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1. Introduction
1.1 This report details the Equity, Diversity and Inclusion (EDI) Team led activity to advance equity and inclusivity at the University since the last report in March 2023.
1.2 It reports on progress across all key equity areas, including in relation to the objectives and priorities identified by the University’s Equity Action Groups, in line with our Public Sector Equality Duty.
1.3 In order to align with changes in reporting and committee structures, this report covers the 10-month period March 2023 to December 2023 for this year only. From 2025 onwards, the EDI annual report will span January to December.

1.4 This report is organised into the following sections:
	Section 1
	Introduction


	Section 2
	Student and Staff 5-year Diversity Profile


	Section 3
	Strategic Framing of Equity, Diversity and Inclusion


	Section 4
	Advancing Equity and Inclusivity in Key Areas


	Section 5
	Organisational Embedding of Equity, Diversity and Inclusion


	Section 6
	Student and Education Equality, Diversity and Inclusion Team Activity and Achievements


	Section 7
	Students’ Union EDI Activity and Achievements


	Section 8
	Summary of Progress and Impact












1.5 As is detailed throughout the report, progress and impact in advancing equity and inclusion at the University of Leicester have continued since the last annual report. This has further developed and strengthened the strategic and operational infrastructure in place to support the University’s ambitious EDI aspirations and commitments.
1.6 The Report includes the full student and staff diversity demographic, including benchmark data, where relevant, over the last 5 years.
1.7 It also includes information about the EDI achievements and activity from both the Student and Education EDI Team and the Students’ Union.
1.8 Other EDI related expertise and activity take place across the University but are not included in this report as they are reported elsewhere. This includes the work of central Student Support Services, where EDI is embedded into service delivery (and includes the Standing Together Team and AccessAbility Service). In addition, embedded EDI activity takes place at College, Division and School/Department level, including as part of the University’s EDI governance structure.
1.9 This annual report details the University’s Pay Gap Report for 2024 and includes, for the first time, the University’s disability, ethnicity, and sexual orientation pay gaps, as well as the gender pay gap, along with details of initiatives and actions and being taken to reduce these gaps.
1.10 Continued strong partnership working, including with the Students’ Union, the Staff Equity Fora, Academic and Professional Services teams and other key stakeholders across the University, remain vital to the work of the EDI Team and to progressing equity and inclusivity at the University of Leicester.

2. Student and Staff 5-Year Diversity Demographic Profile
2.1 This section provides an overview of the diversity demographic of students and staff at the University over the last 5 years.
2.2 The data tables and graphs for both students and staff by equality characteristic are included in Appendix A to accompany the following narrative (see Tables 1.1-7.2 and Graphs 1.1-7.2).
2.3 The student population data covers the academic years 2018/19 to 2022/2023. The data includes all UG, PGT and PGR students, excluding students that are suspended, dormant or withdrawn on 1st December 2022. Dalian students studying at Dalian (China) for all 4 years of their course have been excluded.
2.4 Benchmark figures are included where appropriate, and are the latest available figures from the Advance HE Equality in Higher Education: Student Statistical Report 2023.
2.5 The staff population data covers 2020 to 2024, based on a snapshot of data captured annually on 1st January. Benchmark figures are for 2021/22, the latest available from Heidi Plus (HESA UK HEI Figures).

Age Profile of Students
2.6 In the academic year 2022/23, 60.5% of the student population were classified as ≤21, an increase of 3.9 percentage points in 2021/22 (See Table 1.1, Graph 1.1). This remains above the national sector picture for 2021/22, in which 47.3% of students in UK higher education were classified as ≤21 (Advance HE, 2023 Report).
2.7 Since 2017/18, the proportion of students ≤21 has fluctuated each year, between 56.6% and 63.0%. The vast majority of students at Leicester are in the 18-21 age group (See Table1.1, Graph 1.1).

Age Profile of Staff
2.8 The majority of UoL staff in 2024 are between the ages of 31-60 (74.2%).
2.9 In 2024, UoL has seen an increase by 2.5 percentage points, since 2023, of staff aged 30 and under, from 13.6% in 2023 to 16.1% (Table 1.2, Graph 1.2). This is 0.3 percentage points higher than the national picture of staff for UK HEI’s in 2021/22. 
2.10 The proportion of staff aged 66 has slightly decreased since 2023 and continues to be the lowest proportion of the overall staff body. This is in line with the national picture for UK HEI’s in 2021/22 (See Table 1.2, Graph 1.2).

Disability Profile of StudentsDisability - Students
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2.11 In 2022/23, 11.3% of UoL students declared a disability,                                                                                     this is a 1.1 percentage points increase from 2022/22.                                                                                                  The proportion of students declaring a disability has                                                                                                    remained above 10.0% in the last three academic years,                                                                                                   which is an increase from 2018/19 and 2019/20                                                                                                             (see Table 2.1, Graph 2.1). This is still noticeably lower                                                                                                     than the rate for the UK sector, which was 15.9% in 2021/22 (Advance HE, 2023 Report).
2.12 The proportion of UoL students whose disability status is ‘unknown’ increased by 0.6% from 1.0% in 2021/22 to 1.6% in 2022/23.
Disability – Staff
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Disability Profile of Staff

2.13 Over the last five years, UoL has seen an increase in the                                                                               number of staff declaring a disability. The proportion of                                                                                                      UoL staff declaring a disability in 2024 has increased by                                                                                 1.3 percentage points from 2023 to 8.1% (See Table 2.2,                                                                                         Graph 2.2). This is 1.1 percentage points higher than                                                                    the national picture. 


Ethnicity Profile of Students[image: ]

2.14 Since 2018/19, we have seen considerable                                                                                           growth (increase of 12.6 percentage                                                                                                                        points) in the proportion of students                                                                                                                                         at the University who identified as                                                                                                                     minority ethnic (see Table 3.1, Graph 3.1).                                                                                                          In the academic year 2022/23, 63.2%                                                                                                                       of all UoL students identified as minority                                                                                                              ethnic, an increase from 52.1% in 2020/21.
2.15 In 2021/22, 27.0% of the UK domiciled students in higher education identified as minority ethnic (Advance HE, 2023 Report). It is important to note that the population for UoL student ethnicity data includes international students. It is only compulsory to collect ethnicity data for UK domiciled students and, as such, the sector comparison only includes UK domiciled students in Higher Education.
2.16 Each year we have seen a gradual decrease in the proportion of UoL students who have not declared their ethnicity (from 3.6% in 2018/19 to 2.9% in 2022/23).
2.17 In 2022/23, the majority of UoL students identified as either Asian or Asian British (41.4%) or White (34.0%). 
2.18 The proportion of Asian or Asian British students at UoL has increased by 10.2 percentage points, from 31.2% in 2020/21 to 41.4% in 2022/23 (see Table 3.3, Graph 3.3).
2.19 Of the total UoL minority ethnic students in 2022/23, the largest majority 39.3% were Indian. This is an increase of 18.9 percentage points from 20.4% in 2019/20 (Table 3.5).
2.20 13.4% of all UoL students in 2022/23                                                                                                                                                                                                 were Black or Black British, an increase                                                                                                                                                                                      from 12.7% in 2021/22 (See Table 3.3).                                                                                                                                                                                  Of these students, most identified                                                                                                                               as being from a Black African background                                                                                                                                                                                    (17.4%). Black Caribbean students                                                                                                                 continue to be less represented,                                                                                                               constituting 2.4% of minority ethnic                                                                                                                  students overall at UoL in 2022/23                                                                                                                 (See Table 3.5).Students – Ethnicity (Detailed)
[image: ]

2.21 Nationally, in 2021/22, 42.9% of minority ethnic UK domiciled students were Asian, of which the majority were Pakistani (14.1%) and Indian (13.0%). 6.9% of minority ethnic students were Bangladeshi and 8.8% were from other Asian backgrounds. 29.6% were Black, most of whom were from a Black African background (22.8% of total minority ethnic UK domiciled students). Black Caribbean students were much less represented and constituted 5.3% of minority ethnic UK domiciled students overall. 16.7% of minority ethnic UK domiciled students were from a mixed background, 2.9% were Chinese, and 4.6% identified as other ethnic group (Advance HE, 2023 Report).

Ethnicity Profile of Staff
2.22 In 2024 28.8% of UoL staff identified                                                                                                                        as minority ethnic, 65.7% as white                                                                                                                              and 5.5% did not declare their                                                                                                                     ethnicity. The proportion of minority                                                                                                                                                    ethnic staff at UoL has increased                                                                                                                     since 2020 (18.0%) by 10.8%                                                                                                                   percentage points and is substantially                                                                                                    higher than the UK HEI figure in                                                                                                                       2021/22 (15.8%) (See Table 3.3,                                                                                                                                                   Graph 3.3).Staff – Ethnicity (Detailed)
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Staff – Ethnicity (Broad)
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2.23 The number of UoL staff disclosing their                                                                                                              ethnicity has continued to increase over                                                                                                             the last five years, with the proportion                                                                                                                                                            of ‘prefer not to say’ reducing from 12.9%                                                                                                                          to 5.5%. This is 2.7 percentage points                                                                                                               lower than the UK HEI figure in 2021/22                                                                                                                            (8.2%).
2.24 In 2024, the proportion of Asian or Asian British (19.9%), Black or Black British (4.2%) and Other and Mixed (4.7%) UoL staff is higher than the national picture for UK HEI’s in 2021/22 (See Table 3.4, Graph 3.4).

Religion or Belief Profile of Students
2.25 The proportion of UoL students reporting no religion or belief has continued to decrease each academic year, from 42.6% in 2019/20, to 30.6% in 2022/23 (See Table 4.1, Graph 4.1).
2.26 The proportion of Hindu students at UoL has continued to increase over the last five years, with the most considerable increase from 7.6% in 2020/21 to 14.6% in 2022/23. This remains noticeably higher than the national figure in 2021/22, in which the proportion of UK higher education students who reported their religion as Hindu was 4.2% (Advance HE, Report 2023).
2.27 Since 2018/19, the proportion of Muslim students at UoL has increased by 4.7 percentage points, from 11.6% to 16.3% in 2022/23. 
2.28 The proportion of Sikh students at UoL has increased in the last three years, from 3.0% in 2019/20 to 5.3% in 2022/23. This is higher than the national figure in 2021/22, in which 1.0% of students in UK higher education reported their religion as Sikh (Advance HE, 2023 2023).   
2.29 Since 2020/21, there has been a decrease in the proportion of Christian students at UoL, from 27.8% to 24.2% in 2022/23. 
2.30 Nationally, Advance HE reported that the religion or belief groups with the highest proportions of students in 2021/22, were no religion or belief (43.8%), Christian (28.7%) and Muslim (10.6%) (Advance HE, Report 2023).
2.31 See section 6 for details of how the University is developing its provision to support student and staff faith groups.

Religion or Belief Profile of Staff
2.32 The religion or belief groups with the highest proportion of staff in 2024 include: 36.5% no religion or belief, 23.5% Christian, 5.6% Hindu and 6.9% Muslim. 22.3% of UoL staff declared ‘prefer not to say’ a reduction of 3.8 percentage points from 2023 (See Table 4.2, Graph 4.2).
2.33 Over the last five years, the proportion of staff who have declared ‘prefer not to say’ has decreased by 20.9 percentage points, from 43.2% in 2020 to 22.3% in 2024.

Sex/Gender Profile of StudentsStudents – Sex/Gender Profile
52.5% of students are female
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2.34 The University has seen an increase                                                                                                                                                          in the proportion of female students                                                                                                                 studying at UoL in 2022/23 (52.5%)                                                                                                             compared to 51.5% in 2021/22. Female                                                                                                                           students continue to make up the                                                                                                          majority of those studying at UoL                                                                                                                             (See Table 5.1, Graph 5.1).
2.35 The higher proportion of female                                                                                                                         students studying at UoL compared                                                                                                                                                 to male students, aligns with the                                                                                                                  national picture in UK higher education.                                                                                                                          In 2021/22, 57.3% of all students studying                                                                                                                           in UK higher education were female                                                                                                                                                                                                                  (Advance HE, Report 2023).

Sex/Gender Profile of StaffStaff – Sex/Gender Profile
55.8% of staff are female
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2.36 In 2024, 55.8% of UoL staff identified                                                                                                                                        as female and 44.2% as male. The                                                                                                             proportion of females at UoL is                                                                                                                          slightly higher than the national UK                                                                                                                         HEI average in 2021/22 (55.2% female).                                                                                                             Over the last five years, female staff have                                                                                                 remained the majority of staff at UoL                                                                                                                        (See Table 5.2, Graph 5.2).

             Gender Identity of Staff
2.37 In 2024, 67.2% of UoL staff declared that                                                                                                                                        their gender identity matches their ‘sex as registered at birth’, 1.0% of staff declared that their gender identity differs to their ‘sex as registered at birth’ and 31.8% of staff chose not to declare (Table 6.1, Graph 6.1). We will continue to monitor gender identity data in future annual reports.
2.38 The University first began to collect gender identity data from students in the academic year 2023/24. As such, student gender identity information is not available for the academic year 2022/23. We will monitor and report on this in next year's annual report.  

Sexual Orientation Profile of Students
2.39 The proportion of students at                                                                                                                                    the University identifying as                                                                                                                                                                            LGB+ (Bisexual, Gay man, Gay                                                                                                                     woman/Lesbian, Other) has                                                                                                                             increased in the last five years since                                                                                                                      2018/19, from 5.8% to 9.9% in 2022/23                                                                                                                     (See Table 7.1/Graph 7.1).Students – Sexual Orientation
(*Bisexual, Gay Man, Gay woman/lesbian, Other)
[image: ]

2.40 The University first started recording                                                                                                                                       sexual orientation in 2015/16 and                                                                                                                                            the proportion of students choosing                                                                                                                     to disclose their sexual orientation has                                                                                                                   increased each year. There have been fluctuations in the proportion of students who selected ‘information refused’ over the last five academic years.

Sexual Orientation Profile of StaffStaff – Sexual Orientation
(*Bisexual, Gay Man, Gay woman/lesbian, Other)
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2.41 In 2024, 6.1% of UoL staff identified                                                                                                                        as LGB+ (Bisexual, Gay man, Gay                                                                                                                      woman/Lesbian, Other), 69.3% as                                                                                                  Heterosexual/straight and 24.6% as                                                                                                                 ‘prefer not to say’ (See Table 7.2,                                                                                                                          Graph 7.2). The proportion of staff                                                                                                                     declaring ‘prefer not to say’ has                                                                                                                           steadily decreased considerably                                                                                                                            since 2020 by 22.9 percentage points, and the proportion of staff declaring their sexual orientation as LGB+ has increased by 2.4 percentage points.

Key Data Trend Reflections
2.42 Reflecting on both the student and staff diversity profile at the University of Leicester over the 5-year period, there is continued increased diversity across the categories of disability, ethnicity, religion or belief and sexual orientation.
2.43 The ethnic diversity of our student body, continues to increase significantly, with 63.2% of all UoL students in 2022/23 identifying as minority ethnic, compared with 52.1% in 2020/21. 
2.44 Black or Black British Caribbean students continue to be less represented, constituting 2.4% of minority ethnic students, compared to 17.4% Black or Black British – African students. 

2.45 The proportion of Hindu students has significantly increased since 2018/19, from 4.9% to 14.6% in 2022/23, and the proportion of Muslim students has increased from 11.6% in 2018/19 to 16.3% in 2011/22. Both are considerably higher than the national sector figures. 
2.46 The proportion of both students and staff at the University identifying as LGB+ (Bisexual, Gay man, Gay woman/Lesbian, Other) has increased in the last five years, students from 5.8% to 9.9% and staff from 3.7% to 6.1%.

2.47 The percentage of minority ethnic staff has also increased over the last five years, from 18.0% in 2020 to 28.8% in 2024and whilst this is higher than the sector average, it is still significantly lower than the student body. Details of progress being made in inclusive recruitment can be found in Section 4.5.
2.48 The percentage of minority ethnic and female staff in some key staff groups continues to increase, including the female professor, Grade 10 female staff, minority ethnic Academic staff and female Academic staff groups (Table 7.5). 
2.49 In 2024, there was a slight decrease in the percentage of minority ethnic professors, from 14.2% to 13.8%, and in Grade 10 minority ethnic staff, from 5.6% to 4.9%.

Table 7.5: Diversity in Key Staff Groups
	[bookmark: _Hlk152919178]Staff Groups
	March
2021
	September
2021
	January
2022
	January
2023
	January 2024

	All Staff: Minority Ethnic
	19.1%
	21.6%
	22.6%
	26.1%
	28.8%

	Professors: Minority Ethnic
	10.7%
	11.7%
	11.7%
	14.2%
	13.8%

	Professors: Female
	23.7%
	26.1%
	26.1%
	28.0%
	28.9%

	Grade 10 Professional Services Staff: Minority Ethnic
	6.1%
	9.1%
	8.3%
	5.6%
	4.9%

	Grade 10 Professional Services Staff: Female
	36.4%
	42.4%
	41.7%
	50.0%
	56.1%

	Academic Staff: Minority Ethnic
	14.6%
	21.0%
	21.1%
	27.4%
	30.1%

	Academic Staff: Female
	38.9%
	46.1%
	45.8%
	47.4%
	48.6%



2.50 There are initiatives in place to increase the diversity of key staff groups. For example, there are 2 annual academic promotions workshops for eligible minority ethnic staff and females who are interested in applying and recently promoted staff are encouraged to become mentors to future applicants. The guidance on special circumstances has been developed to recognise systemic disadvantage that may impact academic promotion. An EDI member of staff is now included in the membership of each college Academic Promotions and Senior Staff Pay Committee. A bank of case studies is being developed every year to promote successful promotions. Two new promotions processes for Teaching Fellows and Research Associates at Grade 7 will launch in 23/24. 

Reducing Diversity Data Non-Disclosure Rates:  
2.51 Having an accurate picture of the diversity demographic of the University helps inform intelligence-led service provision, resource allocation and policy, process and practice development.  It helps us to identify specific issues and barriers, and take targeted action to support all of our community and forms part of our statutory duty in publishing our annual Equality Information Report.
2.52 We are making good progress in reducing staff diversity data non-disclosure rates (including both ‘Unknown’ and ‘Prefer Not to Say’ responses) with disability non-disclosure rates reducing to 5.2%, ethnicity to 5.5%, religion or belief to 22.3%, sexual orientation to 24.6% and gender identity (‘gender same as at birth?’) to 31.8% (Table 7.6).
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          Table 7.6: Staff Diversity Data Non-Disclosure Rates
	Staff Diversity Data Non-Disclosure Rates
(includes both ‘Prefer Not to Say’ and ‘Not Known’)



	Category
	September 2020
	January 2021
	January 2023
	January 2024 

	Disability
	9.5%
	7.7%
	5.8%
	5.2%

	Ethnicity
	12.5%
	9.9%
	6.7%
	5.5%

	Gender Identity – gender same as at birth
	N/A
	N/A
	39.7%
	31.8%

	Religion/Belief
	57.9%
	35.7%
	26.1%
	22.3%

	Sexual Orientation
	46.3%
	39.1%
	28.1%
	24.6%



2.53 To accelerate progress, a number of initiatives ran during 2023 to further increase staff diversity data disclosure rates, with a particular focus on the categories of disability, ethnicity, gender identity, religion or belief and sexual orientation. 
2.54 The Deputy Vice-Chancellor (Professional Services) has set a shared objective for all Professional Services Division Heads/Directors to increase their staff diversity data disclosure rates, with reporting and accountability for this through the University’s planning processes.  Diversity data dashboards are shared with all Division Heads every 6 months to support their progress and impact planning in relation to this objective. 
2.55 Table 7.7 details the percentage point change in ‘prefer not to say’ and ‘not known’ responses between February 2023 and October 2023 for Central Professional Service areas against key diversity data categories, with progress made in all Divisions. 

Table 7.7: Central Professional Services Diversity Data  
	Diversity Disclosure Rates for PS Divisions 
(Progress between February 2023 and October 2023)


	Category
	University level



	Digital Services



	Estates & Campus Services


	External Relations



	Finance




	Human Resources



	Library & Learning Services

	Planning, Legal & Governance Services
	Research & Enterprise


	Student & Academic Services

	Disability
	94.97%     +0.25
	91.67%      -2.36
	93.72%     +1.67
	96.63%       - 0.92
	94.67%      -0.92
	100% disclosure
	94.25% +0.06
	90.32% +7.56
	93.86%       -2.14
	98.13% +0.93

	Ethnicity
	94.85%    +1.14
	87.5%         -1.31
	94.4%             +3.05
	95.14%   -1.20
	93.33%       --0.78
	100% disclosure
	98.85% +1.18
	93.55% +10.79
	95.61% +0.41
	97.01% +0.61

	Gender same as at birth?
	67.62%     +-9.66
	56.25% +6.15
	69.27%     +18.56
	72.29% +7.39
	58.67% +4.25
	72.22% +2.49
	57.47% +3.98
	83.87% +11.46
	66.67% +0.27
	67.54% +5.14

	Religion/belief
	81.57%    +3.53
	71.53% +1.38
	84.21%     +7.36
	80.90% +3.35
	76.00% +2.47
	93.06% --0.37
	82.76% +0.20
	83.87% +4.56
	83.33% +1.73
	78.73% +0.33

	Sexual orientation
	79.14% +4.25
	70.83%      +2.18
	80.64% +8.38
	77.16% +3.28
	70.67% +0.08
	94.44% +1.02
	77.01% +1.43
	77.42% +8.45
	81.58% +3.98
	80.22% +1.02



2.56 A number of successful targeted initiatives have also been implemented during 2023, with a focus on increasing staff diversity data disclosure.
2.57 In the College of Science and Engineering, following a targeted initiative to increase diversity disclosure rates among Grade 10 staff, led by the PVC and Head of College, the percentage of staff who have declared their diversity data in all categories increased from 24.0% to 40.5% (Table 7.8). This initiative is now being rolled out across the College.
2.58 In Estates and Campus Services, the EDI Team have provided an opportunity for staff to update their diversity data at the end of ESC team meetings, either via the completion of a paper copy of the disclosure form or the data being input into the online system with them present. This has contributed to the increase in the percentage of staff who have declared their diversity data in all categories from 46.7% to 60.4% (Table 7.8). This practice will continue throughout 2023/24.

       Table 7.8: Staff Diversity Data Disclosure in CSE and ECS
	[bookmark: _Hlk152161884]Staff Diversity Data Disclosure
	Before the campaign (data census point 31.01.23)
	After campaign (data census point (05.09.23)
	 Percentage point increase in disclosure rates 

	Grade 10 Staff (70) in CSE
	Percentage of staff who have declared their diversity data in all categories
	24.0% 
	40.5% 
	16.6

	ECS Staff (574)
	Percentage of staff who have declared their diversity data in all categories
	46.7%
	60.4%
	13.7



2.59 The University will also be introducing socio-economic diversity data collection, monitoring and reporting for staff in February 2024.

3 Strategic Framing of Equity, Diversity and Inclusion at the University of Leicester
3.1 A key area of activity for the EDI Team over the last                                                                                                  10 months has been the development of the University’s                                                                                               new 5-year EDI Strategy with comprehensive Delivery Plan                                                                                  (see Appendix B).[image: ]

3.2 The Strategy and Delivery Plan were developed in                                                                                       collaboration with the university community and are                                                                                     closely aligned with (i) University’s Strategy, where EDI is                                                                                        a guiding principle and ‘Inclusive’ is 1 of the university 3                                                                                               values, and with (ii) the University’s People Strategy, where                                                                                  ‘Inclusivity’ is 1 of 5 strategic pillars.
3.3 The Strategy sets out how the University will achieve its                                                                                                    strong commitment to be a truly inclusive university,                                                                                                    through six interconnected strategic aims:
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3.4 The Strategy commits us to ensuring that no member of our university community is disadvantaged, excluded or harassed on the grounds of any aspect of their identity. 
3.5 It also commits us to having difficult conversations, including in areas of apparent conflicting equity rights and concerns, with sensitivity and holding ourselves to account by facing challenges with integrity and accountability to build a strong, inclusive and open community.
3.6 It recognises current challenges and opportunities for the University, as for the sector as a whole, in terms of freedom of speech, academic freedom and equity and inclusion.
3.7 Freedom of Speech:  the HE sector is working through the implications of the recent Higher Education (Freedom of Speech) Act 2023, with its aim to make provision in relation to freedom of speech and academic freedom in higher education institutions and students’ unions and, in particular, the duty it brings for both to actively promote freedom of speech.
3.8 The University is well-positioned to respond to the Act and a Freedom of Speech Working Group, chaired by the Provost and Deputy Vice-Chancellor, has been established and meets monthly.
3.9 The Working Group will review and revise the University’s Code of Practice Concerning Freedom of Speech and make recommendations in relation to the University’s ongoing compliance with the Act. It will also oversee the implementation of appropriate reporting mechanisms in relation to the specific requirements of the Act.
3.10 The issue of freedom of speech/academic freedom and its relationship to equity, diversity and inclusion will be a significant focus for the EDI Team in the coming year, as the sector produces guidance on the impact of the enhanced duties around freedom of speech and the need to ensure that universities remain inclusive and safe for all students. 
3.11 We have recently developed Proportionate Decision-Making Guidance and aligned documentation to inform accountability in making and recording decisions which may entail making freedom of speech/academic freedom related decisions. 
3.12 The Guidance and Form have been utilised effectively in reviewing and decision making in relation to on-campus activities, such as protests, awareness raising events and posters, in the context of the current Israeli and Palestinian conflict. 
3.13 This has helped ensure that all decisions made have been rigorously and systematically informed by a clear understanding and consideration of (i) the University’s legislative duties and responsibilities (including the Higher Education (Freedom of Speech) Act 2023, the Equality Act 2010 and the Prevent Duty (Counter-Terrorism and Security Act 2015)) and (ii) the University’s commitments and responsibilities in relation to inclusivity and good campus relations. 
3.14 More broadly, the University has worked closely with the Students’ Union in its communications, support and engagement with student and staff groups impacted at such a challenging and sensitive time for the diverse university community.
3.15  A number of listening events have taken place with student groups impacted by the conflict to provide a safe and supportive opportunity for students to share their perspectives, experiences and concerns with the University, including on safety, freedom of speech, university communications and the impact on student health and wellbeing and studies.


4 Advancing Equity and Inclusivity in Key Areas
4.1 Measuring and Benchmarking Progress
4.1.1 An important part of the University’s equity and inclusivity work, is to continually review and assess the progress we are making and the impact our initiatives are having by benchmarking against relevant sector and other nationally recognised equity charters.
4.1.2 Submission to equity charters involves a comprehensive self-assessment process and the development of an evidence-based and solution focussed action plan to remove any barriers or inequities identified, to bring genuine organisational structure and culture transformation.
4.1.3 The equity charters that the University is affiliated to are the standard sector and national charters:

· Athena Swan Charter
· Disability Confident Scheme
· Race Equality Charter
· Stonewall Workplace Equality Index

4.1.4 It is important that our equity and inclusion work is not determined and bound by equity charters and their aligned awards but, rather, that we use them to measure and benchmark the progress we are making. Applications to charters have a very significant impact on resource but they remain a key sector marker of equity and inclusivity progress.
4.1.5 Our current sector standing in terms of charter awards is strong, enhanced by our successful 2022 submission for a Bronze Race Equality Charter Award.
4.1.6 The University of Leicester is currently 1 of 7 universities that hold a Silver (or higher) Athena Swan Award, a Bronze (or higher) Race Equality Charter Award, and a Disability Confident Level 2 (Employer) or Level 3 (Leader) Award; this is alongside Aston University, Imperial College London, the University of Brighton, the University of Cambridge, the University of Exeter, and the University of Southampton.
4.1.7 If we are successful in our Level 3 Disability Confident Leader Award submission and the renewal of our Athena Swan Silver Institutional Award in 2024, we will be 1 of 3 universities that hold a Silver (or higher) Athena Swan Institutional Award, a Bronze (or higher) Race Equality Charter Award, and a Level 3 Disability Confident Leader Award; alongside Imperial College London and the University of Southampton.
             










                Diagram 1: Equity Charter Awards 2008-2023


4.1.8 In addition, the University holds 9 Departmental Athena Swan awards, including a Silver College award by the College of Life Sciences (Table 8.1).
4.1.9 Most recently, the School of Physics and Astronomy submitted an Athena Swan Silver renewal award in the November 2023 submission round.  
4.1.10 The School of Computing and Mathematical Sciences (formally Department of Informatics and Department of Mathematics) are working on a new Bronze application as a newly merged School with an intention to submit in 2024.  Archeology and Ancient History and Museum Studies have also been working on the renewal of their existing award with planned submissions in 2024.
4.1.11 The School of History, Politics and International Relations are working towards their first Athena Swan Bronze award, with an intention to submit in late Summer/Autumn 2024.








              Table 8.1: University of Leicester Departmental Athena Swan Awards
	School
	Level of Award
	Date of Award
	Next Submission Date

	School of Chemistry
	Silver
	22/12/2022
	31/12/2027

	School of Physics & Astronomy
	Bronze
	30/04/2018
	31/11/2023
Submitted

	Department of Informatics (now School of Computing and Mathematical Sciences)
	Bronze
	18/10/2018
	29/03/2024


	Department of Mathematics (now School of Computing and Mathematical Sciences)
	Bronze
	18/10/2018
	29/03/2024


	School of Archaeology and Ancient History
	Bronze
	29/04/2019
	31/05/2024

	School of Museum Studies
	Bronze
	30/09/2019
	29/11/2024

	College of Life Sciences
	Silver
	29/04/2020
	30/05/2025

	Leicester Law School
	Bronze
	29/04/2020
	30/05/2025

	School of Business
	Bronze
	20/01/2023
	31/01/2028



4.1.12 The EDI Team are responsible for supporting the leadership of institutional level equity charter related work and departmental level Athena Swan submissions, through a framework review process, with a particular focus on data collection and presentation, conducting and analysing culture surveys, along with full submission review and analysis.
4.1.13 Our planned engagement with the equity charters over the next four years (Diagram 2), includes the submission for Disability Confident: Leader Status (Level 3) and a Renewed Institutional Silver Athena Swan Award in 2024, consideration of a submission to a LGBT+ Inclusion Charter (Stonewall Workplace Equality Index or a comparable award) in 2025 and a Silver Race Equality Charter Award in 2026.

Diagram 2: Equity Charter Awards Submission Plan 2024-2026


4.1.14 A number of universities have withdrawn from Stonewall’s Diversity Champion programme in recent years. In discussion with the LGBT+ Action Group (including members of the Students’ Union and the LGBT+ Staff Forum), we intend to retain membership of Stonewall, recognising its continuing role in leading LGBT+ inclusion in the UK, and consideration will be given to submitting to the Workplace Equality Index in 2025.

4.2 Advancing Equity and Inclusivity in Key Areas – Disability
4.2.1 The University’s work to advance disability equity and inclusion has continued over the last 12 months, in collaboration with both the Disability Staff Forum and the Students’ Union.
4.2.2 Initiatives and activities have focused on supporting and delivering the strategic objectives, proposed by the Disability Equity Action Group and confirmed by the EDI Committee, as detailed in Table 8.2.

      Table 8.2: Disability Equity Objectives 2023-2024
1
Support the University to learn from the changes to working practices and student offer brought about by Covid-19 pandemic that positively and negatively impacted disabled staff and students.
Lead the University to embed disability equity principles, proactive good practice, accessibility and inclusive design into the physical and virtual environment.
Lead and promote engagement and awareness to embed disability equity, inclusivity and proactive understanding across the organisation, effecting a cultural shift to a disability inclusive, empathetic culture, aligned with the Dignity and Respect at Leicester Framework.
2
3
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4.2.3 Disability Confident: Following a comprehensive self-assessment process, the University was re-awarded Disability Confident Employer (Level 2) status in July 2023, recognising the work undertaken over the last 3 years to progress disability equity and improve disability inclusion for staff. 
4.2.4 Work is now being undertaken, in consultation with the Disability Equity Action Group and the Disability Staff Forum, and working with an external validator, to validate progress against the Disability Confident Leader (Level 3) criteria. With the intention to submit for Disability Confident Leader status by July 2024. 
4.2.5 This validation process requires us to demonstrate how we are leading disability equity and inclusion within the University, wider sector and community, our journey to date and our future aspirations to continue to improve as a disability inclusive employer.
4.2.6  In addition to making us an employer of choice in attracting disabled staff, applying for Leader status is a way to calibrate against best practice, identifying areas for further improvement and helping us to maintain focus and momentum in effecting positive change for disabled staff. 
4.2.7 Accessibility Audit: Recommendations from the three Accessibility Audits (Digital access, Physical access and Inclusive Learning) undertaken in 2022, continue to be taken forward by the relevant University leads and their areas.  The Disability Equity Action Group and Disability Staff Forum have input on the prioritisation of these actions, and are informing the annual physical estate works to improve accessibility for staff and students, based on lived experience. 
4.2.8 Disability Confidence for Managers Training: Since Spring 2022, 165 staff have completed this training. The course focuses on increasing understanding of disability and associated responsibilities for managers, and equips managers with the skills and confidence to proactively support disabled team members and create an inclusive environment for disabled colleagues to thrive. 
4.2.9 A disability inclusive environment and effective reasonable adjustments are critical to ensuring disabled staff are able to contribute fully in the workplace. In recognition of this, and following feedback from the Disability Staff Forum and Disability Equity Action Group, this training is to become mandatory for all PDD reviewers during 2024.  The training has been re-designed to become a blended learning package, with a mandatory online webinar supplemented by an optional workshop.  The new mandatory blended version of this training will be launched early in 2024.
4.2.10 Disability Inclusive Recruitment: A new draft Disability Inclusive Recruitment Guide has been developed by the Staff Disability Advisor, in conjunction with EDI, and will be reviewed in consultation with the Disability Equity Action Group and Disability Staff Forum in January 2024.  Alongside this, disability inclusive best practice has been further woven through recruitment process, webpages and guidance, to attract disabled candidates and improve their candidate journey. 
4.2.11 Collection of data relating to disabled candidates’ journey from application to offer has been introduced, enabling us to identify any disparities and measure the impact of initiatives taken to address. This data will form part of the recruitment dashboards from May 2025.
4.2.12 Staff Policy Development: As part of the review of the Maximising Attendance Policy, the Disability Staff Forum and Disability Equity Action Group were consulted, resulting in changes to the way disability-related sickness absence is managed. A separate Disability Leave Policy for leave associated with disability, for example, attendance at appointments, is being developed.  
4.2.13 Staff Quiet Room: In response to requests and external best practice, and in collaboration with the Disability Staff Forum, a dedicated quiet room has been provided and equipped for use by neurodivergent staff, disabled staff and those with a health condition to rest and retreat from the busy campus.  The room will also be available to students who the Accessibility Centre feel would benefit from access to the space. The room will be available from January 2024 and feedback and usage of the space will be monitored to assess impact and whether a further similar space would be of benefit elsewhere on campus. 
4.2.14 [bookmark: _Hlk140690645]COVID-19 – Disability and Best Practice: The University continues to support disability related considerations and individual adjustment requirements within hybrid working and WorkSmart processes and spaces, including adjustments relating to equipment on campus and remote/home locations.
4.2.15 [bookmark: _Hlk155941908]International Day of Disabled People 2023:  3 December marks the United Nation’s sanctioned date to celebrate the achievements and contributions of disabled people, raise awareness of disability inequity and promote the rights of disabled people.
4.2.16 The University celebrated this date with a programme of events from 27 November to the 8 December, in collaboration with the Attenborough Arts Centre, the Disability Staff Forum, Staff Health & Wellbeing and the University’s various departments. There were a number of virtual, face-to-face and hybrid events that focused on the awareness of neurodiversity, celebration of disabled artists, training on accessibility, exploration of the lived experienced of disability and appropriate allyship, and showcasing the support that is available here at the University and how to access it.
4.2.17 With performances from local disabled artists with WORD!, to dedicated hybrid webinars, networking opportunities, and showcases of the work undertaken to support disabled staff and students with demonstrations of the equipment and support available.
4.2.18 [bookmark: _Hlk153789836]Disability Allyship Training was delivered by the Disability Staff Forum Co-Chair, focusing on the concept of disability from the perspective of those with lived experience. Considering various models of disability, including the medical, social, and ‘affirmative’ model, which is emerging from within the disabled people’s movement where disability is to be celebrated as part of the normal diversity of human existence.
[bookmark: _Hlk140688504]
4.3 Advancing Equity and Inclusivity in Key Areas – Gender
4.3.1 Advancing gender equity remains a clear and visible priority across the University. This includes the continued commitment to implement the Institutional Silver Athena Swan action plan priorities, and a continued focus to address the University’s gender pay gap.
4.3.2 Table 8.3 details the University’s agreed gender equity objectives, for the academic year 2023-2024 proposed by the Gender Equity Action Group and confirmed by the EDI Committee.

            Table 8.3: Gender Equity Objectives 2023-24
1
Support the central University action plans being developed in response to the low favourable gendered response rates to the 2022 staff survey.
To monitor and progress the University of Leicester’s Athena Swan Silver Action Plan priorities, and support the work towards the renewal of the Silver Award, highlighting progress made against initial plans and endorsing future priorities.
To oversee the implementation of actions in Gender Pay Gap Action Plan and to review progress against the specific and measurable targets.
2
3
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4.3.3 Athena Swan: As detailed in 4.1.6, the University currently holds an Institutional Silver Athena Swan award (awarded in 2018 with a renewal submission to be made in 2024). Given the comprehensive nature of the award process, including detailed self-assessment and analysis across the full student and staff lifecycles, the University’s current actions to advance gender equity are framed around the existing aligned Silver action plan.
4.3.4 In 2023, a key priority for the University was the progression of our Institutional Athena Swan Silver award renewal, due to submitted in May 2024. 
4.3.5 The renewal application will be the first institutional level application under the Transformed UK Athena Swan Charter Framework.  To support this work, we have established an Institutional Self-Assessment Team, chaired by the Provost and Deputy Vice-Chancellor, which includes staff and student representatives from across the University. The Team is undertaking a full evaluation of our gender equity progress and issues to identify our future priorities for action from May 2024-2029.  
4.3.6 Annual Pay Gaps Report: The University will publish its 2023 Pay Gaps Report in March 2024 (see Appendix C for full report). For the first time, the report detailing the University’s gender pay gap is expanded to include disability, ethnicity, gender and sexual orientation.
4.3.7 This will give increased transparency and accountability across all key equity groups and aligns the University’s commitments, especially its visible commitments, to advancing equity and inclusion in relation to ethnicity, disability and sexual orientation with those for gender around pay equity.
4.3.8 For the 2023 report, the data included for disability, ethnicity and sexual orientation is headline data only (see Table 8.4 for the University’s mean and median gender pay gaps by reported protected characteristic).

     Table 8.4: University of Leicester Pay Gaps 2023
	University of Leicester Pay Gaps 2023


	Gender Mean
	Gender Median
	
	Ethnicity 
Mean
	Ethnicity Median
	
	Disability Mean
	Disability Median
	
	Sexual Orientation
Mean
	Sexual Orientation
Median

	19.2%

	17.9%

	
	12.0%
	13.3%
	
	9.2%
	19.5%
	
	12.4%
	16.9%









4.3.9 From 2024, fuller pay gap reporting will include pay gap data for all 4 identified protected characteristics at (i) full university level (ii) Grades 1-5 (iii) Grade 6-9, Grade 10, Academic Staff and PS Staff, as well as the required additional statutory gender pay gap data.
4.3.10 Gender Pay Gap: On the census date of 31 March 2023, there were 5,829 employees of the University (an increase of 760 from 5,069 in 2022). 57.8% were female (compared to 57.2% in 2022) and 42.2% male (compared to 42.8% in 2022).
4.3.11  The University’s current mean gender pay gap is 19.2%, dropping below 20% for the first time since statutory reporting began in 2017, and the median gender pay gap is 17.9%. Both of these are higher than the higher education sector gender pay gap calculated by Advance HE, which reports a mean gender pay gap of 14.2% and a median gender pay gap of 8.5%. The median gender pay gap for all employees in the UK in 2023, based on the Annual Survey of Hours and Earnings, is calculated by the Office for National Statistics at 14.3%.
4.3.12 Since 2017, the University of Leicester has seen an overall reduction of 4.9 percentage points to its mean gender pay gap and a reduction of 4.8 percentage points to its median gender pay gap (Table 8.5).

	Year
	Mean Gender Pay Gap
	+/- Movement for the Year by Percentage Points
	+/- Movement in Total by Percentage Points
	Median Gender Pay Gap
	+/- Movement for the Year by Percentage Points
	+/- Movement in Total by Percentage Points

	2017 
	24.1%
	---
	---
	22.7%
	---
	---

	2018 
	23.1%
	- 1
	- 1
	19.0%
	- 3.7
	- 3.7

	2019 
	20.6%
	- 2.5
	- 3.5
	18.4%
	- 0.6
	- 4.3

	2020 
	20.3%
	- 0.3
	- 3.8
	19.0%
	+ 0.6
	- 3.7

	2021 
	20.0%
	- 0.3
	- 4.1
	16.0%
	- 3.0
	- 6.7

	2022 
	21.1%
	+ 1.1
	-3.0
	18.6%
	+ 2.6
	- 4.1

	2023 
	19.2%
	-1.9
	-4.9
	17.9%
	- 0.7
	-4.8


 Table 8.5: University of Leicester Gender Pay Gap 2017-2023

4.3.13 [bookmark: _Hlk153960569][bookmark: _Hlk153960227]The University’s current mean bonus gender pay gap is 75.4% (29.4% in 2022) and median bonus gender pay gap is 0.0% (55.9% in 2022). As the University only has a small number of bonus awards and the Clinical Excellence Awards are included in these calculations (although the cost of these is refunded by the NHS) the bonus gender pay gap is subject to significant fluctuation on an annual basis.  
4.3.14 As for many organisations, key determinants of the University’s gender pay gap include the absence of a gender balance across job categories (horizontal occupational segregation) and through the different pay grades (vertical occupational segregation). At the University of Leicester, women continue to be overrepresented in lower and middle paid roles and underrepresented in higher paid roles.
4.3.15 Gender Pay Gap: We are continuing to implement the SMART Action Plan that was developed by Gender Pay Gap Working Group, which was chaired by the Vice-Chancellor, to give sustained and action orientated focus to the University’s gender pay gap. The Gender Equity Action Group oversees the action plan progress. 
4.3.16 Recruitment Panel Composition: Actions underway include regular monitoring and analysis of recruitment panel composition and appointments by gender and ethnicity and mentoring for academic promotion.
4.3.17 EDI Data Dashboards: Dashboards detailing the gender pay gap, staff demographic and recruitment data by gender and ethnicity at School/Divisions, College and University level are continuing to be produced annually for all Heads.
4.3.18  Anonymous Shortlisting: As part of our Gender Pay Gap Action Plan commitments, the University has introduced anonymous shortlisting for all Professional Services roles at the University, provided they are not going through an executive search process. 
4.3.19 Gender Equity Events: The University’s annual programme of gender equity events has continued to take place across the University through engagement with international campaigns, such as International Women’s Day and 16 Days of Activism against Gender-Based Violence.  Events (the latter of which is led by the Standing Together Team) which have taken place to support these campaigns have been organised collaboratively with, the Gender Equity Action Group, the Women’s Forum, the Students’ Union, Student Support Services and various academic departments. 
4.3.20 International Women’s Day 2023: In March 2023, the University held a number of physical and virtual International Women’s Day events under the global theme of #EmbraceEquity. Events included, a return of the award winning Wall of Women, focused sessions on women's health (Let’s Talk About: Periods! And Heartwize CPR Training), local artistic performances (Emma Bourke and Ildiko Rippel’s Wilding, and a special WORD! performance from Liv Torc), career development (Women in Space Showcase, and a panel session with Ane Wafula-Strike hosted by the Business School), and the history of women at the University (the Legacy of Rhoda Bennett). 
4.3.21 The University’s International Women’s Day Working Group has been meeting to plan the schedule of events for March 2024.

4.4 Advancing Equity and Inclusivity in Key Areas – LGBT+
4.4.1 Work to advance the agreed LGBT+ strategic objectives has continued in collaboration with a broad range of stakeholders, including the Students’ Union and the LGBT+ Staff Forum.
4.4.2 Table 8.6 details the University’s agreed LGBT+ equity objectives for 2023-2024, proposed by the LGBT+ Equity Action Group and confirmed by the EDI Committee.












      Table 8.6: LGBT+ Equity Objectives 2022-23

1
Drive and promote cultural change whereby LGBT+ equity is further embedded in the University functions, activities and ethos, including embedding LGBT+ equity, inclusivity and understanding across the organisation, effecting a cultural shift to a LGBT+ inclusive culture, aligned with the University’s commitments and the Dignity and Respect at Leicester framework.
Work with trans and non-binary staff and students to enhance the trans and non- binary voice and visibility in the University, through understanding, identifying and informing appropriate responses to related inequalities experienced by both students and staff. Alongside implementing proactive measures to develop the safety of the trans and non-binary community at the University, alongside a continued commitment towards trans/non-binary inclusion. 
Identify priority areas to enhance the lives of the LGBT+ community at the University of Leicester at the operational and institutional levels, additionally identifying key focuses on the mental and physical wellbeing of LGBT+ staff and students and the health and wellbeing inequalities the community disproportionately experiences.
2
3
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4.4.3 Staff LGBT+ Toolkit: Following the positive feedback on the Staff Disability Toolkit, a Staff LGBT+ focused toolkit has been developed in collaboration with LGBT+ Staff Forum and LGBT+ Equity Action Group. The Toolkit provides relevant policies, procedures and guidance, together with information about LGBT+ inclusion, training, resources and support in a central online hub.
4.4.4 Gender Inclusive Facilities: Following a review of best practice, standard signage for university gender inclusive toilet and wash facilities has been developed. This has been added to the ECS Inclusive Design Guide and informs the University’s approach to inclusive design for new buildings and refurbishments. Information about the location of gender inclusive facilities across campus will be added to our webpages, the Staff LGBT+ Toolkit and Supporting Trans, Gender-Fluid and Non-Binary Staff and Students Guide.
4.4.5 World AIDS Day 2023: The University was proud to support local organisations and communities in Leicester in commemorating World AIDS Day with a dedication memorial in the city centre, and in support of the World Health Organization’s #LetCommunitiesLead initiative towards equitable HIV prevention, treatment and care. 
4.4.6 Leicester Pride 2023: The University, alongside the Students’ Union, joined the city-wide celebrations at Abbey Park for the 15 years of Leicester Pride. Our presence is a continuation of our proud history of contributing to the ongoing work in advancing LGBT+ equity and inclusion.
4.4.7 The University is preparing for its annual celebrations for LGBT+ History Month in 2024, a period for us to celebrate and recognize the recognise the achievements, history and contributions of the LGBT+ community, raise awareness of LGBT+ inequity and promote the rights of the LGBT+ community.
4.4.8 Trans Day of Remembrance 2023: In collaboration with the Students’ Union, the University supported a vigil on campus commemorating the memory of trans, non-binary and gender non-conforming individuals whose lives have been lost to acts of anti-trans violence, suicide, and medical complications. 
4.4.9 LGBT+ Allyship Training: Developed alongside the Students’ Union following consultation with both the LGBT+ Equity Action Group and LGBT+ Staff Forum, the training explores how to be an active LGBT+ ally, familiarising staff with key language and terminology, covering practical steps and scenarios on allyship, international statistics on LGBT+ rights, current legislative laws in the UK, and LGBT+ student’ experiences.

4.5 [bookmark: _Hlk140688775]Advancing Equity and Inclusivity in Key Areas – Race
4.5.1 Table 8.7 details the University’s details the University’s agreed race equity objectives for the academic year 2023-2024, proposed by the Race Equity Action Group and confirmed by the EDI Committee.

















           Table 8.7: Race Equity Objectives 2023-24
1
To oversee and ensure the progress of actions as identified in the University’s Race Equality Charter Mark Action Plan, with a particular focus to:
a. Produce a visual ‘pipeline’ which indicates the representation, experiences, outcomes and opportunities of our Black UK students and act as a critical friend to identified leads across the University to develop action and support activity to address concerns relating to continuation specifically.
b. Produce a visual ‘pipeline’ which indicates the representation, experiences, outcomes and opportunities for our UK Black staff, at all grades and in both Professional Services and Academic roles; and work with the identified leads across the University to particularly develop processes and opportunities for career development, leadership roles and activities, and promotions; and specifically advocate that the promotion and retention of Black staff in the University at all levels be made a priority and a focus.
To learn from and work collaboratively with other comparable Race Equality Charter Mark regional universities, and areas who are leading in race equality activity within our university, to share and implement best practice; and to generate creative, innovative and effective actions that tackle systemic and institutional racism in higher education.
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4.5.2 Race Equality Charter - The Race Equality Charter has recently been reviewed and revised by Advance HE to create a more streamlined process. The EDI Team will continue to monitor progress of the action plan and work with the Race Equity Action Group to ensure that race equity remains a priority across the University.
4.5.3 As part of an annual review of the progress made in relation to the University’s Race Equality Charter action plan, a report was presented to the EDI Committee and the Race Equity Action Group in October 2023.  The report provided an overview of the key areas of progress and includes activity and action led by the Student and Education EDI Team related to the ethnic disparities across the student lifecycle, and in relation to the staff progression and recruitment.  
4.5.4 The key areas of impact include: 
· The award gap between white and Black students has improved by 3.9%, and is now 14.1%.
· An improvement in disclosure rates in staff ethnicity, now 94.5%.  
· The population of staff from a minority ethnic background has increased, now 28.8%.  
· A steady increase in the number of applicants and the number of employment offers made to minority ethnic applicants to staff roles in the past year (see Diagram 3).
· Annual academic promotions workshops for minority ethnic staff continue to run and the guidance on special circumstances has been developed to recognise systemic disadvantage that may impact academic promotion.
More broadly across the University, and outside of the work of the EDI Team, work on advancing race equity and inclusion continues:
· [bookmark: _Hlk153784187]Dr Paul Campbell has led on two sector leading evaluation projects (i) a TASO funded project on the Impact of HE curriculum reform on race equality gaps. This is an Evaluation of the Race Inclusion Toolkit, to measure and evaluate the effectiveness of the Toolkit in relation to its impact on improving students’ satisfaction on our courses, the relatability of the University’s courses to students’ own lives and in relation to reducing the award gap (ii) the QAA Collaborative Enhancement Project 2021-22: Race Inclusion in Assessments, to broaden understanding of why there are outcome differences for specific assessment types for undergraduate students from different ethnic backgrounds.
· Also, carrying on from the work that Dr Paul Campbell led as part of his Directorship of the University of Leicester Institute for Inclusivity in Higher Education, the Student and Education EDI Team have delivered 16 workshops to academic schools as part of the Race Inclusion Workshops intervention which seeks to work with schools to identify actions to close the awarding gap. 5 actions plans have been submitted for approval, 8 are actively being developed and 3 are outstanding. 9 PS teams have undertaken workshops.
· A successful University of Leicester Wellcome Trust c.£1m research culture bid will look to redress decreasing diversity from post-graduate researcher to professor, by co-creating interventions that rectify career progression barriers for under-represented groups.
· The School of Chemistry have been awarded £60,000 over three years under the Royal Society of Chemistry’s “Missing Elements” Grant Scheme. The award will be used to establish and run a project which will aim to address the underrepresentation of chemists from minoritised ethnic backgrounds in academia and industry by creation of a “home-grown” network of talented chemists from minoritised ethnicities at Leicester.
· The University’s Careers & Employability Team have launched a ‘Black Leadership Development Programme’ for 23/24. The Team will incorporate activity to target minority ethnic UG and postgraduates to promote careers within HE as part of the Festival of Careers.
4.5.5 Advancing Race Equity and a Culture of Anti-Racism: The University continues to undertake a wide range of interventions and actions across the University, to challenge and address race inequities, including structural, in order to create a culture of anti-racism. 
4.5.6 The University’s Race Equity Action Group have recently reviewed and updated the Guide to Race Related Terminology. Whilst the guides promote the use of a range of language which is relevant to the context in which it is being used, the guide supports the use of the term ‘minority ethnic’ to refer to those from ethnic backgrounds other than white
4.5.7 white.  Inclusive Recruitment: There have been a range of initiatives that have been implemented over the past year, including recruitment roadshows at community events such as the Leicester Mela, anonymous shortlisting for Professional Services roles, improved engagement with the University’s Careers Service to recruit from our diverse student body, annual recruitment health checks provided at a Departmental level including both gender and ethnicity and developments to recruitment panelist training as well as promoting a diverse panel composition, wherever possible.
4.5.8 There has been a steady increase to number of applicants (+0.6%) and the number of employments offers (+4.8%) (see Diagram 3) made to minority ethnic applicants in the past year. Further analysis will be undertaken to identify the outcomes at appointment stage; in relation to specific ethnic groups; and in relation to offers by role type and specific areas within Colleges and Professional Services.
[bookmark: _Hlk152944436]  

                Diagram 3: Offer Rates to Minority Ethnic Applicants to Staff Roles
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4.5.9 Black History Month 2023: Working collaboratively with the Students’ Union and the Attenborough Arts Centre, a wide range of events and activities took place for Black History Month, celebrating Black students, staff and changemakers further afield:
· A series of exhibitions, such as those ran by the Leicester Catering Partnership, took place to celebrate Black Food Innovators, the Sound Heritage Project showcasing Black experiences through audio and the various exhibitions at Attenborough Arts. There was also a series of events hosted by ResLife that took place in Halls of Residences across Leicester.
· A Health and Wellbeing Event with presentations and information stalls was held for Black staff and students, with a Coaching and Networking event for Black staff and PGRs with award winning guest speaker Sandra Pollock OBE. Both events were well received by Black staff, recognising the importance of facilitated and safe spaces for Black staff to connect and access support and information. 
· The headline event for the month was an up close and personal chat with Chancellor, Dr. Maggie Aderin-Pocock. Sharing her own experiences in STEM as a Black woman navigating her field and sharing personal advice with students.
· While throughout the month, showcases were hosted championing the voices and talents of the Black local community, with Opal22 and Attenborough Arts Centre’s collaborated to host an artistic takeover, featuring nightlong music and new exhibitions of Habib Hajallie’s latest work. Alongside live performances by the student gospel choir the Revival, and workshops introducing Black trailblazers in the arts, with the change to foster one’s own artistic spirit.
· A number of seminars also took place, showcasing the rich history of the NHS and the generations of contributions made by Black midwives, such as the event on Black Oral Histories, and an event at the African Caribbean Centre, organised by the University’s Migration Mobility and Citizenship network to celebrate Leicester’s Caribbean community during the 75th anniversary of the passengers on Windrush.
4.5.10 These events, while a part of the University’s celebrations, also continue the important ongoing conversations we have as part of our work and commitment to advance race equity and inclusion, including upcoming conversations with Lord Simon Woolley and Dr. Ngozi Emmanuel, members of our wider alumni community.
[bookmark: _Hlk140689434]
4.6 Advancing Equity and Inclusivity in Key Areas – Faith
4.6.1 The University is committed to developing its provision to support multi-faith and spiritual groups.  A review of existing provision was undertaken by the University, with a view to proposing recommendations to enhance the offer. This work is now being led by the Director of Student Services and Belonging with a new role of International Student Experience Manager reporting to them. This role has been given a set of clear objectives to deliver on the recommendations of the review report. 
4.6.2 Prayer Facilities: The EDI Team, along with the Students’ Union, Estates and Campus Services and Student Support services, are part of ongoing discussions around prayer facilities. The University is exploring alternative and additional provisions to meet the level of demand on these facilities from students and staff.
4.6.3 The number of satellite prayer facilities has grown and the University now has one main Muslim prayer room with ablution facilities in Charles Wilson, as well as satellite prayer facilities at Brookfield, MSB and Freemans Cottages.  Ablution facilities have been installed at Freemans Cottages, and plans to install ablution facilities at Brookfield and MSB are in progress.
4.6.4 Multi-Faith and Spiritual Chaplaincy: The University will be establishing a new multi-faith and spiritual approach to provide hands-on advice and guidance on a range of faith based and spiritual matters for our staff and students.
4.6.5 The University is also seeking to develop a programme of multi-faith and spiritual awareness raising activities which seek to celebrate the cultures and faiths of staff and students at the University.
4.6.6 The University has a programme of events to celebrate Chinese Lunar Year, which is coordinated by Student Support Services and the Students’ Union. The University also recognises faith related celebrations through social media communications across the year.
4.6.7 Holocaust Memorial Day 2023: The University continues to support the Holocaust Memorial Day commemorations held in the city of Leicester. 2023 was marked by the theme of Ordinary People, and the key commemoration event was held at the Victoria Gallery of the New Walk Museum, featuring a cello recital of the ceremonial Hebrew declaration of Kol Nidrei and a memorial address by Professor Aubrey Newman.

5. Organisational Embedding of Equity, Diversity and Inclusion
5.1 Over the last 12 months, initiatives and projects have been completed and progress made on developing our infrastructure and resource base to further embed EDI good practice and principles across the working life of the University, with a focus on building organisational EDI capability to underpin our commitment to advancing equity and inclusion.  
5.2 Four new training and development courses launched during 2023 to support our work in this area:
· Staff Bystander Training: An online training package that provides staff with the skills, tools and confidence to challenge or intervene safely and appropriately where they witness or experience unacceptable behaviour.  52 staff have completed this module since its launch in May 2023.
· Equality Analysis Training: Our online Equality Analysis Training module provides staff with a clear understanding of why we need to conduct equality analysis, together with a step-by-step guide of how and when to do it. The training is supplemented by 1 to 1 coaching, as required and 21 staff have completed this training since its launch in April 2023.
· LGBT+ Allyship Training: An online module that was developed in collaboration with the SU to increase awareness and understanding of the barriers and issues LGBT+ staff and students face and actions that can be taken to support our LGBT+ community as an ally. 51 staff have completed this training since its launch as an online module in July 2023.
· Disability Allyship Training: Developed and delivered by the Disability Staff Forum Co-Chair, this online training looks at the concept of disability from the perspective of those with lived experience. It considers what it is to be an ally, why allyship is important and performative verses meaningful allyship. It takes a look at 7 ways to be a meaningful ally to disabled people. 10 staff have completed this training since its launch in August 2023 

5.3 Two EDI related staff modules continue to be mandatory:
· EDI Online Training Module: The online EDI module, launched in October 2021, is mandatory for completion by all staff and currently has a completion rate of 86% (also 86% in 2022/23). CSSAH has the highest completion rate for this module at 94%, and Central Professional Services has the lowest, at 78% (see Table 9). The training, which develops core EDI competencies and outlines what EDI means for our university community and beyond, has also been made available to all students from January 2023. 
· The Unconscious Bias online training module also continues to be mandatory for staff and has a current completion rate of 84%, (a slight increase from 82% in 2022/23). Again, CSSAH has the highest completion rate, at 91% and Central Professional Services has the lowest at 78% (see Table 9). 
· Activity will take place over the next 12 months to increase completion of both modules and so improve completion rates.

                Table 9: Staff Completion Rates for Mandatory Training Modules 

	Module
	University (all staff)
	College of Life Sciences
	College of Science and Engineering
	College of Social Sciences, Arts and Humanities
	Central Professional Services

	Equality, Diversity and Inclusion 
	86%
	89%
	92%
	94%
	78%

	Challenging Unconscious Bias
	84%
	88%
	90%
	91%
	77%



· The EDI Team developed summary versions of the EDI and UB training for inclusion in a shorter eBooklet version of all mandatory training for specific identified groups of staff.

5.4 Dignity and Respect at Leicester: Workshops focused on developing a deeper understanding of the University’s Dignity and Respect framework continue to be delivered as needed, including as intervention workshops.
5.5 Student EDI Training: University students now have optional access to both the Challenging Unconscious Bias Training and the Equality, Diversity & Inclusion Training. As of July 2023, 173 students have completed the EDI Training module and 40 students have completed the Unconscious Bias module.  
5.6 Equity, Diversity and Inclusion Policy: A new University EDI Policy has been developed, in consultation with staff and students. The Policy sets out the University’s commitment to equity, diversity and inclusion, together with its legal, ethical and moral responsibilities and the expectations it has of all members of the university community. The Policy supports the delivery of the University’s 5-year EDI Strategy in embedding EDI in the fabric of university activities, and sits alongside the University of Leicester Dignity and Respect Framework.  The Policy is planned for launch in March 2024. 
5.7 Equality Analysis: Equality analysis is a process to help us to build inclusion into our activities and processes from the outset, through considering the impact of our activities, policy and practice on protected equality groups, and remove any barriers and disadvantage. The University’s approach to equality analysis has continued to be embedded, through a series of workshops to senior leadership teams over the past year. This has emphasised the need for equality analysis to be an integral aspect of policy, project and practice development and approval processes.  Further support on completing equality analysis is also offered by the EDI Team through the online training package and 1 to 1 coaching.
5.8 EDI Staff Development Day 2024: An EDI Staff Development Day is planned for May/June 2024 to promote access and awareness of the range of learning and development opportunities and the portfolio of EDI resources available to staff. A series of workshops, bitesize learning sessions and other activities will be offered. 
5.9 Staff and Student EDI Related Cases: A report of all EDI related staff and student disclosures/complaints/disciplinaries between 2018-19 and 2022-23 will be taken to the EDI Committee in January 2024. This annual cases report provides trend analysis to understand any patterns around themes of behaviour such as discrimination, harassment and bullying.
5.10 From the report of cases between 2018-19 and 2022-23, bullying behaviour is cited most often in informal staff disclosures, with sexual harassment/sexual assault and rape (combined) cited most often in informal student disclosures.  Discrimination and harassment continue to be the behaviours cited more often in staff and student formal cases.
5.11 For both staff and student formal cases, discrimination and harassment on the grounds of race is cited more often than any of the other protected equality characteristics.
5.12 There has been a noticeable increase in formal staff case outcomes of upheld/partially upheld year on year, to 71% in 2022-23, and approximately half of formal student cases found ‘in breach’ and resulted in sanctions.  
5.13 Anti-Harassment and Antisemitism: The University’s activity and commitment to addressing antisemitism and harassment, more broadly, featured in 2 key HE sector publications in 2023. 
5.14 The  Parliamentary Taskforce on Antisemitism in Higher Education published its report on Understanding Jewish experience in higher education and the University features as a good practice case study in relation to our Dignity and Respect at Leicester framework and, specifically, our clear guidelines and expectations of all members of our community in relation to unacceptable behaviour, including harassment and antisemitism. 
5.15 UUK published its Tackling racial harassment: progress since 2020 report, as an update on progress made on tackling racial harassment across the sector since the 2020 and also on how many challenges still remain. The University features in the report as a case study of good practice, in relation to our Together Against Harassment Campaign, our monitoring and reporting on harassment cases, our Race Terminology Guide and wider resources. 
5.16 Staff Survey: The 2022 University Staff Survey results are also feeding into and informing the priorities of the EDI Team. Whilst the questions ‘The University demonstrates a commitment to EDI’ was one of the highest scoring favorable response rates in the Survey at 73%, other questions relating to ‘fairness’, how the University addresses ‘bullying and harassment’ and ‘I can be my true self at the University’ had low favourable response rates and are included in the 10 central university priority actions. 
5.17 Activity over the last 10 months to take forward these 3 EDI related priority action areas, began with 12 listening events with the 4 Staff Equity Fora, the trade unions and 4 Professional Services departments and academic schools to understand drivers behind the low favourable response rates. 
5.18 Thematic analysis from these listening events, along with analysis of the Staff Survey free text comments and overall variable response rates, are feeding into the work and priority setting of the EDI Team and the Equality Action Groups.
5.19 One area of activity during the last 10 months that has supported the priority action of ‘I can be my true self at the University’ relates to promoting and further embedding the 4 Staff Equity Fora (Disability, LGBT+, Multi-Ethnicity and Women’s) plus a Carers and Parents Network. 
5.20 On 12 September a Staff Equity Fora Showcase Event: was held, introduced by the Provost and Deputy Vice-Chancellor and with talks from the Co-Chairs from each of the Staff Fora, sharing an overview of the support they could provide and success stories, followed by lunch and a networking session. 
5.21 Also, during November, as part of International Day of Disabled People, a Meet the Citizens’ with the Chairs of the Disability Staff Forum and Spotlight on the Disability Staff Forum features highlighted and promoted the activity of the Disability Staff Forum as a key support for disabled staff.
5.22 A new staff Neurodiversity Group has also been established in the last 10 months, led by the University Staff Disability Adviser.

6 [bookmark: _Hlk140689752]The Student and Education Equality, Diversity and Inclusion Team Activity and Achievements[footnoteRef:2] [2:  All information provided by the Student and Education EDI Team
] 

6.1 Overview of Aims, Priorities and Progress to Date: The Student and Education Equality, Diversity and Inclusion team (SEEDI) was launched in August 2021 and forms part of Education Services.
6.2 The Team is the focal coordinating point for EDI in relation to the student educational experience, with a particular emphasis on closing the awarding gap and satisfaction gap, and delivering our commitments to the Access and Participation Plan.
6.3 Our Access and Participation Plan (APP) 2020/21-2024/25 has been approved by the Office for Students (OfS) and in 2022, following the appointment of a new Director for Fair Access at the OfS, our APP variations were also approved. We are currently writing our APP 2024/25-2027/28 which will be submitted in May 2024.
6.4 Table 10 sets out our current APP targets for 2021/22 and progress against those targets.

Table 10: Access and Participation Plan Targets 2020/21-2021/22
	
	Description
	Baseline Data
	2020/21
	2021/22
	2021/22
Target

	



Access
	Increase in recruitment of mature students
	6.8%
	8.8%
	7.6%
	8.9%
	

	
	Increase in recruitment of BAME LPN students
	11.1%
	14.2%
	17.4%
	13%
	

	
	Increase in recruitment of Q1 students
	9.2%
	9.8%
	11.4%
	11%
	

	
	Increased proportion of RO participants who enter RI HEI
	42%
	No new data released yet
	No new data released yet
	51%
	

	






Success
	Reduction in the continuation gap between black and white students
	1%
	No new data released yet
	No new data released yet
	3%
	

	
	Reduction in the continuation gap between mature and young students
	7%
	No new data released yet
	No new data released yet
	5.8%
	

	
	Reduction in the attainment gap between black and white students
	19%
	18.9%
	14%
	16%
	

	
	Reduction in the attainment gap between disabled students with a declared mental health condition and students without a disability
	11%
	-2.9%
	2.1%
	7.8%
	

	
	Reduction in the attainment gap between IMD Q1/2 and IMD Q3/4/5 students (used IMD 2019)
	7.5%
	6%
	9%
	6%
	

	

Progression
	Reduction in the gap in progression for Q1/2 students
	3%
	No new data released yet
	No new data released yet
	2.7%
	

	
	Reduction in the gap in progression for disabled students with a mental health condition
	2%
	No new data released yet
	No new data released yet
	7.5%
	




6.5 Throughout the year, SEEDI have worked on equity related projects and initiatives, all of which form part of our APP commitments. Key areas of work include:
· Recruitment of 12 students onto the Curriculum Consultants programme for 2023/24. These students are working with academic colleagues in all three colleges on projects aimed at increasing inclusivity in the subject area.
· Embedding 56 of the recommendations made by members of the 2022/23 Curriculum Consultants cohort into academic school and Professional Service practices and/or curriculum. A monitoring and evaluation framework has been devised to measure the impact of these recommendations.
· Hosting the University’s second Inclusivity Symposium. The aim of the symposium was to share student and education-focused research, projects and practices that contribute to improving inclusivity within the University. It complemented activity already underway with helping staff to develop the actions they will take to make the academic environment and curriculum more inclusive. Professor Jason Arday was our guest keynote speaker and Marva de la Coudray was a guest speaker as part of the student panel. 55 staff and student attended the event. Recordings can be accessed here: https://uniofleicester.sharepoint.com/sites/staff/student-edi/SitePages/Inclusivity-in-HE-Conference.aspx?web=1 
· Development of the Academic Induction and HeadStart transition programmes to support staff and new entrants at Sept and January. Staff FAQ’s have been developed to better equip staff in supporting their students. The Academic Induction programme is now being reviewed for further development prior to September 2024. 
· Expansion of the Study Well programme to all first-year students across five academic schools (ULSB, Psychology, Healthcare, Biosciences and the Medicine Foundation Year). The programme is being reviewed to ensure it is sustainable and fit for purpose. The revised programme will be rolled out for Sept 2024.
· Development and delivery of evaluation workshops for staff across the institution. The aim is to embed evaluation in all projects from the outset. This will allow us to demonstrate the impact of our activities through richer evidence.  Also working with Professional Service and Academic colleagues to capture project information and ensure thorough evaluation plans are developed for each project.
· Development and delivery of Inclusivity workshops for both PGCAPP cohorts. The aim of these sessions is to highlight the inequalities across the student lifecycle between different student groups, and equip new Academic colleagues with the tools to make their curriculum, teaching and assessment as inclusive as possible. 
6.6 The ethnicity award gap and satisfaction gap represent two of the sector’s and our University’s most pressing and urgent education-related issues. The latest Education Services’ report, for example, found that in 2022, our Black students experienced the most pronounced gaps in the award for good honours (14%) degrees of all minority ethnic students, when compared to white domicile students.
6.7 This institutional level gap has reduced by 4.9% since 2021, however Chemistry (49%), Engineering (30.9%), Management (28.8%), Sociology (27.3%) and Criminology (21.2%) all have much larger awarding gaps.
6.8 In 2022, our Black students also experienced pronounced gaps in several aspects of the National Students’ Survey (NSS) when compared to white domicile students. These include questions relating to:
· Teaching on my Course: -5.2% gap 
· Assessment and Feedback: -6.2% gap 
6.9 During 2022/23, SEEDI delivered Race Inclusion workshops in all academic schools except Sociology. The Sociology workshop will be delivered in 2024 following their move to the School of Sociology and Criminology.
6.10 Following these workshops, schools created race inclusion action plans, containing at least one action which specifically focused on closing the race awarding gap in their school. Four Draft plans have been received from all schools, and final plans have been received from 6 schools. 
6.11 During 2022/23, SEEDI broadened the dissemination of the Race Inclusion workshops to Professional Service teams alongside academic schools. To date, nine Professional Service teams have participated in their workshop (Careers and Employability Service, UK Recruitment and Outreach Team, the Library, Sports and Active Life, Student Recruitment Marketing, Student Support Services, Student Registry Services, Education Services, Accommodation Services and Communications and Engagement). Workshops with the Doctoral College and CITE are scheduled for 2024. Currently 5 draft plans have been received.
6.12 All action plans will be submitted for approval by the Academic Registrar or PVC Education. The plans will be monitored and evaluated in partnership with SEEDI.
6.13 During 2023, the Inclusivity Development Fund was managed by SEEDI. The fund aims to support inclusion interventions or research that aligns with at least one of the following objectives:
· To reduce the barriers to education equity that exist for students within UoL, either qualitatively or quantitatively (or both)
· To reduce the barriers to employment equity that exist for students within UoL, either qualitatively or quantitatively (or both)
· To reduce barriers or make more equitable the lived experiences and opportunities of students within the ‘communities’ within UoL, either qualitatively or quantitatively (or both)
6.14 Five projects were awarded funding and recipients include student groups as well as Academic staff. Final reports and presentations are scheduled are available here (https://uniofleicester.sharepoint.com/sites/staff/student-edi/SitePages/Inclusion- Development-Fund.aspx).

7 Students’ Union EDI Activity and Achievements[footnoteRef:3] [3:  All information provided by the SU Liberation Officer] 

7.1 Throughout the year the Students’ Union has worked on equity-related projects and initiatives led by the Liberation Officer. Key areas of work include:
· Marking and celebrating equity-related events including Black History Month, Disability History Month, LGBTQ+ History Month, Holocaust Memorial Day, and Trans Day of Remembrance.
· Launching key campaigns including the Black Student Experience project, the relaunch of LeicsDecolonise, the Black Excellence Gala, and Festival of Culture.
· Facilitating Allyship Training for over 400 student leaders, including sessions on ‘LGBTQ+ Allyship’, ‘Disability Allyship’, and ‘Intersectionality Allyship Training’.  
· Changing the name of the BAME Part Time Officer to the Ethnic Equity Part Time Officer, with the use of the BAME acronym being changed to Ethnic Equity, or a more appropriate term, in both the constitution and all future communications.
· Supporting students and student groups with the ongoing Israel-Palestine conflict.
· 12 projects currently underway in 12 different courses/schools with the majority now in the stage of planning and running focus groups around their project topic.

8 [bookmark: _Hlk155945884]Annual Report Summary of Progress and Impact
8.1 As this report sets out, the University has continued to make significant progress in advancing equity and inclusion over the last 10 months, bringing benefit to marginalised and minoritised student and staff groups, and to the full university community.
8.2 We have further developed the University’s EDI strategic and operational infrastructure, to ensure that the right tools and framework are in place to support our ambitious commitments to EDI, as we look to continue to empower and equip our community to be Inclusive Citizens of Change.
8.3 The University is seeing both a continued diversification of our student and staff populations and a continued reduction in non-disclosure rates for staff diversity data, which is helping ensure that we have an accurate picture of our community to inform targeted actions and interventions, where needed.
8.4 The EDI Team continue to offer an advisory service to support the University, and are increasingly focussed on supporting the building of staff competency in EDI, which in turn supports the development of mature EDI capability at an organisational level.
8.5 We continue to help to foster an inclusive culture, by providing resources to equip staff and managers with the skills and confidence to embed inclusion and equity in their everyday practice, including through the development of toolkits, training and guides.
8.6 We are promoting and supporting the early resolution of conflict through raising awareness of the Dignity and Respect at Leicester Framework, and through the use of informal dispute resolution approaches such as facilitated conversations and mediation.
8.7 The University is well positioned to drive forward equity and inclusion activity, with comprehensive Athena Swan Charter, Disability Confident and Race Equality Charter action plans and LGBT+ Action Group objectives in place. Our progress in these equity and inclusion areas is evidenced by us being 1 of only 7 universities that hold a Silver (or higher) Athena Swan Award, a Bronze (or higher) Race Equality Charter Award, and a Disability Confident Level 2 (Employer) or Level 3 (Leader) Award.
8.8 As a university, we continue to celebrate and commemorate the contribution and experiences of our diverse community, including on International Day of Disabled People, International Women’s Day, Black History Month, Pride, LGBT+ History Month, Holocaust Memorial Day and Trans Day of Remembrance. This, in turn, enhances understanding and fosters good relations across our university community.
8.9 Whilst there is much more still to do, we are confident that we are well positioned, both strategically and operationally, to continue to advance equity and inclusion in all key areas and enable the University to deliver on its stretching EDI commitments and aspiration.
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University of Leicester Staff and Student Diversity Data





Staff and Student Diversity Data 

1. Age 

Students: Table 1.1 All UoL students by age group, 2018/19 to 2022/23

[image: Data table of the University of Leicester student body by age group where the vast majority of students were aged 18-21 (59.7%)]


Staff: Table 1.2 All UoL Staff by age group 2020 to 2024

[image: Data table of the University of Leicester staff body by age where the vast majority of staff are between the ages of 31-55 which is in line with the national picture in UK higher education institutions ]


21



Students: Graph 1.1 All UoL students by age group, 2018/19 to 2022/23
[image: A bar chart showing that over the last five years, the majority of University of Leicester UG students have been 21 and under. ]


Staff: Graph 1.2 All UoL staff by age group 2020 to 2024
[image: A bar chart showing that in the last five years since 2020 to 2024, the majority of University of Leicester staff have been between the ages of 31-60. ]





2. Disability

Students: Table 2.1 All UoL students by disability, 2018/19 to 2022/23
[image: Data table of the University of Leicester student body by disability where the proportion of students declaring a disability has slightly increased over the last five years. Despite this increase, the vast majority of students have not declared a disability. ]

Staff: Table 2.2 UoL staff by declared disability 2020 to 2024

[image: Data table of the University of Leicester staff body by declared disability where the proportion of staff declaring a disability has continued to increase over the last five years. Despite this increase, the vast majority of staff have not declared a disability. ]


Students: Graph 2.1 All UoL students by disability, 2018/19 to 2022/23
[image: A bar chart showing that the majority of University of Leicester students have disclosed that they do not have a disability. The proportion of students declaring a disability has increased over the last five years. ]

Staff: Graph 2.2 UoL staff by declared disability 2020 to 2024

[image: A bar chart showing that over the last five years, the proportion of University of Leicester staff declaring a disability has increased each year from 5.5% in 2020 to 8.1% in 2024. ]



3. Ethnicity 

Students: Table 3.1 All UoL students by ethnicity (minority ethnic, white and not declared) 2018/19 to 2022/23

[image: Data table of the University of Leicester student body by ethnicity, where the proportion of students identifying as minority ethnic has increased considerably from 2018/19 to 2022/2023. ]

Staff: Table 3.2 UoL staff by ethnicity – grouped 2020 to 2024

[image: Data table of the University of Leicester staff body by ethnicity, where the proportion of staff who have declared their ethnicity has increased over the last five years. The proportion of staff identifying as minority ethnic has increased each year from 2020 to 2024.]




Students: Graph 3.1 All UoL students by ethnicity (minority ethnic, white and not declared) 2018/19 to 2022/23

[image: A bar chart showing the increase in the proportion of minority ethnic students at the University of Leicester over the last five years and the reduction of students who have not disclosed their ethnicity. ]




Staff: Graph 3.2 UoL staff by ethnicity – grouped 2020 to 2024

[image: A bar chart showing the increase of minority ethnic staff at the University of Leicester, from 18.0% in 2020 to 28.8% in 2024.]


Students: Table 3.3 Breakdown of UoL Students by ethnicity 2019/20 to 2022/23

[image: Data table of the University of Leicester student body by ethnicity over the last four academic years, which shows that the highest proportion of students identify as Asian or Asian British. In 2022/23 students who identified as Asian or Asian British made up 41.4% of the student body. ]

Staff: Table 3.4 UoL staff by ethnicity 2020 to 2024

[image: Data table of the University of Leicester staff body by ethnicity over the last five years, which shows that there has been a reduction in the number of staff who have not declared their ethnicity. Of staff who have declared, the majority of staff identified as either White followed by Asian/Asian British. ]


Students: Graph 3.3 Breakdown of UoL Students by ethnicity 2019/20 to 2022/23[image: A bar chart showing the breakdown of University students by ethnicity. The majority of University of Leicester students identified as either Asian or Asian British or White. ]





Staff: Graph 3.4 UoL staff by ethnicity 2020 to 2024
[image: A bar chart showing the proportion of University of Leicester staff by ethnicity. For 2024, 19.9% of staff identified as Asian or Asian British, 4.2% as Black or Black British, 65.7% as White, 4.7% as Other and mixed and 5.5% had not declared their ethnicity. ]



Students: Table 3.5 Detailed ethnicity breakdown of UoL Students who identify as Minority Ethnic 2019/20 to 2022/23

[image: Data table of the detailed ethnicity breakdown of University of Leicester students who identify as minority ethnic over the last four academic years. Data shows that the largest proportion of students identify as Indian followed by Black African. ]


4. Religion or Belief

Students: Table 4.1 All UoL students by religion or belief, 2018/19 to 2022/23

[image: Data table of the University of Leicester student body by religion or belief over the last five years, which shows that the highest proportion of religion or belief groups are Christian, Muslim, Hindu and no religion. ]

Staff: Table 4.2 UoL staff by religion or belief 2020 to 2024

[image: Data table of the University of Leicester staff body by religion or belief over the last five years, which shows that the number of staff declaring 'prefer not to say' has decreased considerably but still remains a high proportion of reporting's from the staff body. ]


Students: Graph 4.1 All UoL students by religion or belief, 2018/19 to 2022/23

[image: A bar chart showing that the highest religion or belief groups amongst our University of Leicester students are Christian, Hindu, Muslim and no religion.]



Staff: Graph 4.2 UoL staff by religion or belief 2020 to 2024

[image: A bar chart showing that the religion and belief groups with the highest proportion of staff over the last five years are those who identify as no religion, Christian, Hindu and Muslim. In 2024, 0.6% of staff were Buddhist, 23.5% Christian, 5.6% Hindu, 0.3% Jewish, 6.9% Muslim, 1.8% Sikh, 2.5% Any other religion or belief, 36.5% no religion and 22.3% Prefer not to say. ]


5. Sex

Students: Table 5.1 All UoL students by sex, 2018/19 to 2022/23

[image: Data table of the University of Leicester student body by sex over the last five years, which shows that whilst the proportion of male and female students has remained fairly even, females make up the majority of the University of Leicester student body. ]

Staff: Table 5.2 UoL staff by Sex 2020 to 2024

[image: Data table to show that over the last five years, females have made up the majority of the University of Leicester staff body.]


Students: Graph 5.1 All UoL students by sex, 2018/19 to 2022/23

[image: A bar chart showing that though the proportion of male and female students is fairly even, females have made up the majority of the University of Leicester student body over the last five academic years.  ]


Staff: Graph 5.2 UoL staff by Sex 2020 to 2024

[image: A bar chart showing that over the last five years, females have made up the majority of the University of Leicester staff body.]


6. Gender Identity

      Staff: Table 6.1 UoL staff by gender identity 2024

[image: A table showing that the proportion of University of Leicester staff declaring their gender identity matching their sex registered at birth in 2024 was 67.2%. 1% of staff declared that their gender identity did not match their Sex as registered at birth and 31.8% if staff 'prefer not to say'.]



Staff:  Graph 6.1 UoL staff: Gender Identity 
[image: A bar chart showing that the proportion of University of Leicester staff declaring their gender identity matching their sex registered at birth in 2024 was 67.2%. 1% of staff declared that their gender identity did not match their Sex as registered at birth and 31.8% if staff 'prefer not to say'.]


7. Sexual Orientation

Students: Table 7.1 All UoL students by sexual orientation, 2018/19 to 2022/23

[image: Data table of the University of Leicester student body by sexual orientation over the last five years. In 2022/23, 78.3% of students identified as heterosexual/straight, 9.9% as Bisexual/Gay man/Gay woman/lesbian/Other, 11.7% Information refused and 0.1% not declared. ]

Staff: Table 7.2 UoL staff by grouped sexual orientation 2020 to 2024

[image: Data table of the University of Leicester staff body by sexual orientation showing that the proportion of staff who have not declined their sexual orientation has reduced in the last five years by 22.9%.]


Students: Graph 7.1 All UoL students by sexual orientation, 2017/18 to 2021/22

[image: A bar chart showing that the proportion of University of Leicester students declaring their sexual orientation has increased within the last five years. The majority of students identified as heterosexual/straight. ]


Staff: Graph 7.2 UoL staff by grouped sexual orientation 2020 to 2024

[image: A bar chart showing that the proportion of University of Leicester staff declaring their sexual orientation has increased considerably over the last five years. ]
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Appendix C

 University of Leicester Pay Gaps Report 2023
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2008


Institutional Athena Swan Bronze Award 


2011


Institutional Athena Swan Bronze Award 


2013


Became a Stonewall Diversity Champion 


2014


2015


Institutional Athena Swan Bronze award


Stonewall WEI Submission - ranked 330th 


Stonewall WEI Submission- ranked 285th


2016


2017


2018


Disability Confident Scheme - Committed (Level 1)


Stonewall WEI Submission - ranked 278th 


Stonewall WEI Submission - ranked 44th


Institutional Athena Swan Silver Award 


2019


2020


Stonewall WEI Submission - ranked 72nd


Obtained Regional LGBT+ Inclusion Award


2022


Institutional Race Equality Charter Bronze Award 


Disability Confident Scheme - Employer (Level 2)



2024


Institutional Athena Swan Silver renewal application 


2025


Consider Stonewall WEI application 


2026


Institutional Race Equality Charter Silver application 


Disability Confident Scheme - Leader (Level 3)
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Black or Black British  - African17.4%2101

16.0%179219.0%161017.0%1635

Black or Black British - Caribbean2.4%295

2.6%2933.8%3223.9%373

Chinese9.0%1090

11.5%128713.6%115026.7%2568

Gypsy or Irish Traveller0.0%

<50.0%<5----

Mixed - White and Asian2.1%253

1.9%2142.7%2272.3%224

Mixed - White and Black African0.8%94

0.8%900.9%800.9%90

Mixed - White and Black Caribbean1.3%154

1.4%1511.7%1461.7%164

Other Asian background7.1%856

6.8%7587.8%6617.3%698

Other Black background1.4%167

1.5%1621.7%1411.6%156

Other ethnic background1.6%194

1.7%1952.0%1681.5%149

Other mixed background2.4%285

2.4%2682.8%2332.5%242

Minority Ethnic Only100%12055100%11168100%8469100%9613
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Religion or Belief

Leicester 

2022/23

#

Leicester 

2021/22

#

Leicester 

2020/21

#

Leicester 

2019/20

#

Leicester 

2018/19

#

Buddhist1.0%1821.0%1940.9%1391.1%2001.0%186

Christian24.2%462625.0%465027.8%452226.8%487428.1%5114

Hindu14.6%279413.9%25857.6%12345.2%9544.9%897

Jewish0.2%430.3%490.3%480.3%520.3%51

Muslim16.3%312116.0%297014.4%234512.2%222911.6%2105

Sikh5.3%10074.1%7543.5%5733.0%5433.1%555

Spiritual0.9%1770.8%1520.9%1510.9%1580.9%163

Any other religion or belief0.8%1490.7%1310.8%1230.7%1230.7%125

No religion or belief30.6%585232.2%597937.6%611242.6%775340.1%7282

Information refused 6.0%11425.7%10605.9%9566.2%11296.3%1149

Unknown 0.1%140.2%440.4%571.1%1973.0%547

Grand Total100%19107100%18568100%16260100%18212100%18174
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Religion or Belief

Leicester 

2024

#

Leicester 

2023

#

Leicester 

2022

#

Leicester 

2021

#

Leicester 

2020

#

Buddhist0.6%280.7%280.6%220.5%190.3%13

Christian23.5%102022.8%93122.1%82020.7%78419.2%741

Hindu5.6%2425.0%2065.0%1854.4%1663.8%145

Jewish0.3%130.3%110.2%<100.2%<100.2%<10

Muslim6.9%2986.0%2454.5%1663.6%1373.2%125

Sikh1.8%781.7%691.4%521.2%471.2%45

Any other religion or belief2.5%1082.4%972.2%822.2%831.9%74

No religion36.5%158735.1%143632.2%119430.6%115827.0%1042

Prefer not to say22.3%96926.1%106531.8%117836.6%138443.2%1668

Grand Total100%4343100%4088100%3699100%3778100%3853
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11.6%
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Any other
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Staff by Declared Religion or Belief

50%
45%
40%
35%
30%
25%
20%
15%
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[ mil [T [N | -
Any other Prefer not to
Buddhist Christian Hindu Jewish Muslim Sikh religion or | Noreligion o
belief v
m Leicester 2020 0.3% 19.2% 3.8% 0.2% 3.2% 12% 1.9% 27.0% 43.2%
| Leicester 2021 0.5% 20.7% 4.4% 0.2% 3.6% 12% 2.2% 30.6% 36.6%
© Leicester 2022 0.6% 22.1% 5.0% 0.2% 4.5% 1.4% 2.2% 32.2% 31.8%
M Leicester 2023 0.7% 22.8% 5.0% 0.3% 6.0% 1.7% 2.4% 35.1% 26.1%

M Leicester 2024 0.6% 23.5% 5.6% 0.3% 6.9% 1.8% 2.5% 36.5% 22.3%
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Sex

Leicester 

2022/23

#

Leicester 

2021/22

#

Leicester 

2020/21

#

Leicester 

2019/20

#

Leicester 

2018/19

#

Male47.5%908348.5%899846.3%752146.6%848446.9%8517

Female52.5%1002151.5%957053.7%873953.4%972853.1%9657

Other0.0%<10--------

Total100%19104100%18568100%16260100%18212100%18174
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Sex

UK 

2021/22

Leicester 

2024

#

Leicester 

2023

#

Leicester 

2022

#

Leicester 

2021

#

Leicester 

2020

#

Male44.7%44.2%191844.6%182345.8%169947.1%178446.4%1791

Female55.2%55.8%242555.4%226554.2%200952.9%200253.6%2070

Other0.1%----------

Total100%100%4343100%4088100%3708100%3786100%3861
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UoL Students by Sex
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Gender Identity 

Matches Sex as 

Registered at Birth

Leicester 

2024

#

Yes

67.2%2918

No

1.0%44

Prefer Not To Say 

31.8%1381

Total100%2962
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Sexual Orientation

Leicester 

2022/23

#

Leicester 

2021/22

#

Leicester 

2020/21

#

Leicester 

2019/20

#

Leicester 

2018/19

#

LGB+9.9%18999.2%17037.4%11986.5%11915.8%1054

Heterosexual/straight78.3%1496078.8%1463782.0%1332680.8%1471080.3%14586

Information refused11.7%223311.8%218210.3%167711.6%210610.7%1941

Not declared0.1%150.2%460.4%591.1%2053.3%593

Total100%19107100%18568100%16260100%18212100%18174
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Sexual Orientation

Leicester 

2024

#

Leicester 

2023

#

Leicester 

2022

#

Leicester 

2021

#

Leicester 

2020

#

LGB+6.1%2635.4%2214.6%1724.0%1523.7%144

Heterosexual/straight69.3%301065.8%268860.4%223856.0%212048.7%1882

Not declared24.6%107028.8%117935.0%129840.0%151447.5%1835

Total100%4343100%4088100%3708100%3786100%3861


image48.png
90%

80%

70%

60%

50%

40%

30%

20%

10%

0%

M Leicester 2018/19
M Leicester 2019/20
© Leicester 2020/21
® Leicester 2021/22
® Leicester 2022/23

UoL Students by Sexual Orientation

LGB+
5.8%
6.5%
7.4%
9.2%
9.9%

Heterosexual/straight
80.3%
80.8%
82.0%
78.8%
78.3%

Information refused
10.7%
11.6%
10.3%
11.8%
11.7%

Not declared
3.3%
11%
0.4%
0.2%
0.1%




image49.png
Staff by Declared Sexual Orientation
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Our context - University Strategy:
Shaping our Second Century

Equity, diversity and Inclusion (EDI) Is Our guiding principles
fundamental to the vision and mission
of the Universtty of Lelcester. Our
ten-year strategy, Shaping our Second
Century, places EDI at the heart of who
we are, our commitments and how

One of our four guiding principles that
will be used to Inform our decision-
makingIs “equality and diversity”.

we will achleve these. Our university Our values
strategy detalls: One of our three university values
= Is “Inclusive - we are diverse in our
Our vision makeup and united in ambition. Our
“We will provide Inspiring education diversity Is our strength and makes our
community stronger”.

and research working In partnership
With our communities to become a truly
Inclusive university.”

Our mission

“Diverse In our make-up and united
In our ambition we change lives
through education and research.”

&
e ——




image52.jpeg
Our EDI strategy 2023-2028 -
vision and direction

This five-year EDI strategy supports Is accountable for thelr role and

the dellvery and achlevement of the responsibllity to shape and determine
University Strategy and our vision to our culture and environment. We have a
be a truly Inclusive university where all  collective responsibllity to deliver on our
members of our community feel valued,  ambitious strategic EDI aims and this will
have a strong sense of belonging and only be possible if our community works
can thrive to reach thelr full potential. together to achleve this.

We will do this by creating and
maintalning a study, work and research &~
environment characterised by dignity p
and respect, with transparent declsion
making and where everyone Is treated
In a fair and equitable way. We will
effect change to challenge structural
Inequities and value and celebrate the
diversity of our university and local
community.

We are a university that belleves that
‘every member of our community
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Equity, diversity and inclusion

Providing access, opportunities and resources for all to
. thrive and achieve an equal outcome, especially for those
Equity who have been historically disadvantaged, marginalised
and under-represented.

Where everyone feels that they belong, are welcomed,
valued and respected for who they are and are able to
participate and achieve thelr full potential.
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This Equity, Diversity and Inclusion (EDI) strategy sets out how we will achieve our
strong commitment to be a truly Inclusive university, through six Inter-connected
strategic aims:

Equity and inclusivity in all that we do - we will Integrate and embed principles
and practices of EDI Into the life of the University In how we operate, design and
dellver all we do. We will Identify and dismantle Institutional structural barriers
to ensure equitable outcomes for all members of our community. We will build
genuine EDI organisational capabllity by developing a portfolio of Inclusivity
related leaming and development opportunities and aligned resources for staff
and students to build Individual and team competency In EDI. We will empower
and equip our community to be active Inclusive Citizens of Change.

Valuing and building our diversity - we will enhance our student and staff
experlence, valuing a diversity of perspectives, ideas and lived experiences.

We will value experts by experlence - our staff and students, Including our
International students, and our local community. We will seek to bulld greater staff
diversity, Including at senior levels, to live our values and enable an Inclusive,
Inspiring and Impactful offer. Diversity supports broad leamning and creativity,
Increased engagement, retention and success, and genuine belonging.
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Cutture and behaviours - we will ensure a culture of Inclusion, dignity and
respect that Is free from discrimination, harassment, hate Incidents, bullying and
any other form of unacceptable behaviour. We will build a culture that Is actively
anti-discriminatory and welcoming and supportive of all.

Voices and evidence - we will take an evidence-based approach to EDI, using
qualltative and quantitative data to Inform the decisions we make and the actions
we take. We willlisten to the volces of our university community, to understand
diverse student, staff and other stakeholder lived experlences and respond with
targeted action to advance equity and Inclusion at the University.

External benchmarks and measures - we will continually review and assess the
progress we are making In relation to Inclusivity and advancing equity, Including
by benchmarking and measuring ourselves against relevant EDI charters.

We will be strongly Intersectional In our work, recognising the reality and Impact
of overlapping soclal systems of disadvantage and privilege. We will also
continue to highlight and focus on those areas and aspects of human Identity
where we know persistent disadvantage and barrlers exist - Including disabllity,
ethnicity, gender, LGBT+, faith and soclo-economic equity and inclusion.
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We are committed to fostering a
learning, research and work environment
where diversity Is celebrated, ensuring
that no member of our community Is
disadvantaged, excluded or harassed
on the grounds of any aspect of thelr
Identity. We will challenge ourselves

to achleve this, by being candid

and transparent In exposing barriers
which exist, and being proactive In
‘engaging with our communtties to
address these. We will support and

take action when members of our
community are subject to unacceptable
behaviours, Including hostile responses,
relating to thelr Identity and/or
academic or professional activity.

We won't shy away from difficuit
conversations regarding any aspect
of human Identity. We recognise that
difficult conversations do and should
take place through our teaching,
research and wider university
community events. We will have such
difficult conversations with sensitivity
and will hold ourselves to account

No citizen gets left behind &

by facing challenges with Integrity
and accountabllity, to bulld a strong,
inclusive and open community.

We recognise the key role that freedom
of expression plays In a democratic
soclety and the Importance of
academic freedom In our university
context. All such freedoms must,
however, operate fully within our
legislative framework, In respect of
discrimination, harassment and hate, as
detalled In our Dignity and Respect at
Lelcester Framework.
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NIVERSITY OF

LEICESTER www.le.ac.uk

Equity, Diversity and Inclusion
University of Lelcester
University Road

Lelcester, LE1 7RH, UK

e equalities@lelcester.ac.uk
w: www.le.ac.uk
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The University of Leicester is
firmly committed to being a
truly inclusive university where
all members of our community
are valued and treated in a fair
and equitable way.

“This Pay Gaps raport providas an ovarview of the
University of Leicester's 2023 gender, sthnicity.
disabilty and soxual orientation pay gap information
and th actions we are taking to oloso theso gaps.

‘Sinca 2017, we have bosn requirad by UK aw to publish
our gendar pay gap. For the first time, this year, wo also
inciuda haeadina data on the outcomas of our maan
and median pay gap analysi for athnicity, disabilty and
saxual oriantation. Wa baliava that publishing this cata
will onable us to track, monitor and roport our progross
in a transparent way, o batter undarstand the causa of
any disparitios and to dantify futura actions to close
ourpay gaps.

‘Though theso analyses are not alogal requirement,
they forma crucal part of the Univarsity's commitmnt
t0 oquity for allstaff, agardiess of protected
Gharscteritics, and we wil brosdan tha raporting for
our thnioty, isabilty and sewal orlentation pay gsps:
in future annual reports. For this yaar only theraforo. wa
have includod headine pay gap data only for disabilty,
ethniciy and sexual orientation.

The data usad i ths roport to caloulata the ralevant
pay gape comas from a snapshot of employaa data
taken on the cansus data of 31 March 2023.

“The Gander Pay Gap dsta includes al Full Pay Relavant
Employaas n na with statutory guidalines for raporting.

Thera ara no statutory guidalines fof rporting
athnicty, disabllty or sexval orientation pay Gape.
‘The methodology used to caloulats theso pay gaps
varies from the mathodology to caloulate the statutory
‘gender pay gap caloulations. Dua to system limitations
and the low declarations of protactad charactaristics
beyond ‘legal sex’from our atypical staff, wo have
xcludad thesa staff from the ethnicity, isabllty and
‘soxual orfontation pay gap figurss, along with any staff
Who have chosen Prafar Not To Say' for the ralavant
protactad charaoteristio. We hope to mova o mora
fullraporting of all amployeas following future system
davelopmants.

o note: Tho ethicity, disabilty and sexual oriontation
pay gap roporting's may be influonced by the proportion
of staff who hava chosan not to daclara their protactad
charactaristcs information to tha Universiy.
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The gender pay gap is the
difference between the
average hourly rate of pay of
female and male employees
across an organisation,
expressed as a percentage.

‘The gandor pay gap is different to oqual pay. Equal pay
ralatas to famala and male employacs racelving aqual
pay for work of aqual valua. Sinca the 1670s, UK law
hae prohibitad paying differant amounts to man and
woman who do work of equal valua.

The gander pay gap regulations require us to report on
‘our gender pay gap using the following metris:

- Thomean and median gendor pay gap, bassd on an
houry ata of pay.

~ Thamaan and median bonus gaps. and the
proportion of men and women racaiving bonuses.

~ Tha proportion of men and women in aach quartia of
tha Universitys pay structura.

- Thomean s the overallaverage of all salrios, also
xprassad as an hourly rats of pay.

In ths eport, where the pay gap i in favour of men,
itis axprossed as a percentago (6.., 12%) and whero
the gap is I favour of women, it s exprssed as a
nogative percentage (6.g. -10%)
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Our 2023 gender pay gap

Sinca 2017 the University has ssen an overalraducton
of 4.0 poroentaga pointe in s mean gendar pay gap
and a rocuction of 4.8 parcentaga points in s madian
gender pay gap-

The University’s mean gender pay gap is 10.2% and

ts mdian gender pay gap is 7.0%. Thera has baon
areduction of 0% n the mean gendr pay gap from
2022, when the mean gender pay gap was 21.1%, and
areduction in the modian gendor pay gap of 0.7% from
18.6% i 2022.

MEAN GENDER PAY GAP
19.2%

The masn pay gap i a fs lowest sinca raporting.
commencadin 2017.

The University's maan and median pay gape ara higher
than the higher aducation sactor gander pay gap
calculated by Advanoa HE®, which raporis a masn
‘gendor pay gap in 2021/22 of 14.2% and a median
‘gondor pay gap of 8.5%. Tho median gendor pay gap.
for all amployees i the UK In 2023, basad on the.
Annusl Survey of Hours and Earnings. i caloulated by
the Offics for National Statistics at 14.39+*.

MEDIAN GENDER PAY GAP
17.9%

1. The mean and median gender pay gap based on an hourly

rate of pay
MEAN GENDER PAY GAP TOTAL NUMBER OF STAFF  MEDIAN GENDER PAY GAP
19.2% 5,829 9%

sz
I I
Fomale  Malo

2,087
aem

o Femalo

W e

1878
o542 I
Fomalo  Malo

S poge 204 A HE Sty n Hohar et - s st gt 2023
St Fge 11 /A0 Q0TI Tancaboumat ecplaa S TINg OWC Koy e Genderp epITheLk /2023




image62.jpeg
2. The mean and median bonus pay gap, and the proportions of
women and men receiving a bonus payment

PROPORTION OF FEMALE MEAN GENDER MEDIAN GENDER BONUS GAP
AND MALE EMPLOYEES BONUS GAP 0%
RECEIVING A BONUS 75.4%
I I I
Fomalo  Malo Fomale Fomale  Malo

Clinial excallanoe awards nfluenca the bonus gander

The University has a maan bonus gander pay gap of

75.49% and a median bonus pay ap of 0%. Tho moan Pay gap. Theso awards recogniso and raward sarior
has inoreasad from 2022 when the mean was 20.4%. ‘academios whoss work contributos to the continuous
The madian has raduced from 2022 whan the madian improvemont of NHS services. As such, they are

was 55.0%. xclusive to universitios that have medical schools.

3. The number of women and men in each hourly rate
quartile pay band

o0
a1 o
e a3
Fomalo  Malo Rk Wda: e e Fomale  Malo
Quartie 1 Guartle 2 Quartie 3 Quartie

> Highest paid quartie

Lowest pald quartle
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Determining key factors
in our gender pay gap

Koy dterminants of the gendr pay gap at the University
include the absanc of a gender balance across job “The University of

catagories andithrough the dferent pay grades. ; £ 2
Leicester is committed

Women remain over reprasentad In lower pay grada

foles and under-represented in higher pay grade roles. to ensuring fair

‘The graph below shows the number of employaes by pay treatment and reward
rataper hour and ilustates the impact on tha Universty "

‘gender pay gap of the disproportionataly high number of forall.

woman n the lowar and middla pay band.

Employees by pay rate 2023

Number of Em
H

0 Fomalo
o Mo

Rounded Up Rate £/Hr
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Ethnicity pay gap

What is the ethnicity pay gap?

The athniciy pay gap s the differenca batwean the
averaga hourly pay of minriy ethnic employees and
whita amployees scross an organisation, expraseed as
apercentage.

Metrics used to measure the

ethnicity pay gap

~ Tha mean and madisn athnicty pay gap. based onan
hourly rata o pay.

Minority athnic amployeas includ al staff who have
doclared thoir ethnicity to the University as Black,
Asian, Mixad or Other Ethnlc Baokground.

MEAN ETHNICITY PAY GAP
12.0%

Inthis raport, whoro the pay gap s n favour of whits
omployaos, it is exprossed as a percentage (6.g.

favour of minority thnic

negative percentage

Our 2023 ethnicity pay gap

“Tho Uriversity’s mean ethnicity pay gap s 12.0% and
ts mocian tiicity pay gap is 13.3%.

MEDIAN ETHNICITY PAY GAP
13.3%

TOTAL NUMBER OF STAFF
3,919

1,106

I Minortty

athnic:

2,813

W whte

— wwwleac.uk
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Disability pay gap

What is the disability pay gap?

Tha disabilty pay gap is the differance batwaan the
averaga hourly pay of amployaas with a deckrad
disabllty and amployaes with no known disabilty
across an organisation, exprossad as a porcontage.

Metrics used to measure the
disability pay gap

~ The mean and median disabilty pay gap, based on an
houry rata of pay.

Inthis eport, whare the pay gap is n avour of
‘omployos with no known disabilty.tis xpressed asa
percantage (.g. 12%) and whero tho gap s n favour of

MEAN DISABILITY PAY GAP
9.2%

‘amployaas with a declared disabilty, t is exprassad as
anagative percantage (6.9., 10%).

Our 2023 disability pay gap

“The University's mean disabilty pay gap is 0.2%and
its modian disabity pay gap Is 10.5%.

MEDIAN DISABILITY PAY GAP
19.5%

TOTAL NUMBER OF STAFF
3,950

-4

M Doclared
disabilty

3,657

M Noknown
disabllity
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Sexual orientation pay gap

What is the sexual orientation
pay gap?

Tho sowal orentation pay gap s the difforonce
betwoan the average hourly pay of LGB+ (Losbian, Gay.

Bisaxual) smployeos and heterosaxual employoes
across an organisation, exprossed as a porcentage.

Metrics used to measure the
sexual orientation pay gap

~ Th mean and madian sexual orentation pay gsp.
basad on an hourly rate of pay.

LGB+ amployaas includa sll taff who have daclared
thelr sexual orlantation to the Univarsity ae Last
Gay, Bisexual or Othor Soxual Orientation.

MEAN SEXUAL ORIENTATION
PAY GAP

12.4%

I this roport, where the pay gap i in favour of

heterosexual employoes, its exprossedas a

peroentage (e.g. 12%) and where the gap is in favour
is exprassed as a negative

Our 2023 sexual orientation
pay gap
Tho Uriversity ' mean saxual rientaton pay gap

1512.9 and its median sexual orlntation pay gap
1516.0%.

MEDIAN SEXUAL ORIENTATION
PAY GAP

16.9%

TOTAL NUMBER OF STAFF
3,028

- @

o e

2,798

W Hoterosoxual
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We are continuing to make progress and are taking targeted
action to close our pay gaps and build an inclusive and fair

‘working environment.

@X\ Attracting and retaining

the very best people

- Ofering competitive pay, and satting out our
approch to pay and raward in an opan and
transparent way.

~ Continuslly raviawing our racruitment practicas
and procasses to eneure that they ara
aquitabla and inclusive. Examplas Includa
embodding the University's nclusive
Recruitmant Tooli, Introducing anonymous
shortlisting for professional sorvices oles and
ach department racaiving annual recruitmant
data health oheoke.

~ Annually funding two Daphne Jackson
Followships st tha Unlvarsity fo support raturmars
to STEM rasaarch caraers.

~ Ensuring that our WorkSmart agile working
approsoh ratains inclusive practicse o support
flaxible working.

Nurturing and
~=2 developing people

~ Reinforeing our transformational approach o

adomic caroer progression and promotion,
created through the Laicestor Academic
Caroer Map.

- Dolivering our comprahensive suita of
davelopmant and laadership programmes, which
hava aquity and unconscious bias awaranass
embadded throughout.

- Targeted careor development programmos:
Including our in-houso Women Loading with
Purpose Programme.

- Implementing mentoring and coaching to support
through the academic promotion process.

- Ensuing that annual Porsonal Development
Discussions ara used as a platform to support and
xplore development, prograssion and promotion.

Valuing equity
% éﬂ and diversity

- Continuing to progress our Institutional Athena Swan
‘Sivr, Raoa Equality Charter Bronza and Disabilty
Gonfident action plan priorties. Embadding Chartar
principlas and practioas aoross the Univarsity.

- Mandating all staff to comploto both an Equalty,
Diversity and Inolusion modula and a Challanging
Unconsclous Bias module. Offering a portiolo
of resource and learming and developmont
opportunitias o support Iolusivity.including
LGBT+ and Disabilty toolits.

- Improving disclosures rates of diversity
characterstis, including ethnicty, disabiity.
gender idaniity and sexualorientation to anable
improved understanding of issuos and barters for
eaquity aroups.

- Roquiring al staff who ston reoruitment and
salection panais to addiionally complats training
that spacficaly adcrassas bias inracruitmant
and salection procs

- Offering notworking and support opportunitios
through our Fou Staff Equity Fora (Women
Mutl-Ethnioty, Disabilty, LGBT) and Carars and
Parants Network.

Celebrating and
recognising success

- Ensuring our approach to performance, reward,
racognition and promotion,for academic and
profossional services is transparen, understandablo
and fai including promotion workshops and
mentoring for minority athn and woman staff

- Embodding evidence-based action in promotion
processes, including providing gender and
ethnicity demographic data to profassorial
promtion panals.

~ Reviawing our reward and racognition schams
for academic and professional servicas staff.
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Closing our
pay gaps

We are committad to fostoring a culture of inclusion
whara averyone s trasted in far and aquitablo way.
Publishing and monitoring our gender pay gap data
annuslly, has bean an important way for s to batter
undartand the causas behind any disparites and to
avelop meaningful targetad actions to achieve
gender aquity.

“This yoar, wa s pleased toreport areduction n both
‘our mean and median gender pay gaps, folowing a small
Increasan 2022, with our maan pay gap baing atits
lowast sinca stafutory gandar pay gap faporting bagan
in 2017. We must not get complacent howver, we st
have along way to goto closs our gender pay gap.

‘Alongside our gender pay gapk this year we have
‘axtanded our snnual pay gap raport to inolude our
athnicity, disabiity and sexual oriantation pay gaps.
Although there is no formallegal requirement to do s,
e bellava that axpanding our raporting will provida
crticalinsights to help us to better understand our
position, snd toincrassa transparancy and aocountabilty.
o schiava aquity scrose all kay equity groups.

W know that achieving a significant reduction in our pay.
9aps s a long-torm projoct which raquires consistant
and continued foous. We ara commited to making this:
happen and are prcritsing fargatad action at both
University and Departmental laval o clos thas gaps.

Professor Henrletta 0'Connor,

(Chal of the University Equity, Diversity and
Inclusion Comittaa

Provost and Deputy Vice-Chancalior

“We are pleased to report
areduction in both

our mean and median
gender pay gaps.”
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Equity and inclusivity in all that we do  we will integrate and embed principles
and practices of EDI into the lfe of the University in how we operate, design and
deliver all we do. We wil identify and dismantle institutional structural barriers

to ensure equitable outcomes for all members of our community. We will build
‘genuine EDI organisational capability by developing a portfolio of inclusivity
related learning and development opportunities and aligned resources for staff
and students to build individual and team competency in EDI. We will empower
and equip our community to be active Inclusive Gitizens of Change.

Valuing and building our diversity - we will enhance our student and staff
experience, valuing a diversity of perspectives, ideas and lived experiences.

We will value experts by experience  our staff and students, including our
international students, and our local community. We will seek to build greater staff
diversity, including at senior levels, to live our values and enable an inclusive,
inspiring and impactful offer. Diversity supports broad leaming and creativity,
increased engagement, retention and success, and genuine belonging.
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Culture and behaviours — we wil ensure a culture of inclusion, dignity and
respect that s free from discrimination, harassment, hate incidents, bullying and
any other form of unacceptable behaviour. We will build a culture that is actively
anti-discriminatory and welcoming and supportive of all.

Voices and evidence - we will take an evidence-based approach to EDI, using
qualitative and quantitative data to inform the decisions we make and the actions
we take. We willlisten to the voices of our university community, to understand
diverse student, staff and other stakeholder lived experiences and respond with
targeted action to advance equity and inclusion at the University.

External benchmarks and measures — we will continually review and assess the
progress we are making in relation to inclusivity and advancing equity, including
by benchmarking and measuring ourselves against relevant EDI charters.

We will be strongly intersectional in our work, recognising the reality and impact
of overlapping social systems of disadvantage and privilege. We will also
continue to highlight and focus on those areas and aspects of human identity
Wwhere we know persistent disadvantage and barriers exist ~ including disabilty,
ethnicity, gender, LGB+, faith and socio-economic equity and inclusion.
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Age

Leicester 

2022/23

#

Leicester 

2021/22

#

Leicester 

2020/21

#

Leicester 

2019/20

#

Leicester 

2018/19

#

17 and Under0.8%1480.7%1280.8%1381.0%1880.8%139

18-2159.7%1140655.9%1038262.2%1012159.4%1082261.5%11177

22-2926.5%506728.6%531621.9%356723.9%435622.0%3993

30-398.0%15249.0%16798.8%14249.1%16559.3%1696

40-493.3%6343.8%7124.3%7034.5%8284.6%835

50-591.4%2601.5%2761.5%2431.6%2881.5%264

60-690.3%600.4%650.4%580.4%650.3%62

70 and Over0.0%<100.1%100.0%<100.1%100.0%<10

Total100%19099100%18568100%16254100%18212100%18166
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Age

UK 

2021/22

Leicester 

2024

#

Leicester 

2023

#

Leicester 

2022

#

Leicester 

2021

#

Leicester 

2020

#

25 and Under5.2%6.5%2804.5%1864.6%1723.5%1315.0%194

26-3010.6%9.6%4179.1%3739.5%3549.8%37010.3%397

31-3513.6%13.2%57412.4%50812.8%47313.2%50013.4%516

36-4014.2%13.9%60514.1%57814.0%51914.6%55414.3%551

41-4513.1%13.3%57813.4%54913.8%51313.6%51513.2%511

46-5012.3%11.9%51512.1%49512.2%45212.6%47712.6%487

51-5511.9%11.2%48711.6%47613.3%49413.2%50013.0%503

56-6010.3%10.7%46611.4%46610.8%40010.6%40310.5%404

61-656.0%6.6%2888.4%3446.2%2306.3%2405.8%223

66 and Over3.0%3.1%1332.8%1132.7%1012.5%961.9%75

Total100%100%4343100%4088100%3708100%3786100%3861
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UoL UG Students by Age Group

100%
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70%
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40%
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0%
Young (<21 on entry) Mature
W Leicester 2018/19 89.2% 10.8%
W Leicester 2019/20 88.9% 11.1%
© Leicester 2020/21 87.9% 12.1%
m Leicester 2021/22 87.6% 12.4%

W Leicester 2022/23 89.0% 11.0%
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Staff by Age Group

Al

3135

13.4%
13.2%
12.8%
12.4%
13.2%
13.6%

14.3%
14.6%
14.0%
14.1%
13.9%
14.2%

41-45

13.2%
13.6%
13.8%
13.4%
13.3%
13.1%

46-50

12.6%
12.6%
12.2%
12.1%
11.9%
12.3%

51-55

13.0%
13.2%
13.3%
11.6%
11.2%
11.9%

W Leicester 2020 W Leicester 2021 [l Leicester 2022

™ Leicester 2023 W Leicester 2024 m UK 2021/22

10.5%
10.6%
10.8%
11.4%
10.7%
10.3%

61-65

5.8%
6.3%
6.2%
8.4%
6.6%
6.0%

66and
Over

1.9%
2.5%
2.7%
2.8%
3.1%
3.0%
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Disability

Leicester 

2022/23

#

Leicester 

2021/22

#

Leicester 

2020/21

#

Leicester 

2019/20

#

Leicester 

2018/19

#

Declared a disability11.3%215210.2%189610.5%17139.7%17619.2%1679

None declared87.1%1664988.8%1648988.4%1437389.4%1628390.0%16358

Unknown 1.6%3061.0%1831.1%1740.9%1680.8%137

Total100%19107100%18568100%16260100%18212100%18174
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Disability

UK 

2021/22

Leicester 

2024

#

Leicester 

2023

#

Leicester 

2022

#

Leicester 

2021

#

Leicester 

2020

#

Declared a disability

7.0%

8.1%352

6.8%2786.4%236

5.7%216

5.5%213

None declared93.0%91.9%347293.2%347293.6%347294.3%357094.5%3648

Total100%100%3824100%3750100%3708100%3786100%3861
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UoL Students by Disability

100%
90%
80%
70%
60%
50%
240%
30%
20%
0% - . [ —
cclared None declared Unknown
disability
W Leicester 2018/19 9.2% 90.0% 0.8%
W Leicester 2019/20 9.7% 89.4% 0.9%
© Leicester 2020/21 10.5% 88.4% 11%
W Leicester 2021/22 10.2% 88.8% 1.0%

W Leicester 2022/23 11.3% 87.1% 1.6%
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Staff by Declared Disability

Declared a disability
5.5%
57%
6.4%
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Ethnicity

Leicester 

2022/23

#

Leicester 

2021/22

#

Leicester 

2020/21

#

Leicester 

2019/20

#

Leicester 

2018/19

#

Minority Ethnic63.2%1207360.2%1117052.1%846952.8%961350.6%9201

White34.0%648936.8%682944.5%723743.7%797245.8%8325

Not declared2.9%5453.0%5693.4%5543.5%6273.6%648

Total100%19107100%18568100%16260100%18212100%18174
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Ethnicity

UK 

2021/22

Leicester 

2024

#

Leicester 

2023

#

Leicester 

2022

#

Leicester 

2021

#

Leicester 

2020

#

Minority Ethnic 

15.8%

28.8%125026.1%106722.6%83820.0%75618.0%695

White

76.0%

65.7%285567.2%274669.0%255770.0%265069.1%2669

Not declared

8.2%

5.5%2386.7%2758.4%31310.0%38012.9%497

Total100%100%4343100%4088100%3708100%3786100%3861
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0% UoL Students by Ethnicity

60%
50%
40%
30%
20%
10%
- HE mm
Minority Ethnic White Not declared
W Leicester 2018/19 50.6% 45.8% 3.6%
W Leicester 2019/20 52.8% 43.7% 3.5%
Leicester 2020/21 52.1% 44.5% 3.4%
= Leicester 2021/22 60.2% 36.8% 3.0%

W Leicester 2022/23 63.2% 34.0% 2.9%
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8o Staff by Declared Ethnicity

70%

60%

50%

40%

30%

20%

i
Minority Ethnic White Not declared

W Leicester 2020 18.0% 69.1% 12.9%
W Leicester 2021 20.0% 70.0% 10.0%
© Leicester 2022 22.6% 69.0% 8.4%
® Leicester 2023 26.1% 67.2% 6.7%
m Leicester 2024 28.8% 65.7% 5.5%

mUK2021/22 15.8% 76.0% 8.2%
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Ethnicity

Leicester 

2022/23

#

Leicester 

2021/22

#

Leicester 

2020/21

#

Leicester 

2019/20

#

Asian or Asian British41.4%791140.1%743831.2%506933.2%6054

Black or Black British13.4%256312.1%224712.7%207311.9%2164

White34.0%648936.8%682944.5%723743.8%7972

Other and mixed8.4%15998.0%14858.2%13277.7%1395

Not declared2.9%5453.0%5693.4%5543.5%627

Total100%19107100%18568100%16260100%18212
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Ethnicity

UK 

2021/22

Leicester 

2024

#

Leicester 

2023

#

Leicester 

2022

#

Leicester 

2021

#

Leicester 

2020

#

Asian or Asian British8.5%19.9%86318.3%74816.4%60914.3%54313.0%501

Black or Black British2.9%4.2%1843.4%1402.4%882.1%781.7%67

White76.0%65.7%285567.2%274669.0%255770.0%265069.1%2669

Other and mixed4.4%4.7%2034.4%1793.8%1413.6%1353.3%127

Not declared8.2%5.5%2756.7%2758.4%31310.0%38012.9%497

Total100%100%4380100%4088100%3708100%3786100%3861
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UoL Students by Ethnicity
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M Leicester 2019/20 33.2% 11.9% 43.8% 7.7% 3.5%
Leicester 2020/21 31.2% 12.7% 44.5% 8.2% 3.4%
™ Leicester 2021/22 40.1% 12.1% 36.8% 8.0% 3.0%

W Leicester 2022/23 41.4% 13.4% 34.0% 8.4% 2.9%




