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Introduction

At University of Suffolk (UoS), Equality, Diversity, and Inclusion (EDI) is core to our being; it is one of our six core values. We recognise that a
diversity of backgrounds is a key part of our community and will therefore positively influence our successes as a community education
provider. We very much wish to see a continued broadening in the diversity of our People — both staff and students - and we remain committed
to providing an environment where everyone is supported to flourish and fulfil their potential, irrespective of their background.

Our staff tell us (through our annual staff survey) that our best scoring area (at institutional level) is that within our Schools and Directorates,
everyone treats each other with dignity and respect regardless of protected characteristics. In addition, our staff tell us that people of all
cultures and backgrounds are respected and valued here.

We understand that there is more that we need to do to be as authentically inclusive as possible. We know that we are on a journey and that
we aspire to be both more inclusive and diverse as both an educator and an employer. This report provides our Equality, Diversity and
Inclusion (EDI) metrics, highlights and areas for further development at the close of the 2021—academic year and outlines our aspirations and

priorities as we look forward.

Mohammad Dastbaz — Deputy Vice Chancellor and Chair of EDI Committee & Julie Burton — Director of People & OD and Deputy
Chair of EDI Committee

November 2022



Part 1: Staff

People profile

We are pleased to present our ‘People profile’ in infographic and chart format — showing differences from the previous year via +/- to illustrate
areas of change.

Staffing data is taken from our HR Information System: Resourcelink (Zellis). University of Suffolk does not hold any responsibility (and
therefore data) in relation to the staff of our partner organisations, and these individuals do not form part of this report.

Our staffing profile remains broadly static — indicating that not much movement has been seen in the ‘make-up’ of our staffing. Some small
gains have been made as documented in the *highlights’ section — including increased declaration in some areas — with some notable
decreases of ‘prefer not to say’ — which we consider to be positive.



Infographic 1: University of Suffolk Staff ‘Snapshot’ 2021-22
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Progression

Table 2. Academic Progression by characteristic

from 2020/21 Gender Ethnicit Disabili type



Gender Pay Gap (GPG)

The Gender Pay Gap refers to the percentage by which the average pay for female members of staff is lower than the average pay for male
members of staff. The University’'s Gender Pay Gap is shown below.

Table 4 — GPG mean / median

YEAR Mean (average) Median (middle)



Employee Engagement



In addition, supplementary data was gathered (self-selected) and is presented below. This supplements the quantitative data provided in this
report and triangulates our employee profile data.

Religion / Belief

Christian
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Staff
Progression -
Academic

Academic progression for those from a Global Majority
Background and those who have a declared disability sits
at 50%. This is on a par with white and non-disabled staff
(56% and 54%)

have commenced ‘real time’ review of shortlisting and
interview outcomes — to review for signs of unconscious bias
(i.e., assumptions based on candidate's use of language,
assumptions around culture or team ‘fit"). This work has
been restricted by team capacity to look at every recruitment
campaign. It remains a priority improvement area in the
period ahead.

A review of the progression routes is currently underway to
provide more clarity on the progression routes and pathways
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to others) and indicate high levels of ‘belonging’. This
demonstrates that the ‘employee experience’ at UoS is
one which is positive and inclusive.

Agile working — available to 97% of our employed posts is
viewed by staff as a positive move — and achieved an
engagement score of 7.3 in our recent staff survey.
Anecdotal information suggests that one of the benefits of
Agile working is that individuals can better manage health
and wellbeing challenges (menopause symptoms, phased
return to work) etc within our agile working framewaork.

Progress against our People EDI aspirations 2021-22

2021-22 saw our People (staff) approach refreshed and some key areas in respect of EDI progressed. Our achievement against these areas is

charted below:

-people’Focus ||
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Setting up of a Network Chairs’ forum with the People Culture team — to improve communication and progression of
shared aims and objectives.

Recruitment of Business Partner — Culture to contribute to driving the EDI, Wellbeing and Engagement agenda
further.

Review and updating of 90% of People policies and completion of associated EIA’s

HR system upgraded, which will now enable us to more easily capture update employee data via self-service
functionality.

HR system now includes fields relating to trans and non-binary (which our old system did not).

Our People objectives and aspirations for 2022-25

Our key People (staff) EDI objectives for 2022-25 are -5
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Part 2: Student / Institution profile

We are pleased to present our ‘Student profile’ in infographic format — showing differences from the previous year via +/- to illustrate areas of
change.
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Infographic 2: University of Suffolk Student ‘Snapshot’ 2021-22
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Response to our Student data

We are proud to highlight the following areas of progress or improvement which have occurred over the past year. In addition, we recognise
some ‘challenge’ areas in our data which we hope to see further improvement of via the interventions and work planned for 2022-23.

Data / Focus Highlights Area for Development
activity
Full / Part time There has been a slight increase in full time students and | Continue to monitor data related to part-time and full-time
status decrease in part time students. students.
Gender Data shows a small increase in male and trans students

and a very small decrease in female students.
Female students have long been a majority student

group, and this trend is reflected across the sector as can
be seen in the Higher Education Statisti

19


https://www.hesa.ac.uk/news/25-01-2022/sb262-higher-education-student-statistics/numbers









https://www.officeforstudents.org.uk/advice-and-guidance/student-wellbeing-and-protection/prevent-and-address-harassment-and-sexual-misconduct/
https://www.officeforstudents.org.uk/advice-and-guidance/student-wellbeing-and-protection/prevent-and-address-harassment-and-sexual-misconduct/
https://www.gov.uk/government/consultations/violence-against-women-and-girls-vawg-call-for-evidence/violence-against-women-and-girls-vawg-strategy-2021-2024-call-for-evidence
https://www.gov.uk/government/consultations/violence-against-women-and-girls-vawg-call-for-evidence/violence-against-women-and-girls-vawg-strategy-2021-2024-call-for-evidence

Part 3: Governance

Governance of EDI at University of Suffolk is given via the following structure:

_[

]

Board J

eQverall responsiblity for ensuring adherence to the duties set out within the relevant
legislation and in the University's Equality and Diversity policy

_[

Executive }

«Provides leadership in the promotion of equality

«Ensures that the Equality and Diversity policy and associated action plans are implemented
effectively (including resourcing)

1

]

Deputy Vice Chancellor ]

«Executive responsibility for Equality and Diversity (all) (reporting to the VC and the Board)
«Chair of the Equality & Diversity Committee

1

Director of People & OD }

« Senior management responsibility for Equality and Diversity (staff) (reporting to the VC and
the Board)
»Vice Chair of the Equality & Diversity Committee

]

Senate )

«Ensures academic policies and procedures avoid discrimination, in terms of student
recruitment, progression and attainment

]

EDI Committee I

-Lead responsibility for assuring the institution's equality obligations and commitments
+Reports to the Executive
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Equality, Diversity & Inclusion Committee (EDIC)
The Equality, Diversity, and Inclusion (EDI) Committee meets three times a year to:

* Monitor the key areas of the institution’s performance and priority areas agreed for the year in relation to EDI (currently: Access and
Participation Plan; Athena Swan, Liberating the Curriculum and People)

e Keep relevant policies and procedures (which influence or are influenced by EDI matters) and their Equality Impact Assessment (EIA)
under review

e Set, monitor, and report progress against equality objectives

The Committee has membership from across the institution’s community, including academic representatives, professional service managers,
the recognised trades unions and the Students’ Union.

Members of the Senior Leadership Team are responsible for leading the implementation of the Equality and Diversity approach and action

24



Part 4: Summary Action Plan

Our strategic action areas are documented below and span areas of focus in respect of staff, students, and overall institution. Some activities
have an earlier anticipated completion date. Some activities require a longer period for embedding. The completion date given is for the
objective to be fully embedded and in place.

Strategic Objectives (2022-25) Completion

Date

PEOPLE (STAFF)

Increase diversity in our recruitment panels 2024
Seek opportunities to increase employment of males, especially in the lower and lower-mid pay 2025
guartiles

2025
Seek opportunities to increase the employment opportunities for those aged 25 and under.

2025
Improve outcomes for Global Majority applicants at shortlisting and interview stage of recruitment, and
female Global Majority individuals in senior management (grade 7+) roles.

2023
Review and update (as necessary) progression criteria and processes to ensure they remain equally
achievable for those who are part time or returning from maternity/paternity/parental or adoption leave.

2025
Improve understanding and awareness of disability in the workplace — including support and
reasonable adjustments which may then reduce barriers (including neurodiversity) and increase
employment within UoS of individuals with disabilities.
Athena Swan bronze submission in March 2023 2023

Annual Staff Surveys aiming to continuously improve engagement, protected characteristic declaration | 2025
and reduce ‘prefer not to say’ categorisation.

On-going monitoring of EIA completion. 2025
Continue building effective relationships with our Network Chairs, to support the wider EDI agenda. 2025

Embedding of our Values and Behaviours within the employee lifecycle — to ensure alignment of ‘what | 2025
we do and how we do it’ — with positive people practices at the fore.
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Performance

Continued improvement in the data available to managers through the Business Partnering
relationship — to ensure data tells an up-to-date story —
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