 
Europe and the World (Table 3.1). 
 
Table 3.1 University of Leicester Rankings 2021-2022  
 

19th  Times Higher Education Impact Ranking 

27th  The Times Higher Education 

30th  The Guardian University Guide 2022 

31st  QS World University Rankings (UK) 

37th  Times/Sunday Times Good University Guide 2021  

38th  The Complete University Guide 2022 

76th  Reuters Top 100 Most Innovative Universities in Europe 

242nd  QS World University Rankings  

 
Structure and Specialisms 
 
UoL has 3 academic Colleges and a central Corporate Services (CS) function made up of various 
divisions. (Figure 3.2).  
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4 Equality Action Groups. All key roles within the structure, including Chair of REAG and 
Chair of the BAME Staff Forum, have a workload planning allocation. 
 

 
 
Figure 3.3 University of Leicester EDI Governance Structure  

 

 
       Figure 3.4 University of Leicester Strategy  

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

Inclusivity is at the heart of the University’s 
commitments, with equality and diversity being one 
of the 4 guiding principles in the University’s ten-year 
strategy, launched in 2021 (Figure 3.4). 

 

UoL holds a Silver Institutional Athena Swan award (2018) 
and 8 departments hold Athena Swan awards, including 1 
Silver College award held by the College of Life Sciences. The 
University is a Disability Confident Employer and a Stonewall 
Champion. 
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in the area of Colonial Countryside, by , and its work relating to addressing racial 
inequalities in HE curricular and assessment, led by , REC SAT Chair (Figure 3.5). 
 
Inclusive Curriculum will Ensure “HE is fit for the 21stCentury”, says Leicester Academic 04 June 
2021 
 

 
 
Figure 3.5 Research by  on Racial Inequalities in Higher Education 

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

 
 

 
       

Figure 3.6 Black History Month Communication 

 

Since 2018, we have commissioned a series of 
externally facilitated race equality awareness sessions 
for staff and students, to raise confidence, 
understanding and engagement in advancing race 
equality.  
 
There has been an increase in activity across the 
University relating to tackling racial inequalities, 
captured throughout this submission. This includes our 
Students’ Union (SU) led campaigns for Decolonising 
the Curriculum and We are Black History; a Library 
Services’ initiative to work with student ambassadors 
to diversify reading lists, and developing PG 
Scholarships for minority ethnic students.  
 
This work is supported by annual events and activities 
for Black History Month (Figure 3.6), an Anti-
Harassment Campaign launched in 2021, tailored race 
equality training for Schools/Departments and 
committing to the British Medical Association (BMA) 
Charter to tackle racial inequalities in the College of 
Life Sciences. 
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We have an active BAME Staff Forum, with a diverse membership from across job families and pay 
grades, which meets termly and escalates any emerging issues to the REAG, as well as directly to 
EDIC. The SU also support a range of diverse student societies including African and Caribbean, 
BAME Women in Power, Asian Society, Palestine and West Indian societies.   
 
UoL engages with the wider Leicester BAME community in projects and initiatives including health-
related, sociological, historic and geographical research, along with events and activities as part of 
our diverse community celebrations, actively encouraging participation from BAME and all 
communities outside and within the University. 
 
We also have an established Centre for Ethnic Health Research (CEHR) whose focus is ‘to reduce 
ethnic health inequalities’ by working with patients, the public, community and voluntary sectors, 
researchers, health and social care organisations (Figure 3.7).  
 

 

Figure 3.7 The Centre for Ethnic Health Research Webpage 

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

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

 
With reference to: 

• population demographics  

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

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

• where the institution recruits its professional and support staff, students and academics 

• any other information your institution feels to be relevant 
 

 
In 2008, it was reported that, alongside English, around 70 languages and/or dialects were spoken in 
Leicester and the 2011 Census showed that 50.5% Leicester’s population identified as White British 
(Table 3.3). In 2012, the Runnymede Trust reported that Leicester has 240 faith groups across 14 
different faiths and beliefs. 
 
The city is known for hosting annual celebrations relating to Diwali, Belgrave Mela and the Caribbean 
Carnival. UoL has had a presence at these celebrations, for example with the Recruitment Team and 
Leicester Student Ambassadors attending Belgrave Mela and, in 2021, the University sponsored the 
city’s Diwali celebrations (Figure 3.9).   
 
 
 
 
 

 
 

Figure 3.9 City Diwali Celebrations 2021 (Sponsored by UoL) 
 

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

UoL manages racial incidents in a structured way with support mechanisms in place, 
underpinned by the Dignity and Respect at Leicester framework (see Section 4c). In our REC 
survey, low levels of confidence were expressed by BAME staff and students that the 
University will take appropriate action in dealing with incidents of racial discrimination (46% 
of BAME students compared to 63% of White students and 52% of BAME staff compared to 
67% of White staff).  
 
In 2020, the University commissioned research by the Centre for Hate Studies into UoL 
students’ experiences of harassment. The subsequent report, A Catalyst for Change: 
Recognising and Responding to Students’ Experiences of Harassment, detailed students’ 
experiences of harassment, including racial harassment, reporting that 27% of respondents 
had been     targeted on the basis of their race.  
 
In response, in 2021/22 UoL launched its Together Against Harassment campaign (Figure 
3.11) and a long-term commitment plan to raise awareness and promote confidence, trust 
and transparency in disclosing or reporting an incident of harassment and accessing support 
(Action 3.1). 
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Figure 3.11 Communication Launching Together Against Harassment Campaign 

 
 
Our Head of Security, in consultation with Leicestershire Police, reports no specific racial 
tensions in the city.   
 
 

 

 

Actions 

Action 3.1  Complete all actions associated with the Together Against 
Harassment campaign and the identified longer-term actions to 
tackle harassment and all forms of unacceptable behaviour and 
build confidence in University processes for disclosure, support 
and reporting of racially motivated unacceptable behaviours.  
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Table 3.3 Table Detailing City, County and Country Census Compared (ONS data from 2011 Census) with University Staff and Students 

 

Group

City of Leicester

Census

Headcount %

(2011)

Leicestershire

Census

Headcount %

(2011)

England

Census

Headcount %

(2011)

University Staff

SAP

FPE %

(2020-21)

University Staff

Distribution of Known

Ethnic Origin %

(2020/21)

UK Undergraduate 

Students  Distribution of 

Known   Ethnic Origin %                     

(2019/20)

BAME  49.5% 8.6% 14.3% 19.9% 22.2% 53.5%

Asian or Asian British 35.8% 5.7% 7.0% 8.2% 9.0% 24.0%

Bangladeshi 1.1% 0.4% 0.8% 0.3% 0.3% 1.6%

Indian 28.3% 4.4% 2.6% 4.7% 5.2% 13.4%

Pakistani 2.4% 0.3% 2.1% 1.2% 1.3% 4.6%

Any other Asian background 4.0% 0.7% 1.5% 2.0% 2.2% 4.4%

Black or Black British 6.2% 0.6% 3.4% 2.4% 2.6% 14.8%

African 3.8% 0.3% 1.8% 1.7% 1.9% 11.7%

Caribbean 1.5% 0.2% 1.1% 0.5% 0.5% 2.4%

Any other Black background 1.0% 0.1% 0.5% 0.2% 0.2% 0.7%

Chinese 1.3% 0.5% 0.7% 4.4% 4.9% 7.4%

Mixed 3.5% 1.3% 2.2% 2.0% 2.4% 5.0%

Asian and White 1.0% 0.5% 0.6% 0.6% 0.7% 1.6%

Black African and White 0.4% 0.1% 0.3% 0.1% 0.1% 0.7%

Black Caribbean and White 1.4% 0.5% 0.8% 0.2% 0.3% 1.2%

Any other Mixed background 0.7% 0.2% 0.5% 1.1% 1.3% 1.5%

Other ethnic group 2.6% 0.4% 1.0% 2.9% 3.3% 2.3%

Arab 1.0% 0.1% 0.4% 1.1% 1.3% 1.4%

Any other background 1.6% 0.3% 0.6% 1.8% 2.0% 0.9%

White 50.5% 91.4% 85.5% 69.9% 77.9% 46.5%

English/Welsh/Scottish/Northern Irish/British 45.1% 88.9% 79.8%

Gypsy or Irish Traveller 0.1% 0.1% 0.1%

Irish 0.8% 0.5% 1.0%

Other White 4.6% 1.9% 4.6%

BAME + White Total 100% 100% 100% 90% 100% 100%

Prefer not to say 10.2% N/A N/A

Total 100% 100% 100% 100% 100% 100%

Not applicable to our

staff record system.

Not available from census results.
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Table 4.7 Academic Staff (UK and Non-UK) by Contract Type (OEC/FTC) and Ethnicity 2020/21 

 

Total FPE Total FPE%

FPE FPE% FPE FPE% FPE FPE% FPE FPE% FPE FPE% FPE FPE%

BAME  13.6% 20.0% 15.0% 1 29.7% 54.1% 1 37.1% 18.4% 1 33.5% 22.1%

Asian or Asian British 5.9% 11.6% 7.2% 9.6% 20.7% 13.0% 8 7.0% 15.2% 9.0%

Bangladeshi (c3) 5 0.2% 0.0% 5 0.1% 0.0 0 2.0% 0.6% 0.1% 0.8% 0.3%

Indian (C1) 4.2% 6.9% 4.8% 0 15.0 10.5% 4 6.2% 4.2% 8.3% 5.2%

Pakistani (C2) 8 0.7% 1.8% 8 1.0% 4.0 0 4.1% 0 2.0% 8 0.9% 0 2.7% 1.3%

Any other Asian background (C4) 4 0.8% 3.0% 1.3% 0 14.0 0 4.1% 0 4.1% 1.8% 7 3.4% 2.2%

Black or Black British 1 0 1.2% 4.1% 1 1.9% 3.2% 6.1% 4.1% 2 1.8% 4.9% 3 2.6%

African (D2) 0 0.7% 2.5% 1.1% 2.3% 4 5.7% 4 3.4% 1.2% 3.8% 1.9%

Caribbean (D1) 0 0.5% 1.1% 4 0.6% 0.3% 0.4% 0.3% 0 0.4% 0.8% 0.5%

Any other Black background (D3) 0 0.0% 0.5% 0.1% 0.6% 0 0.0% 0.4% 0 0.2% 0.3% 0.2%

Chinese (E1) 1 0 2.0% 1 0.5% 1 1.7% 10.1% 2 15.5% 11.7% 5 4.4% 6.4% 4.9%

Mixed 1 2.4% 5 2.3% 2 2.4% 1.8% 3.7% 2.3% 2 2.2% 2.9% 3 2.4%

Asian and White (B3) 2 0.9% 1.0% 4 0.9% 0.0% 4 0.9% 0.3% 0.6% 1.0% 0.7%

Black African and White (B2) 0 0.0% 0.4% 0 0.1% 0.3% 0 0.0% 0.2% 0 0.1% 0.3% 0 0.1%

Black Caribbean and White (B1) 0 0.4% 0.0% 0 0.3% 0.3% 0 0.0% 0.2% 0 0.3% 0.0% 0 0.3%

Any other mixed background (B5) 3 1.2% 0 0.9% 1.1% 0 1.2% 0 2.7% 0 1.6% 1.2% 0 1.6% 1.3%

Other ethnic group 1 2.0% 1.4% 1 1.9% 5.0% 1 8.2% 6.0% 2.9% 4.1% 3.2%

Arab (G1) 0 0.4% 0.0% 0 0.3% 2.0% 0 6.1% 0 3.3% 0.9% 2.4% 1.3%

Any other background (F1) 1.7% 1.4% 1.6% 2 3.0% 0 2.0% 2.7% 2.1% 1.7% 2.0%

White 86.4% 80.0% 85.0% 70.3% 45.9% 62.9% 81.6% 66.5% 77.9%

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

Prefer not to say

Total

UK Academic Staff - 2020/21 Non-UK Academic Staff - 2020/21 UK & N0n-UK Academic Staff - 2020/21

Open Ended Fixed Term Open Ended Fixed Term

Total FPE Total FPE%

Open Ended Fixed Term

Total FPE Total FPE%
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Table 4.10 Academic Staff (UK and Non-UK) by Contract Type (FT/PT) and Ethnicity 2020/21 

 
 
 
 
 
 
 
 

Total FPE Total FPE%

FPE FPE% FPE FPE% FPE FPE% FPE FPE% FPE FPE% FPE FPE%

BAME 15.7% 10.3% 15.0% 37.7% 25.9% 37.1% 23.2% 13.2% 22.1%

Asian or Asian British 7.3% 5.8% 7.2% 13.0% 12.1% 13.0% 9.3% 7.0% 9.0%

Bangladeshi (c3) 0.1% 0.4% 0.1% 0.7% 0.0% 0.6% 0.3% 0.3% 0.3%

Indian (C1) 4.9% 3.9% 4.8% 6.1% 8.4% 6.2% 5.3% 4.7% 5.2%

Pakistani (C2) 1.0% 0.6% 1.0% 2.0% 3.6% 2.0% 1.3% 1.2% 1.3%

Any other Asian background (C4) 1.3% 0.9% 1.3% 4.3% 0.0% 4.1% 2.4% 0.8% 2.2%

Black or Black British 2.0% 1.0% 1.9% 4.1% 3.4% 4.1% 2.7% 1.4% 2.6%

African (D2) 1.2% 0.5% 1.1% 3.5% 1.5% 3.4% 2.0% 0.7% 1.9%

Caribbean (D1) 0.7% 0.3% 0.6% 0.2% 1.9% 0.3% 0.5% 0.6% 0.5%

Any other Black background (D3) 0.1% 0.1% 0.0% 0.4% 0.0% 0.4% 0.2% 0.1% 0.2%

Chinese (E1) 1.8% 0.9% 1.7% 11.9% 8.3% 11.7% 5.2% 2.2% 4.9%

Mixed 2.6% 1.4% 2.4% 2.4% 1.3% 2.3% 2.5% 1.4% 2.4%

Asian and White (B3) 1.0% 0.3% 0.9% 0.2% 1.3% 0.3% 0.7% 0.5% 0.7%

Black African and White (B2) 0.1% 0.0% 0.1% 0.2% 0.0% 0.2% 0.1% 0.0% 0.1%

Black Caribbean and White (B1) 0.3% 0.0% 0.3% 0.2% 0.0% 0.2% 0.3% 0.0% 0.3%

Any other mixed background (B5) 1.1% 1.0% 1.1% 1.7% 0.0% 1.6% 1.3% 0.9% 1.3%

Other ethnic group 2.0% 1.3% 1.9% 6.3% 0.9% 6.0% 3.5% 1.2% 3.2%

Arab (G1) 0.3% 0.0% 0.3% 3.5% 0.0% 3.3% 1.4% 0.0% 1.3%

Any other background (F1) 1.7% 1.3% 1.6% 2.8% 0.9% 2.7% 2.1% 1.2% 2.0%

White 84.3% 89.7% 85.0% 62.3% 74.1% 62.9% 76.8% 86.8% 77.9%

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

Prefer not to say 13.7% 15.6% 45.7% 17.7%

Total

Total FPE%
Full time Part time

Total FPE Total FPE%
Full time Part time Full time Part time

Total FPE

UK Academic Staff - 2020/21 Non-UK Academic Staff - 2020/21 UK & N0n-UK Academic Staff - 2020/21
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Actions 

Action 4.6  Develop a leadership and development provision for BAME staff.  

Action 4.7 Continue to ensure that full consideration of the intersection of 
gender and ethnicity of PS staff continues to be embedded in 
our Athena Swan work. 

Action 4.8  Conduct further data analysis of the number of BAME staff 
compared to White staff on OECs to identify any patterns within 
specific job families. Action now completed under request for 
additional information.  

 

 





   

 

Table 4.26 Demographic Data by Ethnicity  

 
 
 

Group

City of Leicester

Census

Headcount %

(2011)

Leicestershire

Census

Headcount %

(2011)

England

Census

Headcount %

(2011)

University Staff

SAP

FPE %

(2020-21)

University Staff

Distribution of Known

Ethnic Origin %

(2020-21)

Asian or Asian British 37.1% 6.3% 7.7% 14.5% 16.1%

Bangladeshi 1.1% 0.4% 0.8% 0.3% 0.3%

Chinese 1.3% 0.5% 0.7% 2.4% 2.7%

Indian 28.3% 4.4% 2.6% 9.1% 10.0%

Pakistani 2.4% 0.3% 2.1% 1.0% 1.1%

Any other Asian background 4.0% 0.7% 1.5% 1.8% 1.9%

Black or Black British 6.2% 0.6% 3.4% 2.1% 2.3%

African 3.8% 0.3% 1.8% 1.2% 1.4%

Caribbean 1.5% 0.2% 1.1% 0.6% 0.7%

Any other Black background 1.0% 0.1% 0.5% 0.2% 0.2%

White 50.5% 91.4% 85.5% 70.1% 77.5%

English/Welsh/Scottish/Northern Irish/British 45.1% 88.9% 79.8%

Gypsy or Irish Traveller 0.1% 0.1% 0.1%

Irish 0.8% 0.5% 1.0%

Other White 4.6% 1.9% 4.6%

Mixed 3.5% 1.3% 2.2% 2.1% 2.3%

Asian and White 1.0% 0.5% 0.6% 0.5% 0.6%

Black African and White 0.4% 0.1% 0.3% 0.1% 0.2%

Black Caribbean and White 1.4% 0.5% 0.8% 0.3% 0.3%

Any other Mixed background 0.7% 0.2% 0.5% 1.1% 1.2%

Other ethnic group 2.6% 0.4% 1.0% 1.6% 1.8%

Arab 1.0% 0.1% 0.4% 0.5% 0.6%

Any other background 1.6% 0.3% 0.6% 1.1% 1.2%

Prefer not to say 9.5% N/A

Not applicable to our

staff record system.

Not available from census results.
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4d Decision-Making Boards and Committees 

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

• senior management team 

• board of governors/council 

• research and academic committees 

• key departmental decision-making bodies 

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

 

 
Figure 4.48 University Committee structure 

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

Actions 
 
Action 4.9 Undertake a communications campaign to further promote staff 

understanding of the ways to disclose any form of unacceptable 
behaviour (now removed as covered by Action 3.1, which is in 
progress) 

 
Action 4.10 Undertake further analysis relating to the ethnicity of 

respondents, the nature of cases and outcomes for staff 
disciplinaries. 

 
Action 4.11 Improve recording systems relating to staff grievances and 

disciplinaries to ensure consistency in the collection and 
reporting of cases by ethnicity at various levels. 
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5a Academic Recruitment 
 
Please provide three years’ quantitative data, accompanied by analysis, relevant qualitative 
data/research, commentary and resultant action points to describe any issues or trends in the ethnic 
profile (by specific ethnic group where possible) of UK, and separately, non-UK applicants: 

• applying for academic posts 

• being shortlisted/invited to interview for academic posts 

• being offered academic posts 
Where possible, please provide the data for each academic faculty. 
Please provide information on the institution’s recruitment processes.  

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

• What is done to try to identify and address biases within the processes? 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
The University currently has a disparity in terms of the ethnic diversity of students (52% BAME) 
compared with staff (October 2021, 21.6% BAME).  
 
In 2019, a comprehensive external review of our recruitment practices  was commissioned, led by 
Advance HE, with a focus on increasing the ethnic diversity of the workforce by identifying barriers 
experienced by BAME applicants applying for and being appointed to roles. From the findings of 
this review, an Inclusive Recruitment Toolkit was developed to address systemic disadvantage and 
is now being embedded in our recruitment processes and training for recruiting managers. 
 
The toolkit includes guidance and good practice on inclusive practice for each stage of the 
recruitment cycle, including: 
 

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

• Shortlisting – bias awareness, transparency, making evidence-based decisions. 

• Interview and Offer – mandatory training for panel members, consistency for all 
candidates, scoring systems.  

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

Data Note 
 
As the recruitment data for 2020/21 was not available in time for the submission deadline, 
we have incorporated recruitment data for 2017-2020. 
 
The recruitment data for 2017/18 was based on a previous system which had limited 
capabilities for reporting. As a result we are only able to provide 2017/18 data for both UK 
and non-UK combined, and we do not have data at the shortlist stage or at College level.  
 
For future submissions we will be able to provide all years of required data. 
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Actions 
 
Action 5.1 Review recruitment practices in CLS to see whether lessons can 

be learnt for other areas to increase the percentage of BAME 
applicants being shortlisted and offered jobs. 

 
Action 5.2 Continue to produce annual Recruitment Demographic 

Dashboards for all Heads of School/Department. 
 
Action 5.3 Trial anonymous shortlisting and undertake analysis to identify 

impact on recruitment outcomes for BAME applicants. 
 
Action 5.4 Explore how academic recruitment processes and practices at 

Grades 7-8 could be developed to support the career 
development of BAME staff. 

 
Action 5.5 Identify and utilise targeted external recruitment channels, 

including networks, to promote job opportunities to attract a 
more ethnically diverse candidate pool at certain grades. 
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5b Training 
 

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

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

• the uptake of courses by ethnicity 

• how training is evaluated  
 

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

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

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

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

 
All staff complete mandatory online training modules in EDI and in Challenging Unconscious Bias 
at induction (refreshed at specified intervals as part of the formal PDD process), Currently, it is not 
possible to analyse the completion rates of mandatory training by ethnicity but this will be 
possible from 2021/22, with the introduction of our new online PDD platform (Action 5.6). 
 
Where we are able to analyse participation rates by ethnicity, there is a clearly a lower uptake of 
leadership and development courses by BAME staff, the REC survey showed 59% of staff (53% 
BAME, 66% White) felt there are opportunities for them to develop in their role.  
 
Further development of OD monitoring systems is needed, to assess the uptake of leadership and 
development course by ethnicity and develop further initiatives and opportunities for BAME staff 
(Action 5.7).   
 
Managers and prospective managers are encouraged to attend courses on leadership and 
management practice, mentoring and appraisal training. There is no in-house leadership 
programme for BAME staff (Action 4.6). 
 
A range of face-to-face EDI training is offered including, in 2018/19 Race into Action, of which, 9% 
of participants were BAME (Figure 5.9).  
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5d Academic Promotion  
 
Please provide three years’ quantitative data, accompanied by analysis, relevant qualitative 
data/research, commentary and resultant action points to describe any issues or trends in the 
ethnic profile (by specific ethnic group where possible) of UK, and separately, non-UK academic 
staff promotions.  Please provide collated data by each academic grade (ie promotions from each 
grade to the next). Where possible, please provide the data for each academic faculty. This section 
should also include, with specific reference to ethnicity: 

• how candidates are identified, and how the process and criteria are communicated to staff 

• how the criteria for promotion consider the full range of work-related activities (including 
administrative, pastoral and outreach work)  

• details of any training, support or relevant opportunities including temporary 
promotions/interim positions 

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

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

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

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

Analysing the data by College shows:  

• In CLS, there were  applications  non-UK),  of the applications were from White staff 
and  PNTS. There were no BAME applications from CLS, despite having the largest BAME 
representation of all three Colleges. Of the applications,  were successful (  non-UK), 
giving a success rate of 69.6% (Table 5.18).  

Actions 
 
Action 5.12 Improve monitoring of PDD training take-up and analyse utilising the 

reporting outputs of the newly launched system to ensure that managers 
and staff are equipped to benefit from the PDD process.  
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• In CSE, there were  applications (  non-UK),  applications were from White staff and  
from a BAME member of staff. Of the applications, were successful (  non-UK, White), 
giving a success rate of 58.8% (Table 5.19).  

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

 
 

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

 
 

 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 

 

 

Figure 5.11 Ethnic Profile of BAME Applications and Success Rates for Promotion to Professor 2017-20  
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Figure 5.13 Ethnic Profile of BAME Applications and Success Rates for Promotion to Associate Professor 
2017-20  
 

 

Figure 5.14 Promotion to Associate Professor Success Rates 2017-2020 
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Actions 
 

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

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

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

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

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

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

Action 5.19 Actively encourage successful promotion applicants from BAME 
backgrounds to join the University’s Coaching and Mentoring Academy 
through targeted communications and promote this provision to 
potential BAME applicants, to encourage further applications.  
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The proportion of White males submitted was 4% higher than the eligible pool, compared 
with BAME males, who were 3.5% less likely to be submitted compared to the eligible 
pool. 
In terms of the demographic of staff returned in the University’s REF 2021 submission, staff in the 
age category 25-29, female staff, BAME staff, female part-time staff and BAME female staff had 
disproportionate returns (Action 5.20). 

 
 
 
 
 

 
 

 

5f Support Given to Early Career Researchers 
 
Please provide details of how your institution supports minority ethnic individuals who are at the 
beginning of their academic careers in higher education.  

• Comment on open-ended/permanent opportunities and any differences by ethnicity.  

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

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

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

The Dean of Doctoral College has confirmed that there is no sector level agreed way of 
defining and identifying ECRs. Our Early Career Researcher and Research Staff Career 
Enhancement Sub-Committee reviewed sector approaches, with a view to establishing an 
institutional definition. However, following extensive discussions across all colleges, the 
Committee concluded that all existing definitions, would be exclusionary to particular 
groups. In accordance with our commitment to inclusion, which sits at the heart of our 
institutional strategy, we therefore ask colleagues to self-identify as ECRs and this is not 
recorded for monitoring purposes. 
 
The University is a signatory to the Revised Concordat to Support the Career Development of 
Researchers and has retained the European Commission HR Excellence in Research Award since 
2011 in recognition of its commitment to the successful implementation of the Concordat principles. 

The University is also part of the British Academy’s first regional Early Career Researcher Network – 
an inclusive, researcher-led pilot programme aimed at supporting UK-based postdoctoral 
researchers in the humanities and social sciences.  

Training and Development for Research Staff and ECRs 
 

Actions 
 
Action 5.20 Work with Research Leads and RED to identify the reasons why 

fewer BAME staff were included in the University’s REF 2021 
return, focussing especially on Asian staff and female BAME staff. 
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ECR’s have access to all training offered by the DC, Research Services and OD, together with 
workshops, one-to-ones, career symposia and networking events providing impartial support for 
research staff, through Researcher Development Training and the Mobile Online Professional 
Employment and Development resource. 

 

 

 

 

 

 

Figure 5.16 Doctoral College Researcher Wellbeing Day 

 

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

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

 

 

 

 

 

 

 

 

 
 
 
 
5g Profile-Raising Opportunities    

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

Actions 

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

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

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

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

 



















 

146 
 

6b Training 
 
Please provide race-specific information on the training available to professional and support staff 
including: 

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

• the uptake of courses by ethnicity   

• how training is evaluated  
 

 
A range of training and career development programmes for PS staff are communicated via targeted 
emails and our internal webpages, Insider, (which promote all current activities). Training needs are 
identified during annual PDD discussions, and learning and development opportunities are offered 
through OD. Some technical training is offered separately where relevant through Estates and 
Campus Services.  
 
Our Values in Action (VIA) Programme for Grade 1-5 Staff was launched as a pilot in 2019 and, of 
the  members of staff who completed it, 36% were BAME.  
 
Staff have access to professional development through apprenticeship. One of the first universities 
to sign up to the Technician’s Commitment we are completing a succession planning exercise with a 
focus on ethnic and gender diversity for new Technicians.  
 
There is a lack of development focus for staff not in leadership or managerial roles, and all 
classroom-based training has been available by nomination onto a leadership programme (Actions 
6.2, 6.3, 6.4, 6.5, 6.6, and 6.7).  
 
Section 5b provides a detailed overview of training opportunities offered to all staff, including how 
training is promoted and evaluated. 
 

Actions 
 
Action 6.2 Develop of a suite of workshops that are not tied to a ‘programme’, enabling all 

staff to access relevant training. 
 
Action 6.3 Develop and deliver a series of workshops specifically for BAME colleagues, as a 

short term aim, that focus on personal development and career management. 
 
Action 6.4 Develop a community of middle and senior manager BAME staff to become 

sponsors for aspiring BAME leaders in supervisory or first line manager roles. 
 
Action 6.5 Promote the use of the University’s Coaching and Mentoring Academy to BAME 

staff to support their development. 
 
Action 6.6 Develop an internal early career leadership programme for BAME staff, in the 

longer term, supported by identified BAME sponsors within the University (and 
beyond if needed). 

 
Action 6.7 Review the format in which professional development is made available in order 

to broaden access to all staff, with a specific focus on BAME staff. 
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7. Student Pipeline 

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

7a Admissions 

 
Please provide three years’ institution-level data on undergraduate application success rates by 
average predicted/actual tariff point, analysed by specific ethnic group and disaggregating between 
UK and international students.  

• highlight whether ethnicity has an impact on the likelihood of students with the same 
predicted/actual grades being offered a place at your university 

• outline how racial biases are identified within the admissions process  

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

Applications have fluctuated over the last 10 years, with a dip in 2012, following a steep rise 
in 2011, the year before tuition fees were increased to £9,000. An upward trend follows, 
peaking in 2017, before a steep decline of 14% to 2020. 

 

 

  

UG applications from 18 year olds 
(source UCAS) 

UG 18 year old acceptances (source 
UCAS) 

Figure 7.1 UoL Applications and Acceptances 2011-2019 

‘Acceptances’ refer to applicants who go on to be accepted by the University following the 
confirmation of examination results.  
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June Deadline Applications from 18 year olds by Ethnic group 

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

 

Figure 7.2 Applicants to UoL by Ethnic Group 2010-20 

 

The number of White applicants has decreased significantly over the 10 years, from 74% in 2010, 

to 49% in 2020. BAME applicant groups did not see similar decreases, likely to be reflective of the 

increased popularity of UoL within the local area, and therefore more reflective of the population. 

Asian applications have consistently increased, rising from 17% in 2010 to 28% in 2020. 

Offer Rate for 18 year olds by Ethnic Group 

 

                         Figure 7.3 Offer Rates by Ethnic Group 2010-20  
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(27.3%) and Asian (22.5%) students. In CSE, Chinese students make up 60.9% of all 
non-UK BAME students (Table 7.4).  
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• Physics and Astronomy had the highest progression rate in the College (95.40%): 88.46% 
BAME students and 98.36% White students. 

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

 
In CSSAH: 

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

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

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

 
In CLS: 

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

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

 
In CSE: 

• Physics and Astronomy and Geology had the highest progression rates in the College 
o Physics and Astronomy (100%-  students).  
o Geology (100%-  students).  

• Chemistry had the lowest progression rate in the College (80%): 50% ( ) BAME students 
and 85.71% ( ) White students.  

 
In CSSAH: 

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

• History had the lowest progression rate in the College (50%) -  students.  
 
(Actions 7.6, 7.7, 7.8). 
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Actions 
 

Action 7.4 Increase the number of BAME students in the role of Peer Mentor within the 
SU Peer Mentoring Scheme, from 54% to population representative % by 
2024/25. 

Action 7.4.1 Pilot the Study Well programme in at least three Academic Schools in 
2022/23. Establish annual targets for potential roll out following 2022/23 
pilot. This programme gives students the opportunity to develop leadership 
skills, and to lead student sessions about wellbeing and belonging as a way 
to reduce non-continuation. 

Action 7.4.2 One student Curriculum Consultant recommendation to be implemented by 
each participating academic school by 2023, and then repeated annually 
with each cohort of consultants. These will be monitored through the annual 
review process (APR) alongside progression data.  

 
Action 7.5 Increase the number of BAME students attending the HEADSTART online transition 

support programme so that it is in line with the incoming population % of BAME 
students. 

 
Action 7.6 Extend the Student Voice workshops (previously used within GGE) to other 

Academic Schools based within CSE. Use the outcomes of these workshops to 
identify suitable initiatives to improve progression rates. 

 
Action 7.7 Evaluate the MedRace model of student-led curriculum consultants with a view of 

employing in other academic schools. To capture the diverse student voice and 
inform practical ways in which academic schools can create a sense of belonging, 
thus improving progression rates. 

 
Action 7.8 Evaluate the impact of physical spaces within the academic school, specifically the 

Law School in CSSAH where students have an opportunity to voice who they are 
and why they have chosen Law at Leicester. If a positive impact is found on 
students’ sense of belonging and progression, expand this module into other 
academic schools. 
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down by UK and non-UK shows that 90.3% of UK BAME students achieved a good degree 
compared to 85% (  students) of non-UK BAME students. 97.3% of UK White students 
achieved a good degree compared to 100% (  students) of White non-UK students (Table 
7.14 and Table 7.15) 

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

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

Actions 
 
To avoid replication, all actions relating to attainment can be found in Section 8. 
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Figure 7.38 CSSAH BAME GTA Scholarships Advert  

 
 
 
 
 
 
 
 
 

 
 

Actions 
 
Action 7.9 Complete further detailed analysis of the student PG pipeline at full University and 

College level to identify key attrition points or patterns.  
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7f Postgraduate Employment 
 
Please provide three years’ quantitative data, accompanied by analysis, relevant qualitative 
data/research, commentary and resultant action points to describe any issues and trends in the ethnic 
profile of: 

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

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

 
 
 
 
 
 
 
 
 
 
In 2017/18, 88% BAME and 91% White PGs were in employment. 11% BAME and 6% White PGs 
undertook additional studies and 4% BAME and 3% White PG’s were unemployed (Table 7.31). A 
similar pattern is observed for UK and non-UK PG’s. 
 
The least likely ethnic group to be in professional level employment were Chinese (60%) and Black 
PGs (64%).  
 
 
 
 
 
 
 
Our REC survey showed that 48% of BAME students agreed that UoL has helped them develop the 
skills they need to apply for graduate-level jobs compared with 55% of White students. 
 
Lower numbers of BAME students from low participation neighbourhoods (LPN) progress to 
further study or highly skilled employment than their White peers and we have specific actions in 
our APP to address this.   
 
The Leicester Award (LA) is a personal development programme that enables students to reflect on 
and articulate their motivations, strengths and skills and to identify development areas and what 
students enjoy so they can decide what activities to get involved with next. The Leicester Award 
Gold supports students to develop employability skills and experience through a professional 
experience such as a summer internship, year in industry or year abroad.  
 
There are targets and aligned activities built into our APP to increase the BAME completion 
rates of the LA (Actions 7.10, 7.11, 7.12). Further specific actions to be taken to support 
postgraduate employment include embedding the LA in UG programmes (Action 7.13), 
developing a specific career event for BAME PGs (Action 7.14) and a wider consideration of 
how to reduce progression gaps between students from underrepresented groups and 
others (Action 7.15).  

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

Data Note 
 
In 17/18 DLHE data on postgraduate employment was replaced by Graduate Outcomes which is 
now the sector standard. As the Graduate Outcomes survey is not conducted until 15 months after 
graduating there is a lag in data availability. The data available through Graduate Outcomes is not 
comparable to data through DHLE therefore to ensure 3 years of data in provided, DHLE data 
relating to 15/16, 16/17 and 17/18 has been used. 
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Actions 
 
Action 7.10 Provide BAME students with access to a careers coach with a similar lived 

experience. 
 
Action 7.11  Develop an offering of tailored work related experience for BAME students aimed to 

overcome barriers to access. 
 
Action 7.12  Develop a BAME Inspirational Speakers series to raise the aspirations of BAME 

students. 
 
Action 7.13 Develop a programme of work to embed the Leicester Award and Leicester Award 

Gold into all undergraduate degree programmes in order to widen access to, and 
participation in, activities that develop self-awareness, opportunity awareness, the 
skills needed to make effective applications. 

 
Action 7.14 Develop a specific annual career event focused on the needs of BAME PGRs. 
 
Action 7.15 Consider how best to reduce progression gaps between students from 

underrepresented groups and others, as part of a review of institutional 
employability strategy; including the role that targeted interventions can play in 
removing barriers to work experience in a professional environment, widening 
access to professional networks, and acquiring the skills and awareness needed to 
make a successful transition into graduate-level work or further study. 
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8   Teaching and Learning 
 

This section is an opportunity for your institution to consider the impact of academic practices. Your 
analysis and commentary should be race-specific. 
Throughout this section please refer to relevant internal and external data and research. 
 
8a Course Content/Syllabus 
 
Please outline how you consider race equality within course content. This should include reference to 
new and existing courses.  

We continually review course content to enhance our students’ educational experience. In 2019/20 
we developed and piloted a Decolonising the Curriculum Toolkit in selected modules, to develop 
more inclusive content (reading lists, case studies and imagery) making the curriculum more 
relevant to student’s lived experiences. The Centre for Transforming Access and Students 
Outcomes in Higher Education awarded UoL over £46,000 to evaluate the impact and potential 
wider application of the toolkit. The toolkit has now been implemented in Sociology with plans for 
rollout University wide (Action 8.1, 8.2). Also an Accessible Curriculum Design checklist allows staff 
to reflect on how they have accommodated different learning styles, preferences, abilities and 
student needs. 
 
In 2021 a Student and Educational EDI Team were created, to work with both staff and students to 
develop educational inclusivity with a particular emphasis on closing the award gap and student 
satisfaction. The Team also provides a route to implementation for the work of the Leicester Institute 
for Inclusivity in Higher Education (LIIHE) (Action 8.3). 
 
Students are at the heart of our work, as evidenced by our Student Voice projects, SU and School-
level Liberation Officers, our 5-year commitments to our Access and Participation Plan, our new 
Research-Inspired Education Strategy Citizens of Change: Our Second Century, and our Inclusive 
Education objectives. 
 
In our REC survey, 72% of BAME respondents agreed that the content of their course matches their 
expectations, compared with 81% of White respondents. 71% of BAME respondents agreed that the 
content of their course reflects the opinions of a wide variety of people, compared with 75% of 
White respondents (Action 8.4). 
 
We have a Programme Portfolio Development Group (PPDG) whose role is to oversee and sign off 
new programme proposals. Terms of Reference for PPDG are currently under review to ensure they 
take into account our New Education Strategy and how race equality content is embedded in new 
teaching programmes (Actions 8.5, 8.6). 
 
Other initiatives which have allowed us to consider race equality within course content include:  
 

• Represent Campaign - 318 recommendations of titles and authors.  

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

• Champions’ Programme - recruits students to develop a checklist, used by academics in 
decolonising or diversifying their teaching (Action 8.8).   
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Actions 
 
Action 8.1  Roll out the Decolonising the Curriculum Toolkit across the University. 
 
Action 8.2 Develop a clear vision for decolonisation for Leicester, that is context specific and 

with clear expectations. 
 
Action 8.3 Student and Education EDI Team to implement and measure the impact of 

initiatives to close the awarding gap between Black and White students. 
 
Action 8.4 Undertake a deep audit and develop an action plan for all departments to embed 

curriculum inclusivity, assessment practice, and student support measures which 
are appropriate to underrepresented groups, including BAME students. 

 
Action 8.5 Map the revised programme development, approval and review processes against 

the race equality elements of the new research-inspired Education Strategy. 
 
Action 8.6 Track, support and monitor new programme proposals to ensure race equality is 

embedded in these.   
 
Action 8.7 Continue to develop and promote the Library’s Black History month and Anti-

Racism collections. 
 
Action 8.8 Develop a checklist to be used by academics who are decolonising or diversifying 

their teaching. 
 
Action 8.9 Ensure that students continue to work with academics in co-contributing to the 

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

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

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

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

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

• Leicester University Medical African Caribbean Society

• Student Liberation Officers across our Schools.

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

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

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

     
 
 
8C Academic Confidence 
  
Please outline how academics are supported and developed to ensure they have the knowledge, skills 
and confidence to consider race equality in their teaching and course development:  

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

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

• How is good practice shared across faculties and the institution? Full commentary should 
be included with the data, along with any relevant work already undertaken to address 
any issues identified, and actions you plan to take. 

 
 

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

Actions: 

 
Action 8.10 Implement the recommendations made in both the ‘Tackling Racial Inequalities in 

Assessment in HE’ report and the ‘Decolonising the Curriculum’ toolkit. 
 
Action 8.11 Conduct further, more detailed investigations into the satisfaction and awarding 

gaps at College and School level. 
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In our REC Survey, 45% of BAME participants agreed that, where relevant, their Course 
Tutors/Supervisors and Lecturers are confident and competent in facilitating discussions around 
ethnicity and race, compared with 57% of White respondents. Overall, however, BAME students are 
less satisfied with the quality of teaching and learning within their course, particularly course 
content, and a relatively low number of both White and BAME students agreeing that teaching staff 
have the confidence to talk about race.  
 
NSS 2019 overall satisfaction score for the University as a whole was 84%, with the White Students 
more satisfied (88.6%) than BAME students (78.9%). Black students are least satisfied with their UoL 
experience (72.9%), 15.7% lower than White students. 
 
Other supporting initiatives, include the development of 2 UG modules on Black History 
(Action 8.14), the use of coursework-unpacking sessions and supporting academic 
leadership at a programme level to enable inclusive curriculum enhancements (Action 8.15).  
 
 

 
 
 
 
 
 
 
 
 
 
 
 
  

Actions 
 
Action 8.12  Increase the proportion of staff and students taking the EDI awareness module to 

develop awareness and understanding of inclusivity. 
 
Action 8.13 Conduct a trial of the Open University/Santander Online module Union Black: 

Britain’s Black Cultures and Steps to Anti-Racism to support staff in developing 
confidence and skills to consider race equality in their roles.  

 
Action 8.14  Develop and launch 2 undergraduate level modules focused on Black History. 
 
Action 8.15 Develop coursework-unpacking sessions in which students re-imagine coursework 

instructions into a variety of formats. 
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9. Any other information 
This section is an opportunity to provide details of any other actions or learning which are relevant to 
race equality, but which have not been included in previous sections.  

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

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

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

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

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

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

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

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

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

 

 

 

 

 

 

 

Figure 9.1 Health and Wellbeing Online Resources for BAME Staff  

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

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

 

 

 
Black Lives Matter  
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10. Action Plan

Please see next page. 



1 

University of Leicester 
Race Equality Charter 

Action Plan 

Introduction 

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

Each section of the action plan has an identified Executive Board lead, who will take overall responsibility 
for the actions in that section, supported by other senior leads who will be responsible for delivering the 
actions at an operational level. 

Actions have been identified as either operational or strategic (indicated as ‘O’ or ‘S’ in the first column of 
the action plan) using the definitions provided by Advance HE: 

• Strategic actions are those that can be considered specific and measurable (long term; a mission, a
vision, and high-level goals for the period of the action plan);

• Operational actions are those that are specific, measurable and actionable (short term; possess a
highly detailed outline of what the University will focus on for the near future, usually the
upcoming year or so).

The University of Leicester’s strategy, Citizens of Change: Our Second Century, has 3 strategic themes: 

 
 

 

 

Where strategic actions in the REC action plan directly align with or support one of the strategic themes 
and the associated objectives of the University’s strategy, this is also indicated in the first column, using 
the above colour coding. 

Research-inspired Education We will provide an inspirational and fulfilling education for all, in 
an empowering, supportive and exciting learning environment. 

World-changing Research We will create an inclusive and enabling research environment, 
delivering world-leading research that transforms lives. 

Our Citizens We will value, nurture and celebrate our people and relationships, 
ensuring they are inclusive, impactful, sustainable, and influence positive 
change in our world. 

*Please note that there are a small number of discrepancies between some action numbers within the submission and the 
action numbers within the action plan. This is a result of those actions being added, removed or renumbered as part of the 
requests for revisions process and the action plan being updated accordingly.



   

2 
 

 
 

 

Operational 
or Strategic 
Action and 
Alignment 

with  
University 
Strategic 
Themes 

Action 
No 

Section 
Ref 

Objective Issue/Rationale Action Person 
Responsible 

Timeframe Success Criteria 

Start End 

The Self-Assessment Process 
Executive Board lead with overarching responsibility for actions in this section: Secretary and Registrar (who is a member of the SAT). 

S 2.1 2d To advance race 
equality through 
effective delivery 
and monitoring of 
the REC action plan. 

To deliver the REC action plan, 
appropriate governance and 
monitoring processes need to be in 
place, in particular to identify and 
address risks to delivery of actions 
and ensure continued 
involvement/engagement of staff 
and students 

Ensure that the REAG, as the REC SAT, 
meets at least 3 times a year, for the 
period of the action plan, and maintain 
minutes of each meeting as a record of 
REC activity. 
 

REAG Chair Sep 2022 
 
 
 
 
 
 

Annually 
and 

ongoing, 
until  

Feb 2027 

An effective REC delivery 
governance structure is in 
place. 

 
 

Progress against the 
action plan is monitored 
and revised regularly, and 
identified risks to progress 
are raised and addressed 
through the governance 
structure, with escalation 
to Executive Board and 
Council, as needed.  

 
The REC action plan is 
delivered with 
appropriate engagement 
from students and staff. 

 
Student and staff 
Membership of REAG is 
diverse and appropriate 
for the life of the action 
plan. 
 
 

 
 

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

REAG Chair 
and Associate 

Director of 
EDI 

Mar 2022  Ongoing 
until Feb 

2027  

S 2.3 Run an annual engagement campaign, 
between 2022- 2027, to ensure 
continued student and staff 
engagement in relation to identified 
REC actions and the race equality 
objectives of the University more 
widely.  

REAG Chair 
and Associate 

Director of 
Communicati

ons 

Sep 2022 
 

Annually 
and 

ongoing, 
until  

Feb 2027 

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

REAG Chair September 
2022  

Annually 
and 

ongoing, 
until  

Feb 2027  

Section 10: Action Plan 
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Operational 
or Strategic 
Action and 
Alignment 

with  
University 
Strategic 
Themes 

Action 
No 

Section 
Ref 

Objective Issue/Rationale Action Person 
Responsible 

Timeframe Success Criteria 

Start End 

Student representation will be 
maintained on the SAT and the number 
of student representatives will increase 
from 2 to 4. 

 

O 2.5  Implement a risk management 
mechanism to highlight where actions 
are not progressing as expected and 
escalate through governance where 
required. 

REAG Chair Sep 2022 Mar 2023  

O 2.6    Analyse the 2022 University staff 
survey (and all future surveys, including 
PULSE surveys) by ethnicity to 
understand the experience of minority 
ethnic staff, identify barriers faced by 
these staff and feed any key findings 
into the REC action plan. 

Head of EDI 
Charters and 
REC SAT Chair  

Sep 2022 
 

May 2023 Robust process in place to 
capture and hear the 
experiences of minority 
ethnic students and staff, 
to monitor, evaluate and 
continuously inform the 
REC action plan. 

 
 
  
 

O 2.7    Conduct REC student and staff surveys 
in 2023 and 2026, and analyse the 
results to understand the changing 
experience of minority ethnic students 
and staff at UoL, identify new actions 
to address emerging concerns and 
assess progress being made against the 
REC action plan. 
 
 
 

REC SAT Chair 
and Head of 
EDI Charters 

Mar 2023 Dec 2026 
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Operational 
or Strategic 
Action and 
Alignment 

with  
University 
Strategic 
Themes 

Action 
No 

Section 
Ref 

Objective Issue/Rationale Action Person 
responsible 

Timeframe Success Criteria 

Start End 

Institution and Local Context 
Executive Board lead with overarching responsibility for actions in this section: Deputy Vice-Chancellor (Professional Services) 

O 3.1 3b To raise awareness 
and promote 
confidence, trust 
and transparency in 
disclosing or 
reporting an 
incident of 
harassment and 
accessing support. 

REC Survey indicates 
minority ethnic staff and 
students have lower levels 
of confidence that the 
University will take 
appropriate action in 
dealing with incidents of 
racial discrimination, 
compared to their White 
counterparts.: 
 
In 2020, the University 
commissioned research into UoL 
students’ experiences of 
harassment, including racial 
harassment, reporting that 27% of 
respondents had been     targeted on 
the basis of their race.  

Implement the Together Against 
Harassment (TAH) campaign and 
associated 3-year action plan to tackle 
harassment and other forms of 
unacceptable behaviours. 

Associate 
Director of 

EDI and Chair 
of Together 

Against 
Harassment 

Implementati
on Group 

Sep 2022 
 
 
 
 
 
 
 
 
 
 
 
 
 

Aug 2025 
 
 
 
 
 
 

Next REC survey, 2023, 
reports >70% of minority 
ethnic and White students 
and staff are confident 
that the University will 
take appropriate action in 
dealing with incidents of 
racial discrimination, 2026 
REC survey reports >75%. 
 
Staff surveys in 2022, and 
subsequent, will evidence 
an increase in confidence 
of minority ethnic staff 
that University takes 
appropriate action in 
dealing with bullying and 
harassment incidents. “I 
am satisfied with how 
bullying and harassment 
are addressed at the 
University”. 
 
A mechanism is in place to 
(i) report trend analysis of 
student and staff 
complaints of racial 
harassment and other 

O 3.2 Undertake a review of the TAH action 
plan implementation and outcomes to 
identify successes and best practice, 
and further actions for improvement, 
specifically in relation to race.  Feed 
any key findings into the REC Action 
Plan. 

Associate 
Director of 

EDI and Head 
of Student 

Complaints, 
Conduct and 
Resolution 

Sep 2025 Dec 2025 
 

S 3.3 Analyse and report on incidents of 
student and staff racial harassment 
(and other unacceptable behaviours on 
the grounds of race) to EDIC and 
Executive Board, on an annual basis.  
 
 

Associate 
Director of 

EDI and Head 
of Student 

Complaints, 
Conduct and 
Resolution 

Sep 2022 Annually 
and 

ongoing, 
until  

Feb 2027 
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Operational 
or Strategic 
Action and 
Alignment 

with  
University 
Strategic 
Themes 

Action 
No 

Section 
Ref 

Objective Issue/Rationale Action Person 
responsible 

Timeframe Success Criteria 

Start End 

O 3.4 Implement a communication plan to 
increase visibility within the University 
community of statistics for incidents of 
racial harassment, and other race 
related forms of unacceptable 
behaviour, reported and actions taken 
to address these. 
 

Associate 
Director of 

Communicati
ons and EDI 

Project 
Manager  

Jan 2023 Jan 2024 unacceptable behaviours 
to EDIC and Executive 
Board (ii) share key 
information about 
statistics of incidents and 
actions taken with the 
wider university 
community. 

Staff Profile 
Executive Board leads with overarching responsibility for actions in this section: Deputy VC (Academic) and Deputy VC (Professional Services) 

S 4.1 4a To obtain an 
accurate 
understanding of 
our staff 
demographic by 
ethnicity.  

In order to take targeted action we 
need to ensure we fully understand 
our staff demographic. The ethnicity 
disclosure rate for academic staff 
has improved over the 3-year period 
and is currently 89.8%.  

Further improve staff ethnicity 
disclosure rates through a targeted 
communication exercise, every two 
years, February 2023, February 2025, 
February 2027). 
 
 

HR Director 
and Associate 

Director of 
Communicati

ons  

Feb 2023  Feb 2027  Delivery of targeted 
communication exercise.  
 
An increase in staff 
ethnicity data disclosure 
rates - .by 2023 >91% of 
staff have disclosed their 
ethnicity, by 2025 >93%, 
by 2027 95%. 
 
 

O 4.2 To increase the 
number of minority 
ethnic, and 
particularly Black, 
academic staff.  

In 2019/20, 21% of applicants were 
shortlisted, of which 49% were 
minority ethnic. White applicants 
(28%) are more likely to be 
shortlisted, and Black and Other 
ethnic background applicants, are 
least likely to be shortlisted. 
Although 49% of shortlisted 
applicants were minority ethnic, only 
38% of them were successful to 
appointment.  
 

Fully implement the recently 
developed Inclusive Recruitment 
Toolkit, to improve the ethnic diversity 
of academic staff. 

HR Director, 
and College 
Directors of 
Operations  

Sep 2022 Aug 2023 Inclusive Recruitment 
Toolkit implemented.  
 
Targeted inclusive 
recruitment interventions 
identified, implemented 
and reviewed.   
 
By 2027: 
- >40% of all offers 

made are to minority 
ethnic applicants (by 

O 4.3 Implement recruitment interventions 
of the CSE EDI Recruitment Working 
Group to increase the number of Black 
staff, particularly Black academic staff 
in CSE.  

Head of 
College CSE 

and Assistant 
Director of HR 

(Academic) 

Sep 2022 Aug 2024 
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Operational 
or Strategic 
Action and 
Alignment 

with  
University 
Strategic 
Themes 

Action 
No 

Section 
Ref 

Objective Issue/Rationale Action Person 
responsible 

Timeframe Success Criteria 

Start End 

In 2020/21 the percentage of Black 
staff in CLS was 2.9%, CSE (0.4%) and 
CSSAH 3.6%. 
 

2023 >30%, by 2025 
>35%) 

- >30% of all staff are 
minority ethnic (by 
2023 >25%, by 2025 
>35%). 

- >25% of academic 
staff are minority 
ethnic (by 2023, 
>21%, by 2025, 
>23%)  

- >15% of all 
Professors are 
minority ethnic (by 
2023, >12%, by 2025, 
>13%). 

 
By 2027, CSE will have 
>4% Black staff, CLS >5% 
and CSSAH >6%. 

O 4.4 To increase our 
understanding of 
staff leavers by 
ethnicity.  

The University has both exit 
questionnaires and exit interviews, 
and information collected informs 
policy, procedure and practice 
developments. 32.2% of leavers 
resigned, and the reasons were not 
always clear.  

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

HR Director 
and Senior HR 
Advisor with 
responsibility 
for staff exit 

process.   

Apr 2023 Feb 2025 A >10% increase in exit 
questionnaire and 
interviews by 2025, >5% 
increase by 2024, 
 
 

O 4.5 Once completion rates have improved 
(Feb 2025), analyse the reasons for 
staff leaving by ethnicity, and identify 
any areas of concern and aligned 
actions to address these and add to the 
REC action plan. 

Mar 2025 July 2025 Analysis of staff exits 
reasons by ethnicity and 
actions identified and 
added to REC action plan. 

O 4.6 4b 
 

To support the 
career development 

The increase in minority ethnic staff 
has been noticeable at higher 

Run a communication campaign to 
promote leadership and development 

Head of OD 
and Assistant 

May 2023  Feb 2024 >5% increase in minority 
ethnic staff participating 
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Operational 
or Strategic 
Action and 
Alignment 

with  
University 
Strategic 
Themes 

Action 
No 

Section 
Ref 

Objective Issue/Rationale Action Person 
responsible 

Timeframe Success Criteria 

Start End 

and retention of 
minority ethnic staff 
to facilitate 
movement to higher 
grades through a 
minority ethnic staff 
leadership and 
development 
provision. 

grades, however, the numbers are 
still low and there is a high 
proportion of minority ethnic staff 
concentrated in Grades 1-5.  

opportunities and promote successful 
minority ethnic staff role models, more 
widely, and specifically to staff in 
Grades 1-5. 
 
 

Director of 
Communicati
ons 

 

in UoL leadership and 
development provision 
year on year.  

 
>7% increase in Grades 1-
5 participating in UoL 
leadership and 
development provision 
year on year, with 20% 
increase in minority ethnic 
female participation.  

 
By 2027 >15% of Grade 10 
professional services staff 
are minority ethnic (>10% 
by 2025). 
 

O 4.7 Of minority ethnic female PS staff, 
71.4% are Grades 1-5, compared to 
48.8% of minority ethnic male PS 
staff and 46.7% of White female PS 
staff. 

Implement a mechanism to ensure that 
data and action planning for Athena 
Swan activity, analyses and considers 
the intersection of gender and 
ethnicity. 
  

Head of EDI 
Charters in 
conjunction 
with Athena 

Swan SAT 
Chair 

Nov 2022 Jan 2023 10>% increase of minority 
ethnic females PS staff in 
Grades 6-9 by 2027 (5% by 
2025). 
 
 

 4.8 4c 
 

To develop a culture 
of trust, confidence 
and transparency in 
reporting staff 
grievances and 
disciplinaries and 
ensure there is a 
detailed and 
accurate 

The data shows that there is a higher 
proportion of White than minority 
ethnic complainants for both 
grievances and disciplinaries related 
to equality (64% White compared 
with 14% minority ethnic). 
 
REC survey: 
52% of minority ethnic staff 
members felt confident that 

Include analysis of equality 
characteristics of staff complainants, 
respondents and outcomes of staff 
grievances and disciplinaries in the 
annual reporting to Council and 
Executive Board, referenced in Action 
3.3.  
 

Associate 
Director of 

EDI 

Mar 2023 Sep 2023 Next REC survey, 2023, 
reports >70% of minority 
ethnic and White students 
and staff are confident 
that the University will 
take appropriate action in 
dealing with incidents of 
racial discrimination, 2026 
REC survey reports >75%. 
 



   

8 
 

Operational 
or Strategic 
Action and 
Alignment 

with  
University 
Strategic 
Themes 

Action 
No 

Section 
Ref 

Objective Issue/Rationale Action Person 
responsible 

Timeframe Success Criteria 

Start End 

understanding of 
the data.  

appropriate action would be taken 
as a result of reporting a race-
related incident, compared to 67% 
of White staff. 

Staff surveys in 2022, and 
subsequent, will evidence 
an increase in confidence 
of minority ethnic staff 
that University takes 
appropriate action in 
dealing with bullying and 
harassment incidents. “I 
am satisfied with how 
bullying and harassment 
are addressed at the 
University”. 

 
Recording system for 
grievances and 
disciplinaries improved to 
enable accurate reporting 
by ethnicity.  
 

O 4.9 Improve the Employee Relations 
Interaction Centre recording system 
(used to record information about staff 
grievances and disciplinaries) to enable 
the collection and reporting of cases by 
ethnicity.   

HR Director  Mar 2023 Feb 2024 Next REC survey, 2023, 
reports >70% of minority 
ethnic and White students 
and staff are confident 
that the University will 
take appropriate action in 
dealing with incidents of 
racial discrimination, 2026 
REC survey reports >75%. 
 
Staff surveys in 2022, and 
subsequent, will evidence 
an increase in confidence 
of minority ethnic staff 
that University takes 



   

9 
 

Operational 
or Strategic 
Action and 
Alignment 

with  
University 
Strategic 
Themes 

Action 
No 

Section 
Ref 

Objective Issue/Rationale Action Person 
responsible 

Timeframe Success Criteria 

Start End 

appropriate action in 
dealing with bullying and 
harassment incidents. “I 
am satisfied with how 
bullying and harassment 
are addressed at the 
University”. 

 
Recording system for 
grievances and 
disciplinaries improved to 
enable accurate reporting 
by ethnicity.  
Increase minority ethnic 
representation on senior 
committees by >10% by 
2027 (increase by 5% by 
2025). 

O 4.10 4d To ensure diverse 
representation on 
decision-making 
boards and 
committees, 
reflecting our 
university 
community. 

Of known ethnicity, 15% of members 
are minority ethnic, with 1 (9%) 
minority ethnic member of the 
University Executive Board (UEB) 
and 16% minority ethnic 
membership of the Senior 
Leadership Team (SLT). Further work 
is needed to establish how members 
are appointed to key committees, to 
understand and remove barriers 
faced by minority ethnic staff. 

Complete a systematic 
review of the University’s 
processes for recruiting to 
committees to identify any 
systemic barriers to the 
inclusion of minority ethnic 
staff within these processes 
and implement actions to 
address these.  

Director of 
Planning and 
HR Director 

Apr 2023 Dec 2023 Reduction in the 
University’s mean 
ethnicity pay gap to 12% 
by 2027. 
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Operational 
or Strategic 
Action and 
Alignment 

with  
University 
Strategic 
Themes 

Action 
No 

Section 
Ref 

Objective Issue/Rationale Action Person 
responsible 

Timeframe Success Criteria 

Start End 

O 4.11 4e To reduce the 
ethnicity pay gap.  

The overall ethnicity pay gap (2020 
audit) is 15.5% (in favour of White 
staff), with a PS ethnicity pay gap of 
14.7% and academic ethnicity pay 
gap of 10.7%. 

Implement a SMART action 
plan to reduce ethnicity pay 
gaps, particularly across 
grades where a greater than 
5% pay gap has been 
identified. 

HR Director Apr 2023 Feb 2027 Reduction in the 
University’s mean 
ethnicity pay gap to 12% 
by 2027.  

Academic Staff: Recruitment, Progression and Development 
Executive Board lead with overarching responsibility for actions in this section: Deputy Vice-Chancellor (Academic) 

O 5.1 5a To ensure all stages 
of the staff 
recruitment process 
are transparent, fair 
and inclusive.  

The likelihood of a minority ethnic 
applicant in CSE and CSSAH being 
offered a job was 3%, which was 
much lower than that for White 
applicants and almost half that of 
minority ethnic applicants applying 
within CLS. 

Drawing on the work of the CSE EDI 
Recruitment Working Group, 
implement a range of recruitment 
interventions to increase the likelihood 
of minority ethnic applicants receiving 
a job offer.   
 

Assistant 
Director of HR 

(Academic) 
and 

Recruitment 
Manager 

Jan 2023 Jul 2023 >40% of all offers made 
are to minority ethnic 
applicants by 2027. 

 
2023 REC survey reports 
>60% of minority ethnic 
staff feel that the 
recruitment and 
selection process is fair, 
>65% by 2026.  
 
Recruitment dashboards 
are produced annually. 
Anonymous shortlisting 
trialled, impact reviewed 
and action agreed for 
going forward.  
 

S 5.2 REC survey: 
Only 53% of minority ethnic staff 
(74% White) feel that the 
recruitment and selection process is 
fair and, again, only 13% of Black 
staff feel this.  
 

Continue to produce annual 
Recruitment Demographic Dashboards 
for all Heads of School/Department to 
use to inform their recruitment 
practices to address 
underrepresentation of minority ethnic 
staff.  
 

Heads of 
School/Depart

ments and 
Recruitment 

Manager 

Feb 2023 Annually 
and 

ongoing, 
until  

Feb 2027 

O 5.3 Trial anonymous shortlisting and 
undertake analysis to identify the 
impact on recruitment outcomes for 
minority ethnic applicants. 

HR Director 
and Assistant 
Director of HR 

Sep 2022 Aug 2023 
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Operational 
or Strategic 
Action and 
Alignment 

with  
University 
Strategic 
Themes 

Action 
No 

Section 
Ref 

Objective Issue/Rationale Action Person 
responsible 

Timeframe Success Criteria 

Start End 

(Professional 
Services)  

Investigation of academic 
recruitment processes 
undertaken and actions 
implemented for 
addressing any barriers 
identified. 
 
 

O 5.4 Conduct a review of academic 
recruitment processes and practices at 
and implement actions to remove 
progression barriers for minority ethnic 
staff. 

Assistant 
Director of HR 

(Academic) 

Sep 2023 Aug 2025 

O 5.5 Identify and utilise targeted external 
recruitment channels, including 
networks, to promote job 
opportunities to attract a more 
ethnically diverse candidate pool 
review the effectiveness of these.  
 

HR Director 
and 

Recruitment 
Manager 

Sep 2023 Aug 2024 

O 
 

5.6 5b To provide inclusive 
training and 
development 
programmes for all 
staff, monitor 
uptake by ethnicity 
and increase 
minority ethnic staff 
uptake of leadership 
and development 
courses. 

REC survey: 
59% of staff (53% minority ethnic, 
66% White) felt there are 
opportunities for them to develop 
in their role.  

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

Assistant 
Director of OD 

and Head of 
OD 

Jan 2023 May 2024 2026 REC survey reports 
>70% of staff feel there 
are opportunities for 
them to develop in their 
role (no significant 
difference by ethnicity). 
 

 

O 
 

5.7 Training is currently evaluated 
through level 1 and 2 (Kilpatrick’s 
model of evaluation), with focus 
primarily on reaction and a more 
comprehensive evaluation system, 
across all levels, is planned over the 
next 2 years. 

Develop comprehensive training 
evaluation systems to identify further 
provision development needed and 
any barriers to learning for minority 
ethnic attendees. 

Assistant 
Director of OD 

and Head of 
OD 

Jan 2023 Dec 2023  
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Operational 
or Strategic 
Action and 
Alignment 

with  
University 
Strategic 
Themes 

Action 
No 

Section 
Ref 

Objective Issue/Rationale Action Person 
responsible 

Timeframe Success Criteria 

Start End 

O 
 

5.8 REC survey: 
59% of staff (53% minority ethnic, 
66% White) felt there are 
opportunities for them to develop in 
their role. 

Ensure there is an ethnically diverse 
range of mentors available through the 
Mentoring Academy and widely 
promote mentoring as a development 
option to people at all levels, including 
through diverse cases studies around 
the benefits of mentoring. 

Head of OD 
 

Mar 2023  Feb 2024 Effective training 
evaluation system in 
place. 

 
 
 

 
O 
 

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

Head of OD 
 

Sept 2022 June 2023 An ethnically diverse 
Mentoring Academy with 
increased visibility across 
the University. 

O 
 

5.9 5c To obtain an 
accurate 
understanding of 
PDD completion 
rates by ethnicity 
and increase PDD 
uptake and training.  

We were unable to analyse 
completion rate data by ethnicity, as 
this was not captured on our 
systems. However, a new online PDD 
system (PDDManager) was 
implemented in September 2021, 
and will capture and analyse this 
data going forward. 

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

Head of OD 
 

Sept 2022 June 2023 An ethnically diverse 
Mentoring Academy with 
increased visibility across 
the University. 

O 5.10   A key objective will be to increase 
PDD completion rates and sign off 
rates across all areas. 

Develop and implement a new PDD 
Policy to enable reviewing managers 
and staff to understand the need and 
importance of a PDD and the roles and 
responsibilities of all those involved in 
the process. Update training for 

Head of OD 
College and 
Directors of 
Operations 

April 2022 Feb 2023 
 

By 2027 >90% of all staff 
have had a PDD within 
the annual cycle 
(currently 79.5%), >83% 
by 2024, >86% by 2025  
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Action and 
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with  
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Strategic 
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Action 
No 
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Objective Issue/Rationale Action Person 
responsible 

Timeframe Success Criteria 

Start End 

appraisers and appraisees in line with 
the Policy. 

PDD Policy developed 
and embedded to 
support the use of PDDs. 
 

O 5.11 There are limitations in the data 
available in relation to the uptake of 
training, which needs to be 
improved, and the data analysed and 
monitored annually, including by 
ethnicity. 

Improve monitoring of PDD training 
take-up and analyse by ethnicity by 
utilising the reporting outputs of the 
newly launched system. 

Head of OD Oct 2022 Mar 2025 
 

O 5.12 5d To ensure that the 
academic 
promotions’ process 
is fair, transparent 
and supportive and 
increase the number 
of academic 
promotion 
applications from 
minority ethnic 
staff.  

Although there were more minority 
ethnic (4) applications in 2019/20, it 
is significantly lower than white 
applications (25). There were also no 
applications from Black or Chinese 
staff over the three-year period. 

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

Vice-
Chancellor 
(Academic) 

and Assistant 
Director of HR 

(Academic) 

March 2023 Dec 2023 By 2027: 
- >18% of all 

Professors are 
minority ethnic, 
>15% by 2025 
(currently 12.1%). 

- Increase minority 
ethnic promotion 
applications by 20% 
(by 10% in 2024, 
15% in 2026). 

- 2026 REC survey 
reports >50% of all 
staff (no significant 
difference by 
ethnicity) agree they 
were encouraged to 
apply for academic 
promotion. 

 
College promotion 
committees have at least 
1 minority ethnic 
member. This will be 
audited and monitored 
each year after the 

O 5.13 Participants from our REC focus 
groups, expressed views that the low 
minority ethnic representation and 
role models at middle and senior 
management is having an impact on 
career progression. Participants also 
expressed views relating to the 
consistency of promotion decisions. 
 
Participants also expressed views 
relating to the availability of formal 

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

Assistant 
Director of HR 

(Academic) 
 

July 2022 Jan 2023 
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with  
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Strategic 
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No 
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Objective Issue/Rationale Action Person 
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or informal support, and 
encouragement and guidance from 
Managers to progress. 
 
REC survey: 
34% of all staff (30% minority ethnic: 
36% White) agree they were 
encouraged to apply for academic 
promotion. 

promotion round is 
complete, as part of the 
equality analysis 
conducted on the 
process by application 
and success rate and 
reported to Executive 
Board and Council.  
 
Guidance developed for 
panellists regarding 
awareness of sector wide 
issues facing minority 
ethnic academics. 
 
Case studies published 
on Staff SharePoint and 
promoted through other 
mechanisms from 
successful minority 
ethnic promotion 
applicants.  
 
 

O 5.14 Participants from our REC focus 
groups, expressed views that the low 
minority ethnic representation and 
role models at middle and senior 
management is having an impact on 
career progression. Participants also 
expressed views relating to the 
consistency of promotion decisions. 
 
Participants also expressed views 
relating to the availability of formal 
or informal support, and 
encouragement and guidance from 
Managers to progress. 
 
REC survey: 
34% of all staff (30% minority ethnic: 
36% White) agree they were 
encouraged to apply for academic 
promotion. 

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

Vice-
Chancellor 
(Academic) 

and Assistant 
Director of HR 

(Academic) 
 

Oct 2022 May 2023 

O 5.15 Develop further clarification for both 
panellists and applicants, regarding 
what should be included in the 
narrative section of applications, how 
this will be considered and assessed. 

Assistant 
Director of HR 

(Academic) 
and EDI 
Projects 
Manager 

 

Oct 2022 May 2023 

O 5.16 Develop specific guidance for panellists 
regarding awareness of sector wide 
issues facing minority ethnic 
academics, including in relation to 
differential outcomes for minority 
ethnic staff when applying for grants 
and other funding. 

Assistant 
Director of HR 

(Academic) 
and EDI 
Projects 
Manager 

 

Dec 2022 Nov 23 
 

O 5.17 Update PDD training for reviewers and 
reviewees to incorporate the 
expectation that Heads of 
School/Department are discussing and 

Vice-
Chancellor 

(Academic), 
HR Director 

Nov 2022 
 

Oct 2023 
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agreeing appropriate objectives with 
their staff including those from 
minority ethnic backgrounds, to place 
them in a stronger position to apply 
and be successful for academic 
promotion. 
 

and Heads of 
College 

 

O 5.18 Actively encourage successful 
promotion applicants from minority 
ethnic backgrounds to join the 
University’s Coaching and Mentoring 
Academy through targeted 
communications and promote this 
provision to potential minority ethnic 
applicants, to encourage further 
applications.  
 

Heads of 
College and 

Assistant 
Director of HR 

(Academic) 
 

Sep 2022 Jan 2025 

S 5.19 5e To include a diverse 
staff body that is 
representative of 
the academic staff 
in our next REF 
submission. 

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

Implement the REF2021 EIA action 
plan to remove institutional barriers to 
inclusion in the University’s future REF 
returns, focussing especially on Asian 
staff and female minority ethnic staff. 
 
 
 
 
 
 
 
 
 
 
 
 

Head of REF 
Delivery 

Jan 2023 Feb 2027  
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Professional and support Staff Recruitment  
Executive Board lead with overarching responsibility for actions in this section: Vice-Chancellor (Professional Services) 

O 6.1 6a To improve the 
recruitment success 
rate of minority 
ethnic PS staff 
applicants. 

Professional Services job offers were 
made to approximately 4% of 
minority ethnic applicants, 
compared to 8% of White applicants. 

Utilise analysis of recruitment stages of 
PS staff by ethnicity, division and 
grade, to identify the points within the 
recruitment cycle where 
disproportionate outcomes based on 
ethnicity exist and use this to identify 
and implement actions. 
 

Assistant 
Director of HR 
(Professional 
Services) and 
Recruitment 
Services 
Manager 

June 2023 Dec 2025  

O 6.2 6b To enhance career 
development and 
support for minority 
ethnic Professional 
Services staff. 

There is generally a lack of 
development focus for staff not in 
leadership or managerial roles, and 
all classroom-based training has 
been available by nomination onto a 
leadership programme. 

Introduce a suite of standalone 
competency based and personal 
development and career management 
workshops for all staff.  

Head of OD 
 

Sep 2023 Aug 2024 By 2027, job offers are 
made to the same 
percentage of minority 
ethnic and White 
applicants. By 2025 the 
current gap will reduce 
by 50%. 
  
 

O 6.3    Implement a self-nomination 
mechanism, to enable all staff to 
access career development 
opportunities. 

Head of OD 
 

Sep 2023 Aug 2024 The proportion of 
minority ethnic staff who 
undertake UoL career 
development 
opportunities is 
comparable to the 
proportion of White staff 
undertaking these 
opportunities. 
 
A suite of standalone 
competency based and 
personal development 
are career management 
workshops are in place. 

O 6.4 Increase the visibility of all career 
development options (including 
programmes, mentoring and coaching) 
and promote via a range of 
communication channels. 

Head of OD 
and Associate 

Director of 
Communicatio

ns 

Sep 2023 Aug 2024 
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Operational 
or Strategic 
Action and 
Alignment 

with  
University 
Strategic 
Themes 

Action 
No 

Section 
Ref 

Objective Issue/Rationale Action Person 
responsible 

Timeframe Success Criteria 

Start End 

 
A percentage increase in 
the number of staff who 
agree that   
“I have the right 
opportunities to learn 
and develop at the 
University” from the 
2023 all staff survey and 
subsequent surveys, in 
particular for minority 
ethnic staff. 
 

Student Pipeline 
Executive Board lead with overarching responsibility for actions in this section: PVC Education 

O 7.1 7a To further 
understand the 
application and 
offer stages of the 
student lifecycle by 
ethnicity.  
 
Narrow the gap in 
the application and 
offer rate for 
minority ethnic 
students from Low 
Participation 
Neighbourhoods, 
particularly in STEM 
subjects- relevant 
Access and 
Participation Plan 
target  

There is a marked difference in the 
offer rate for 18 year old main cycle 
applicants, with White applicants 
almost 90% likely to receive an offer 
to the Other ethnic group being 
almost 70% likely. 

Undertake a review of UoL’s offer 
making strategy and associated 
processes, informed by application and 
conversion rates by ethnic group at 
University, College and School level, 
and work with School teams to 
implement initiatives to address areas 
of disparity. 

PVC 
Education, 

Head of 
Admissions 

and Heads of 
School 

 

Oct 2022 Jun 2023  
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Operational 
or Strategic 
Action and 
Alignment 

with  
University 
Strategic 
Themes 

Action 
No 

Section 
Ref 

Objective Issue/Rationale Action Person 
responsible 

Timeframe Success Criteria 

Start End 

 
Narrow the gap in 
the application and 
offer rate for 
minority ethnic 
students from Low 
Participation 
Neighbourhoods, 
particularly in STEM 
subjects- relevant 
Access and 
Participation Plan 
target 

O 7.2   In 2020, White students made up 
43% of the 18 year old new intake 
UG population, while Asian students 
made up 32% and Black students 
made up 17%. 

To liaise with peers at other higher 
education institutions to identify good 
practice examples for improving 
conversion rates from offer to 
registration for minority ethnic 
students. 

Head of 
Admissions 

Feb 2023 Jan 2024 Increase in recruitment 
of minority ethnic LPN 
students (from 11.1 in 
2019/20 to 16% in 
2024/25)-relevant Access 
and Participation Plan 
target.  
 
Sector good practice 
identified and actions in 
place to improve minority 
ethnic student 
conversion rates.  
 
 

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

Head of 
Future 

Students 
Office 

Oct 2022 Mar 2023 
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Operational 
or Strategic 
Action and 
Alignment 

with  
University 
Strategic 
Themes 

Action 
No 

Section 
Ref 

Objective Issue/Rationale Action Person 
responsible 

Timeframe Success Criteria 

Start End 

O 7.4 7c To increase our 
understanding of 
student progression 
by ethnicity to 
inform targeted 
actions. 

Although the progression rates of 
minority ethnic Students are similar 
to the overall progression rates for 
UG students, fewer UK minority 
ethnic than non-UK minority ethnic 
students, progress. 
 

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

Head of 
Education 
Services, 
Students’ 
Union and 
Heads of 
School. 

 

Sep 2022 
 
 

Aug 2025 
 
 

 

 

O 7.4.1 
 

7c   Pilot the Study Well programme in at 
least three Academic Schools in 
2022/23. Establish annual targets for 
potential roll out following 2022/23 
pilot. This programme gives students 
the opportunity to develop leadership 
skills, and to lead student sessions 
about wellbeing and belonging as a 
way to reduce non-continuation. 

Head of 
Education 
Services, 
Students’ 
Union and 
Heads of 
School. 

 

Oct 2022 June 2023 Reduction in the 
continuation gap 
between Black and White 
students (from 4% in 
2019/20 to 1.5% in 
2024/25) (APP target). 
 
Reduced number of 
minority ethnic students 
withdrawing for non-
academic reasons in their 
first year of study.to 
levels that are in line with 
the cohort average by 
2024/25. 
 

O 7.4.2  One student Curriculum Consultant 
recommendation to be implemented 
by each participating academic school 
by 2023, and then repeated annually 
with each cohort of consultants. These 
will be monitored through the annual 
review process (APR) alongside 
progression data.  
 

Head of 
Education 

Services and 
Heads of 
School. 

 

Oct 2022 Aug 2024 

O 7.5 Students of Mixed, Black and Other 
ethnic backgrounds have the lowest 
progression rates for minority ethnic 
student groups at 89%.  

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

Head of 
Education 
Services 
Heads of 
College 
Head of 
Future 

Sept 2022 Aug 2025 
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Operational 
or Strategic 
Action and 
Alignment 

with  
University 
Strategic 
Themes 

Action 
No 

Section 
Ref 

Objective Issue/Rationale Action Person 
responsible 

Timeframe Success Criteria 

Start End 

Students 
Office. 

 
O 7.6 The progression rates vary across 

Colleges, with CLS being the highest 
at 95% and CSE the lowest at 90%. In 
CSE, only students of Asian and 
White background have a 
progression rate >90%, with 
students from Mixed and Black 
backgrounds having a progression 
rate of 79% and 80% respectively. 
CSSAH has the best overall 
progression rate for specific ethnic 
groups, with all being 90% or more. 

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

Head of 
Education 
Services 

 

Sept 2022 Aug 2024 

O 7.7  Evaluate the MedRace model of 
student-led curriculum consultants to 
with a view to employing in other 
academic schools. To capture the 
diverse student voice and inform 
practical ways in which academic 
schools can create a sense of 
belonging, thus improving progression 
rates.   
 

Head of 
Education 

Services and 
Heads of 
School 

Feb 2023 Jan 2024 

O 7.8 Evaluate the impact of the physical 
spaces within academic schools, 
specifically the Law School in CSSAH 
where students have an opportunity to 
voice who they are and why they have 
chosen Law and Leicester. If a positive 
impact is found on students’ sense of 
belonging and progression, expand this 
module into other academic schools. 

Head of 
Education 

Services and 
Head of Law 

Aug 2023 July 2024 
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Operational 
or Strategic 
Action and 
Alignment 

with  
University 
Strategic 
Themes 

Action 
No 

Section 
Ref 

Objective Issue/Rationale Action Person 
responsible 

Timeframe Success Criteria 

Start End 

O 7.9 7e To understand 
postgraduate data 
by ethnicity at 
College and subject 
level. 

The percentage of minority ethnic 
students undertaking taught 
master’s programmes has increased 
over the 3-year period, from 63% to 
69%, much higher than the sector 
average of 23%. A similar increase is 
seen for both UK and non-UK 
students. Currently, we have not 
included PG data broken down by 
College. 

Monitor progression rates and if any 
reduction is identified, investigate 
further by College to identify attrition 
points and report through the 
Education Committee 
 

Head of 
Education 
Services 
Heads of 
College 
Future 

Students 
Office. 

September 
2023 

Aug 2026 Monitor progression 
rates and if any reduction 
is identified, investigate 
further by College to 
identify attrition points 
and report through the 
Education Committee 
 

O 7.10 7f To enhance support 
for PG minority 
ethnic students 
career development 
and employability 
skills. 

Leicester Award completion rate for 
minority ethnic students was 76% in 
19/20 and 77% in 20/21.  
 
Leicester Award Gold completion 
rate for minority ethnic students was 
28% in 19/20 and 60% in 20/21.  
REC survey: 
48% of minority ethnic students 
agreed that UoL has helped them 
develop the skills they need to 
apply for graduate-level jobs 
compared with 55% of White 
students. 
 

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

Director of 
Career 

Development 
Service  

Oct 2024 Sep 2025 Robust monitoring of 
progression rates of 
minority ethnic taught 
masters’ programme 
through the Education 
Committee. 

O 7.11    Develop an offering of tailored work 
related experience for minority ethnic 
students aimed to overcome barriers 
to access in employment. 
 

Director of 
Career 

Development 
Service  

Oct 2023 Sep 2024 >90% of minority ethnic 
students complete LA by 
2024/25. 
>90% minority ethnic 
students complete LA 
Gold by 2024/25.  
 

O 7.12 Develop an Inspirational Speakers 
series where >35% of speakers are 
minority ethnic and from diverse 

Oct 2023 Sep 2024 
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Operational 
or Strategic 
Action and 
Alignment 

with  
University 
Strategic 
Themes 

Action 
No 

Section 
Ref 

Objective Issue/Rationale Action Person 
responsible 

Timeframe Success Criteria 

Start End 

sectors, to promote visible role models 
and a range of routes to success. 
 

The 2026 REC survey 
reports: >60% of minority 
ethnic students agreed 
that UoL has helped them 
develop the skills they 
need to apply for 
graduate-level jobs. 
Specific annual career 
event for minority ethnic 
PGR students.   
 
 
 

O 7.13 Embed the Leicester Award and 
Leicester Award Gold into all 
undergraduate degree programmes in 
order to widen access to, and 
participation in, activities that develop 
self-awareness, opportunity awareness 
and the skills needed to make effective 
applications. 
 

May 2023 Sep 2024 

O 7.14 Implement a specific annual career 
event focused on meeting the needs of 
minority ethnic PGRs. 
 

Oct 2024 Sep 2025 

O 7.15  Consider how best to reduce 
progression gaps between students 
from underrepresented groups and 
others, as part of a review of 
institutional employability strategy; 
including the role that targeted 
interventions can play in removing 
barriers to work experience in a 
professional environment, widening 
access to professional networks, and 
acquiring the skills and awareness 
needed to make a successful transition 
into graduate-level work or further 
study. 
 
 
 
 

Oct 2023 Sep 2024 
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Operational 
or Strategic 
Action and 
Alignment 

with  
University 
Strategic 
Themes 

Action 
No 

Section 
Ref 

Objective Issue/Rationale Action Person 
responsible 

Timeframe Success Criteria 

Start End 

Course Content/Syllabus 
Executive Board lead with overarching responsibility for actions in this section: PVC Education 

O 8.1 8a To provide an 
inclusive and 
accessible education 
for all students. 

Over the last three years, fewer 
minority ethnic students were 
awarded a good degree compared to 
White students, the award gap in 
2017/18 was 19%. 
 
REC survey:  
72% of minority ethnic respondents 
agreed that the content of their 
course matches their expectations, 
compared with 81% of White 
respondents.  
 
71% of minority ethnic respondents 
agreed that the content of their 
course reflects the opinions of a 
wide variety of people, compared 
with 75% of White respondents. 

Develop a clear mission statement for 
ULIIHE, along with objectives and KPI’s 
to establish the institute as a lead 
centre for racial inclusivity, research 
informed best practice and measurable 
change across the sector. 

Director of 
University of 

Leicester 
Institute for 
Inclusivity in 

Higher 
Education  

Sept 2022 Aug 2023  

O 8.2    
 
 

Working with Heads of School, embed 
the Racial Inclusivity Toolkit in 30% of 
academic schools across the institution 
by Feb 2023, and 60% of schools by 
Feb 2024 as a measure to reduce the 
awarding gap and increase satisfaction 
of minority ethnic students (which will 
be a KPI of ULIIHE). 

Director of 
University of 

Leicester 
Institute for 
Inclusivity in 

Higher 
Education and 

Heads of 
School 

Nov 2022 Aug 2024 Reduction in the 
awarding gap between 
Black and White students 
from 19% in 2017/18, to 
13% in 2022/23, to 8% in 
2024  
 
2026 REC survey reports: 
- >87% of minority 

ethnic respondents 
agree that the 
content of their 
course matches 

O 8.3 Student and Education EDI Team to 
implement and measure the impact of 
initiatives to close the awarding gap 
between Black and White students 

Head of 
Education 
Services 

Jan 2024  June 2025 
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Operational 
or Strategic 
Action and 
Alignment 

with  
University 
Strategic 
Themes 

Action 
No 

Section 
Ref 

Objective Issue/Rationale Action Person 
responsible 

Timeframe Success Criteria 

Start End 

(including APP awarding gap 
initiatives). 
 

their expectations 
(2023 survey reports 
>80%).  

- >80% of minority 
ethnic respondents 
agree that the 
content of their 
course reflects the 
opinions of a wide 
variety of people 
(2023 survey reports 
>75%). 

 
Racial Inclusivity Toolkit 
rolled out with 30% 
(2023) and 60% (2024) of 
academic schools 
embedding the Toolkit 
 
Academic schools to have 
implemented actions to 
embed curriculum 
inclusivity, assessment 
practice and student 
support measures, and 
detailed them in the APR 
documentation or Racial 
Equality Action Plan. 6 
schools will create action 
plans in 2022, with a 
further 6 schools in 2023 
and 7 schools in 2024. 
 
. 

O 8.4 Support academic colleagues to create 
Racial Inclusivity Action Plans. These 
capture locally generated racially 
inclusive interventions focused on 
curriculum inclusivity, assessment 
practice and student support 
measures. These interventions will 
include recommendations made in 
both the Racial Inclusivity Toolkit and 
the ‘Tackling Racial Inequalities in 
Assessment in HE’ report. 
They will be agreed at a school level for 
short, medium and long term impact 
on the awarding gap and student 
satisfaction levels and the action plans 
will be reviewed annually as part of the 
APR process. 6 schools will create 
action plans in 2022, with a further 6 
schools in 2023 and 7 in 2024. 

Heads of 
School and 

Head of 
Education 
Services 

Feb 2023 Aug 2024 

O 8.5 Map the revised programme 
development, approval and review 
processes against the race equality 
elements of the new research-inspired 
Education Strategy. 

PVC Education 
and Head of 
Education 
Services 

Sept 2022 Aug 2024 

O 8.6 Track, support and monitor new 
programme proposals to ensure race 
equality is embedded throughout. For 
example, including multiple teaching 
and assessment techniques. This will 
be monitored through the Programme 
and Portfolio Development Group. 

Head of 
Education 
Services 

Mar 2023 Aug 2025 
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Operational 
or Strategic 
Action and 
Alignment 

with  
University 
Strategic 
Themes 

Action 
No 

Section 
Ref 

Objective Issue/Rationale Action Person 
responsible 

Timeframe Success Criteria 

Start End 

O 8.7 Continue to develop and promote the 
Library’s Black History Month and Anti-
Racism collections. 

University 
Librarian and 

Director of 
Library and 

Learning 
Services  

Oct 2022 Sep 2024 

O 8.8 Develop an inclusivity rubric to be used 
by academics who are diversifying their 
teaching to identify a minimum 
standard for inclusivity which will be 
monitored through the Annual 
Programme Review process and 
reviewed by Programme and Portfolio 
Development Group 

Head of 
Education 
Services 

Nov 2022 Apr 2023 

O 8.9 Review and refine the Curriculum 
Consultants Initiative (Summer 2022) 
and recruit cohort 2 in 2022/23 to 
ensure that students continue to work 
with academics in co-contributing to 
the development of more inclusive 
curricula as part of the Curriculum 
Consultants Initiative. 

Head of 
Education 

Services and 
Heads of 
School 

Sept 2022 Aug 2024 

O 8.10 8b To ensure 
assessment 
methods are 
inclusive and reduce 
the awarding gap. 

Over the last three years, fewer 
minority ethnic students were 
awarded a good degree compared to 
White students, however, the award 
gap in 2019/20 is 8.7%.  
 
REC Survey:  
68% of minority ethnic respondents 
agreed that they are happy with the 
way their course is assessed, 
compared with 81% of White 
respondents. 

Establish the ULIIHE Management 
Committee (July 2022), the ULIIHE 
External Advisory Board (Feb 2024) to 
oversee the work of ULIIHE and APP 
Operations Group (July 2022) who will 
report into the Education Committee 
to oversee all Awarding gap initiatives 
and their impact.  
 

Director of 
ULIIHE (Paul 
Campbell) 

Head of 
Education 

Services and 
Heads of 
School 

Sept 2022 Aug 2024  
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Operational 
or Strategic 
Action and 
Alignment 

with  
University 
Strategic 
Themes 

Action 
No 
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Ref 

Objective Issue/Rationale Action Person 
responsible 

Timeframe Success Criteria 

Start End 

64% of both minority ethnic and 
White participants had confidence 
that they would achieve a Good 
degree.  
 
62% of minority ethnic respondents 
agreed that they enjoy the way their 
course is taught, compared with 87% 
of White respondents. 

O 8.11   Over the last three years, fewer 
minority ethnic students were 
awarded a good degree compared to 
White students, the award gap in 
2019/20 is 8.7%.  
 
REC Survey:  
68% of minority ethnic respondents 
agreed that they are happy with the 
way their course is assessed, 
compared with 81% of White 
respondents. 
 
64% of both minority ethnic and 
White participants had confidence 
that they would achieve a Good 
degree.   

In order to increase the number of 
students who are happy with their 
course and are confident in achieving a 
good degree, we will conduct further, 
more detailed investigations into the 
causes of the satisfaction and awarding 
gaps at College and School level. This 
will enable us to target appropriate 
interventions to tackle the causes of 
dissatisfaction and lower levels of good 
degrees. 
 

Head of 
Education 
Services 

Director of 
ULIIHE 

Feb 2023 Sep 2023 
 

Reduction in the 
awarding gap between 
Black and White students 
from 19% in 2017/18, to 
13% in 2022/23, to 8% in 
2024. 
 
The 2026 REC survey 
reports: 
- >80% of minority 

ethnic respondents 
agree that they are 
happy with the way 
their course is 
assessed. 

- >80% of both 
minority ethnic and 
White participants 
have confidence 
that they will 
achieve a Good 
degree.  

- >75% of minority 
ethnic respondents 
agree that they 
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with  
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No 
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enjoy the way their 
course is taught. 

O 8.12 To support and 
encourage academic 
staff to consider 
race equality in their 
teaching and course 
design. 

REC Survey:  
45% of minority ethnic participants 
agreed that, where relevant, their 
Course Tutors/Supervisors and 
Lecturers are confident and 
competent in facilitating discussions 
around ethnicity and race, compared 
with 57% of White respondents.  
 
minority ethnic students are less 
satisfied with the quality of teaching 
and learning within their course, 
particularly course content, and a 
relatively low number of both White 
and minority ethnic students 
agreeing that teaching staff have the 
confidence to talk about race.  
 
NSS 2019 overall satisfaction score 
for the University as a whole was 
84%, with the White Students more 
satisfied (88.6%) than minority 
ethnic students (78.9%). Black 
students are least satisfied with their 
UoL experience (72.9%), 15.7% 
lower than White students. 

Increase the proportion of staff 
completing the EDI online module to 
develop awareness and understanding 
of inclusivity. 

HR Director  Jan 2023 Aug 2026 2026 REC survey reports 
>60 % of minority ethnic 
participants agree that 
where relevant, their 
Course 
Tutors/Supervisors and 
Lecturers are confident 
and competent in 
facilitating discussions 
around ethnicity and 
race. 
 
By 2026, minority ethnic 
student satisfaction score 
in NSS >90% (90% for all 
students), >83% by 2023. 
 

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

Associate 
Director of 

EDI and Head 
of Education 

Services 
 

Sep 2022 August 2023  



   

28 
 

Operational 
or Strategic 
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roles and review with the intention of 
rolling out to academic teaching staff 
as a priority.  
 

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

CSSAH Head 
of College and 

Student 
Education EDI 

Team 

Sep 2023 Aug 2024 

O 8.15 Develop and facilitate coursework-
unpacking sessions in which students 
re-imagine coursework instructions 
into a variety of formats. 
 
 

University 
Librarian and 

Director of 
Library and 

Learning 
Services 

Sep 2022 Aug 2024 

 




