STAFF EQUALITY, DIVERSITY & INCLUSION PROFILE REPORT
2020/21
This report provides an analysis of the University’s substantive staff groups for the period 1
August 2020 to 31 July 2021. It details the core representation and participation of the
University’s 2,022 staff at the census date 1 December 2020, along with applicant
monitoring information, by ethnic grouping (Black, Asian and Minority Ethnic [BAME] or
non-BAME), sex, disability, sexual orientation and age, in relation to the University’s
workforce profile and recruitment and retention outcomes across the 2020/21 academic
year. Additionally, this report includes the most recent (2021/22) promotion round.
Benchmarking information in the report was drawn from the HeidiPlus database of HESA
data for the academic year 2020/21 (published March 2022).
The annual Advance-HE Statistical Report 2020 (published September 2020) has further
enabled sector comparisons. However, as this refers to 2018/19 data, it is only used where
appropriate.
Unless otherwise stated, this report relates to substantive staff only. It does not include
individuals engaged on casual contracts but, unless stated it does include those clinical
secondees from the NHS who are returned to HESA. Analysis is provided separately for
the academic staff group and Professional and Support (P&S) staff. P&S staff includes staff
within the managerial & specialist, administrative, technical and operational job families. To
reduce the risk of identifying individuals, data are presented to the nearest 5 but
percentages are calculated on actual figures.
Where relevant, staff information is presented and analysed by service area. The service
areas comprise three faculties: Faculty of Humanities and Social Sciences, Faculty of
Medicine and Health Sciences and Faculty of Natural Sciences (abbreviated to FHumSS,
FMHS and FNS). The work of the Directorates, the Keele Institute of Innovation in
Teaching Excellence and the Vice-Chancellor’s Office is presented and classified as
‘University Administration’ (and abbreviated to UAdmin). Staff data are presented as Full
Person Equivalent (FPE), for most staff this is equivalent to Headcount but avoids double
counting staff who work across more than one area or job family.
Within this reporting period, the University was actively managing costs through its
published Financial Sustainability Plan and some restructuring took place as part of “One
Keele”. Hence, some, but not all, P&S positions were advertised internally in the first
instance.
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KEY POINTS
Workforce profile
BAME staff representation, at 8.9%, increased little relative to 2019. Nevertheless, there
has been some increase in BAME staff representation in most job families, with a
corresponding fall in representation amongst operational staff. Furthermore, more recent
data (December 2021), showed a significant increase in BAME representation (up 1%, i.e.
an 11% increase in number of BAME staff).
At 62% female (a 0.5% increase on 2019), Keele staff continued to show female overrepresentation compared to sector and benchmark group.
Since the last report, there has been a small increase in the number and proportion of
female academics working part-time. Conversely, there has been a reduction in the number
and proportion of female professional and support (P&S) staff working part-time.
Staff disability declaration continued to increase and, with 8.9% of staff reporting a
disability, remained above sector and benchmark group.
LGB staff representation, especially for women in P&S roles, remained low.
Grade
Challenges continue in the pipeline to senior posts for BAME staff and women and are
exacerbated where these intersect.
Academic Promotions
Averaged data showed good progress in terms of BAME staff promotion to senior lecturer
and female staff promotion to professor. However, BAME staff promotion to professor and
reader and female staff promotion to senior lecturer, showed under-representation when
measured relative to the potential promotion pool by broad ethnic grouping and sex.
Recruitment
The percentage of staff who were successful in recruitment and identified as BAME was
nearly 15%, which is the second highest representation since reporting this data (from
2013/14).
Women were over-represented in academic staff recruitment at 63.4% female relative to
the population and the applicants (44.8%F). Female over-representation has been
particularly notable in successful applicants since 2018/19.
Turnover
Turnover at 13.7% had returned to a more normal rate relative to the last two years. BAME
staff, female academics and male P&S staff had higher turnover rates than their peers.
Time averaged data indicated that LGB+ staff also had higher turnover rates. Disabled staff
turnover approximately matched that of other staff, from 2018/19 onwards.
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SECTION A - WORKFORCE PROFILE
To the nearest 5, the staff workforce comprised 805 academic staff and 1215 professional
and support staff. The increase in academic staffing, relative to 2019, included some staff
appointed to the new Harper and Keele Vet School.
Ethnicity
Table 1: Overall BAME Profile 2020*
BAME
Keele Staff

non-BAME

Unknown

8.9%

88.1%

3.0%

HESA Benchmark 2020/21 (all nationalities)

15.1%

77.6%

7.3%

Keele Benchmark Group1 2020/21[1]

12.8%

80.8%

6.4%

*Actual date is the census date of 1st December 2020. Data (benchmark or otherwise) is
for all nationalities.
BAME staff representation, at 8.9%, had changed little relative to 2019, when it was 8.8%.
Keele University is located within Newcastle-under-Lyme, with borders with Stafford, Stokeon-Trent and Staffordshire Moorlands. The 2011 Census identified 7% of the local area
population as having a Black, Asian or Minority Ethnicity. More detailed area statistics are
provided (Table 2). It is likely that representation of the BAME group in the UK would have
increased since the last published census data, given the ethnicity profile by age in 2011.
Table 2: 2011 local area census data
Total population

BAME %

non-BAME %

Stoke-on-Trent

249,008

11.4

88.6

Newcastle-under-Lyme

123,871

5.0

95.0

Stafford

130,869

5.0

95.0

97,106

1.3

98.7

Staffordshire Moorlands

Some staff groups recruit locally (Operational, Administrative, Technical) but others have
wider reach, with senior Managerial & Specialist posts having national reach and Academic
posts often have international reach. Our staff ethnicity showed a marked difference to our
students (37% BAME, for all UK and overseas 2020/21 1st year entrants).

1

A group of 12 universities, which are similar to Keele and chosen for a wide range of benchmarking
purposes: Aberdeen, Dundee, Hull, Kent, Lancaster, Leicester, Reading, Stirling, Surrey, Sussex,
Swansea, UEA
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Table 3: Keele staff ethnicity profile by Job Family December 2020
Staff Group
BAME non-BAME BAME % non-BAME % Total
Academic
120
645
14.9%
80.2%
805
Administrative
15
455
3.6%
95.2%
480
Managerial & Specialist
10
320
3.5%
94.7%
340
Operational
25
275
8.7%
89.0%
310
Technical
5
85
4.5%
93.3%
90
Totals
180
1780
8.9%
88.1% 2020
The 3.0% of staff who have not declared their ethnicity are not detailed here (but
totals do include these staff)
Whilst overall BAME representation was largely unchanged, relative to December 2019,
there have been small increases in BAME staffing (both absolute and relative) in the
Academic, Administrative and Managerial & Specialist groups. However, there were 10
fewer BAME staff in the Operational Staff group.
BAME staff representation was highest within the academic staff group at 14.9% but this
remained lower than the academic sector (17.3%) and benchmarking group (17.6%), which
continued to increase.
BAME staff representation was only 4.9% of the overall P&S group and remained low
compared with the local area (7%) and very low when compared to a sector average for
P&S staff of 12.4% (8.4% in the benchmarking group).

Table 4: Keele BAME profile by Service Area December 2020
Location

BAME

non-BAME

35

180

45

BAME %

non-BAME %

Total

15.7%

78.2%

230

305

12.1%

83.7%

360

Faculty of Humanities
and Social Sciences
Faculty of Natural
Sciences
Faculty of Medicine and
Health Sciences
University Administration

50

525

8.6%

88.5%

590

50.0

775

5.8%

92.5%

840

Total

180

1780

8.9%

88.1%

2020

The Faculty of Humanities & Social Sciences had highest BAME representation (Table 4),
at 15.7%, but this is a slight fall on 2019 (16.6%) and now broadly matches the subjectspecific sector and benchmarking group (15.9% and 16.0%, respectively).
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The Faculty of Natural Sciences has continued a trend of increasing BAME representation,
with an increase from 8.5% in 2019 to 12.1% in 2020. However, this remained below the
subject-specific sector2 (16.1%) and benchmark group (15.8%).
The Faculty of Medicine & Health sciences BAME representation, at 8.6%, is below the
December 2019 value of 10.3% and is below specific sector average of 15.1% (12.6% in
the benchmarking group).
The University Administration BAME representation at 5.8% is below the 2019 value of
6.2% due to decreased representation within the operational group.
In terms of working hours for academic staff, there is no apparent disadvantage by
ethnicity. 80% of academic BAME staff work full-time compared with 71% of non-BAME
academic staff. However, BAME academic staff were more likely than others to be on fixedterm contracts (28% of BAME vs 17% of non-BAME academic staff) and have a younger
average age.
For P&S non-operational staff, 66% of BAME and 70% of non-BAME staff work full-time.
For operational staff the figures are 43% for BAME and 44% for non-BAME staff.
The University has developed a comprehensive race equality action plan, as part of the
commitment to the REC, which sets out ambitious targets to increase BAME staff
representation. The target for BAME academic staff representation is 22.7% (to match the
UK HE Sector UK Student Average) by 2028. Reviewed against 3 yearly targets: 13.2% by
2022, 17.3% by 2025 and 22.7% by 2028. The target for professional & support is 10.3%
(current HEI P&S benchmark) by 2034. Reviewed against 3 yearly targets of: 3.5% by
2022: 4.5% by 2025: 5.9% by 2028: 7.9% by 2031 and 10.3% by 2034. 2020 data indicate
that we had exceeded the 2022 target for both academic and P&S staff and the 2025 target
for P&S staff.

2

Veterinary science has now been added to this benchmark
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International Staff

Table 5: Staff by Basic Nationality Grouping
Academic
P&S
Total
Keele UKHEI BmkG Keele UKHEI BmkG Keele UKHEI BmkG
EU
10%
17%
18%
3%
8%
6%
6%
13%
11%
Non-EU 10%
15%
16%
1%
4%
3%
5%
10%
10%
UK*
80%
67%
66% 96%
88%
91% 89%
77%
79%
Total
100%
99%
99% 100% 100% 100% 100%
99% 100%
*Includes Guernsey, Jersey and the Isle of Man. UKHEI = Sector comparator; BmkG = Keele’s 12
benchmark institutions. UKHEI and benchmark group do not sum to 100% in some cases due to
some staff having unknown nationality.
Keele’s international staff representation remained low compared to sector and benchmark
group (Table 5), particularly for P&S. However, non-EU international staff representation
had increased from 4.5% to 5.0% of the total staff population.
UK Sector-wide, international staff are more likely to have Black, Asian or Minority
Ethnicities (60.8% of non-EU international academic and 60.0% non-EU international P&S
staff were BAME) and, in the case of academics, were more likely to be male (57.6% of
non-EU academics in the sector are male compared with 52.3% of UK nationals).
Keele’s lower international staff representation is a contributing factor to the ethnicity
differences between Keele and the sector. Nevertheless, Keele’s UK staff also have lower
BAME representation compared with the sector. 5.4% of all Keele’s UK nationals are
BAME; the equivalent in the sector is 10.7% and 7.5% in the benchmark group. The underrepresentation in UK staff, relative to benchmarks, is focussed within our P&S group.
Academic staff representation in UK staff is closer to sector (8.9% of Keele’s academics
are in the BAME group compared with 11.0% in the sector and 9.2% in the benchmark
group).
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Sex
In 2020/21, we had binary sex data for a large majority of staff, in our monitoring questions
“prefer not to say” is not an option but “other” is available and a small number of staff have
chosen this option.
In 2020, 61.5% of Keele’s workforce were female and 38.3% were male, a small increase
in female representation compared with the previous year. Keele has notably higher female
representation when compared with the sector (54.1% female) and benchmark group
(55.4% female).
Table 6: Keele profile by Sex and Job Family December 2020
Job Family
Female
Male
Female %
Male %
Total
Academic
425
375
53.0%
46.7%
805
Administrative
405
75
84.7%
15.3%
480
Managerial & Specialist
200
140
58.9%
41.1%
340
Operational
185
125
60.4%
39.6%
310
Technical
25
65
28.1%
71.9%
90
Totals
1245
775
61.5%
38.3%
2020
A small number of people have chosen the "other" category for sex. These are not detailed but
are included in the total
The Academic job family at 53.0% female, remained higher than sector (47.0% female) and
benchmarking group (46.6% female) but below female student participation in HE (which
has been above 55% female for all available HESA Heidiplus records i.e. since 2007/8).
Likewise, Keele’s P&S staff female representation, at 67.1%, remained higher than the
sector (62.5%) and benchmark group (63.5%).
Recruitment into the technical staff group, since the last report, has increased female
representation by 9.5%. Academic and Managerial & Specialist staff groups have an
increased number and proportion of women (+0.5% and +0.3%, respectively). Operational
and Administrative have a slightly decreased female representation (-0.1% and -0.3%,
respectively).
The administrative and technical job families require careful monitoring and positive
actions, as set out in the Institutional Athena SWAN action plan, to address established and
historical gender bias. External recruitment associated with the OneKeele transformation
project is not reflected within this monitoring period. The impact of the strategies
implemented to diversify appointments by sex in the Administrative job family will be
reflected in the next reporting period. Equality analysis of the recruitment campaign
indicated that the gender profile of external appointees was 19% male in comparison to the
existing professional services profile of 9%.
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Table 7: Keele profile by Sex and Service Area December 2020
Location
Female Male Female %
Faculty of Humanities & Social Sciences

140

85

61.7%

Male %

Total

38.3%

230

Faculty of Medicine & Health Sciences
400
190
68.0%
32.0%
590
Faculty of Natural Sciences
175
190
47.7%
52.3%
365
The University Administration
530
310
63.1%
36.9%
840
Totals
1245
775
61.6%
38.4% 2020
A small number of people have chosen the "other" category for sex. These are not detailed but
are included in the total
Women were in the majority in 2020, in all areas of the University, except for the Faculty of
Natural Sciences (Table 7). All academic areas have had an increase in female
representation relative to 2019, FHumSS +0.8%; FMHS +0.9% and FNS +3.9% The
University Administration has reduced number and proportion of female staff (-0.6%).
The change in FNS corresponded to an increase in female staff FPE by 30 and male staff
FPE by 5, both to nearest 5. Approximately half of the posts were to fill vacancies in areas
where women are in the majority (Veterinary science and Psychology) but the remainder
were largely in areas where women are under-represented.
Table 8: Staff Mode of Working by Gender (Clinical staff not included) Dec-2020
% who are
Difference
Full-time
Part-time
Full-time (all
from 2019
Staff Type Academic Function
year)
F
M
F
M
F
M
F
M
Research
35
40
10
5 77% 84% -1% -2%
Teaching / E&S
85
50
85
25 50% 64% -3%
2%
Academic
E&R
155 195
25
25 85% 88%
4% -1%
Subtotal
280 280 125
60 69% 82% -1%
0%
P&S
N/A
445 320 370
80 54% 80%
2%
1%
Overall Total
725 600 495 140 59% 81%
1%
1%
Clinical academic staff are not included in the data above as they mostly work part-time
at Keele due to their clinical commitments within the NHS. Clinical staff were identified as
having either a clinical marker and/or an NHS pay scale, in the HESA return.
The difference between female and male full-time employment is largest for P&S staff
(Table 8).
Excluding clinical staff, who divide time between Keele and the NHS, Academic Education
& Research (E&R) posts are most likely to be held full-time. Even so, women are 3% more
likely to work part-time. Women in academic teaching / Education & Scholarship (E&S)
roles are most likely to hold part-time contracts; followed by female P&S staff.
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Part-time working has decreased in the female academic E&R group and increased in the
female teaching / E&S group. This is, in part, due to part-time female staff on E&R
contracts translating to E&S contracts.
Overall, there has been an increase in full-time working (+1% regardless of sex). This is
due to an increase in P&S staff, in particular women, working full-time (+2%). Conversely,
there has been a slight fall in academic women working full-time relative to 2019 (-1%).
It is possible that the overall increase in academic female staff part-time working and the
decrease in P&S part-time working may have been pandemic-related, with some P&S
women better enabled to work around caring responsibilities and some academic women
finding that this was less feasible.
Table 9: Academic Staff function by sex & ethnicity (Clinical staff included) Dec2020
Female
Male
Academic Function
All
BAME non-BAME
All
BAME
non-BAME
Research
Teaching/E&S
E&R
Total

13%
41%
46%
100%

20%
29%
51%
100%

12%
44%
45%
100%

15%
21%
64%
100%

25%
18%
57%
100%

12%
22%
66%
100%

Proportions of academic staff by the distinct functions (Research, Teaching/Education &
Scholarship and Education & Research) vary by sex and ethnicity (Table 9).
When including clinical staff, 41% of female staff are on teaching/ E&S contracts, up from
38% in 2019. 21% of male staff are on teaching / E&S contracts, down from 23% in 2019.
When looking at sex and ethnicity it should be noted that our female and our BAME
academic workforces are on average younger (page 12 illustrates this for sex). For the
BAME academic workforce 48% of staff are under 40 vs 33% for the non-BAME group.
Hence, age may be a co-factor in distribution of staff over the distinct roles (but does not
explain all differences).
•
•
•
•

BAME men have higher representation in research roles relative to other groups
(NB this drops below the figure for BAME women when clinical staff are excluded).
Non-BAME women have higher representation in teaching/ E&S roles relative to
other groups.
Non-BAME men have highest representation in E&R roles.
Non-BAME women have lowest representation in E&R roles

In addition to age, the differentiation in academic function by sex and ethnicity may, in part,
relate to unequal subject distribution of these groups within Keele’s subjects. Science
areas, for example, have higher male representation and are more likely to recruit
research-only staff than the humanities.
Action has been taken to address teaching-only careers, where women have higher
representation, through development of the Education and Scholarship career pathway.
Success in promotion will continue to be carefully monitored.
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In revising our Athena Swan action plan, we will consider a wide range of inequalities,
including men in roles where they are under-represented, and we will develop specific
plans to improve inclusion in areas where we have identified weaknesses (e.g.
consideration of BAME and older women in the workforce).
Disability
Disability status is automatically logged as ‘no disability’ unless staff indicate otherwise,
either at recruitment or via the employee self-service system.

Figure 1: Disability Profile & Refused Data
On 1st December 2020 there were 180 staff members (8.9% of staff) at Keele with a
declared disability. Staff disability declaration shows an increase over time (Figure 1) and
remains higher than the sector and benchmarking group (6.0 and 5.8%, respectively).
Those who actively chose to withhold disability status, at 1.6%, has decreased marginally.
It is quite probable that some staff have developed a disability whilst at work and not
updated their record as they see no need to do so.
In terms of national incidence of disability, there is also an annual increase in self-reported
disability, from Oct-Dec 2013 – Oct-Dec 2020 the number of disabled people aged 16-64
has increased by 1.65 million, or 24% to 20% and 52.3% of disabled people in this age
group were employed vs 82.2% of non-disabled people3. Hence, whilst our employee data
suggests better disability inclusion than sector, we have lower representation than national
employment data might suggest (13.7% disabled). Unlike national data (Powell, 2021), we
have no indication of pandemic-related reduction in disabled staff employment. Our staff
pulse surveys taken during the pandemic indicated that staff with disabilities were, on
average more likely to want to continue homeworking compared to those without.

3

https://researchbriefings.files.parliament.uk/documents/CBP-7540/CBP-7540.pdf (House of
Commons Briefing paper Number 7540, 24 May 2021, Andrew Powell)
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Comparing 2020 data with 2013, we see an increase in number of staff reporting against
almost all disability categories (not shown). However, mental health conditions, specific
learning difficulties, social / communication impairment and having two or more conditions
now accounts for a larger proportion of reported disabilities (46% of all disabilities in 2020
vs 20% in 2013).
It is also worth noting that we do not hold data on disability type for 27% of those who do
declare a disability as it is recorded as “A disability or condition that is not listed” (20% of
those with a declared disability) or “Two or more impairments and/or disabling medical
conditions” (7% of those with a declared disability). On an individual level, this is
unimportant provided reasonable adjustments are given but, in order to improve usefulness
of data, HESA will remove the “Two or more…” option in favour of staff being able to select
multiple options for the 2022/23 data collection.
Reported disabilities since 2019 show a rise in those reporting mental health conditions and
those reporting that they are deaf or have a serious hearing impairment. It is possible that
enhanced reporting of both may have related to lockdown working arrangements, rather
than staff changes. Whilst percentage changes for these disabilities are notable, it should
be remembered that overall numbers are small.
The operational and technical staff groups remain most likely to withhold disability
information (3.2% and 3.4% of the population respectively; 13 staff in total); this a small
improvement on the previous period when 18 staff withheld this information. Staff are
encouraged to declare disabilities in conversation with HR advisors and in annual data
collection notices. UAdmin staff were more likely than faculty staff to refuse information on
disability but area differences were small (Figure 2b)

Figure 2: Percentage of staff who declare a disability or refuse to declare by (a) Job Family
and (b) Location
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Age
The mean age of Keele’s workforce on the 1st December census date remained similar to
last year with a mean of 45.5 years (up 0.4 years) and median of 45.8 years (up 0.2 years).
In common with earlier data, Keele
had more staff in the age ranges 46
-65 than sector average (Figure 3)
and fewer staff in the youngest age
groups.

Figure 3: Keele Age Groups Compared to
UK HEI Sector (data from HESA’s
HeidiPlus database). Age categories are
chosen to match the HESA database and
are calculated for the 31st of August.

Figure 4: Staff Age Groups by Academic / PS Status and Sex
Female academic staff have a lower median age than their male colleagues and, in
particular, have a greater representation in the 26-30 age range. A dip in representation at
the age group 41 - 45 years was previously apparent regardless of sex or academic / P&S
status. However, in 2020, only female P&S staff had an apparent drop in representation at
that age group. The change in other groups may relate to an aging workforce combined
with staffing changes due to turnover and recruitment (see Section D & E – recruitment and
turnover). Male staff continued to have higher representation in the over 60 categories
relative to female staff. This may result from historic inequalities in women’s employment
and/or current complex societal and workplace pressures faced by older women.
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The under-representation of older women from the UK workforce4 is recognised as a factor
which impacts on earnings levels and contributes to the gender pay gap and lower pension
provision. The Healthy University Group has commenced work to provide support and
resources for women going through the menopause at work.

Figure 5 (a) Staff Age Groups by Job Family (b) Staff Age Profile by Service Area
Relative to 2019, there is little change in distribution of staff through the wider (10-year) age
groups by job family or University area. The managerial & specialist and academic job
4

See data from ONS for women aged 50-64 and men aged 50-64.
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families, require significant levels of knowledge and experience, which are developed over
time, and, therefore, have a smaller proportion of staff under 30 years old.
The over sixty age group had low representation due to retirement of staff. In technical and
operational roles, staff were more likely to stay in roles to older ages.
Administrative and technical roles are more likely to recruit staff in their twenties than other
job families. Nevertheless, this group remains under-represented relative to others. We will
review our person specifications to ensure that we are not relying too heavily on experience
in entry level roles and ensure our adverts are attractive to younger people.
The age profiles of the various service areas were broadly in line with the overall University
age profile. The Faculty of Humanities and Social Sciences had the lowest proportion of
staff in their twenties, possibly because there are fewer opportunities for postgraduate
research positions and fewer technical positions when compared with the other faculties.
Gender Identity, Sexual Orientation and Religion & Belief
For sexual orientation we now present workforce data, recruitment and turnover.
For religion & belief, trends in monitoring of staff representation are reported. No further
analysis of the data is presented due to the small numbers involved in the range of religions
and the possible risk of identifying staff. Nevertheless, the collation of data is useful in (1)
providing information on whether we are attracting a diverse workforce and (2) in
contributing to the HESA dataset, which allows for sector wide EDI analysis.
For data on gender identity, we ask the question: “Is your gender identity the same as
assigned at birth?” Unfortunately, in an update to KeelePeople the question was lost on the
Employee Self Service interface, leading to individuals incorrectly assuming how they
should answer (yes / no / prefer not to say) under the title “Gender Reassignment”. Hence,
no data on gender reassignment was submitted to HESA in 2017/18 and 2018/19. In
2020/21, we had just 93 staff members (4.6% of our workforce) who had completed this
monitoring question and we have a long way to go to reach the 54.4% completion that we
had in 2016/17. 12% of those who had answered the question on gender reassignment had
indicated that their gender was not the same as that assigned at birth. This appears to be
unexpectedly high and we suspect that people have not understood the question. We will
further explain what is meant by the question when we ask staff to update their monitoring
data.
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Sexual Orientation
Table 10: Sexual Orientation Profile December 2020
Sexual
Orientation
Bisexual
Gay Man
Gay woman /
lesbian
Heterosexual
Information
Refused
Other
No data
Total

Headcount

%
Population

% of
respondents

20
25

1.1%
1.2%

1.3%
1.4%

10

0.6%

0.7%

1490

73.7%

87.6%

150

7.3%

8.7%

5
320
2020

0.2%
15.9%
100.0%

0.2%
100.0%

76.8% of staff have positively answered questions on sexual orientation (an increase of
1.5% from the previous year). 7.3% choose to withhold this information (-0.2% on 2019
data). Disclosure rates at Keele exceeded the published sector values (55.6% of staff have
provided data for those institutions that returned sexual orientation data, 12.2% refused to
give information with the remainder having no data, Advance-HE 2019/20).
At 3.1% of all staff (4.0% of all those who have given us a non-null response), the total
percentage of staff declaring an LGB orientation is lower than might be expected from
national estimates (6-9%) and HESA data (5% of staff).
Amongst the academic staff for whom we have data (including those who refused) 4.5%
reported an LGB+ sexuality; amongst P&S staff this was 3.3%. The difference between the
groups has been observed since 2016/17 (data not reported before that point).
LGB representation within the P&S staff body may be genuinely low or it may be that these
staff lack confidence in reporting. Sex is another factor: across the university 3.2% of
women and 5.4% of men who have given sexual orientation data identify within the LGB
umbrella. When we break this down further 4.3% of academic women and 5.9% of
academic men give an LGB orientation compared with 2.6% of PSS women and 5.0% of
P&S men.
Work to profile LGB staff, including female academics5, and develop LGBTI+ allies has not
yet resulted in increased P&S staff LGB reporting.
The University continues to engage with the Stonewall Workplace Equality Index, promotes
the use of employee self-service and supports the LGBTI Staff Network. The Athena Swan

5

We still have no female PSS role models. Take up from female PSS allies has been good.
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actions also include work relating to trans staff and students and, for future submissions,
would include wider consideration of gender diverse people.
Religion or Belief
Table 11: Religion or Belief Profile December 2020
Religion
Any other religion or belief
Buddhist
Christian
Hindu
Jewish
Muslim
No religion
Sikh
Spiritual
Information refused
No data
Total

Headcount
20
15
775
15
0
35
665
0
15
115
360
2020

% of Keele
% of
Population Respondents
0.9%
0.7%
38.4%
0.8%

1.2%
1.0%
50.3%
1.0%

1.7%
32.8%

2.3%
42.9%

0.8%
5.7%
17.8%
100.0%

1.0%
7.5%
-

While religious diversity overall remains low with 6.9% of staff reporting a religion other
than Christianity, this is a small increase of 0.9% compared to 2019. There are no notable
changes in representation of individual religions. In the time period there has been a small
drop in those staff answering the question on religion and belief, down 0.7% on 2019/20.
Action has been taken to improve religious inclusion for students and staff through work of
our Chaplains, our Race Equality Officer and student groups with religious celebrations
held and awareness raising through social media, diversity calendars and EDI groups.
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SECTION B – GRADE

As part of our work for Athena Swan and REC, we have undertaken further analysis of the
distribution of our staff against our main pay and grading structure by sex and ethnicity.
Ethnicity
Academic Staff Ethnicity

Figure 6A: Academic staff by ethnicity as a percentage of total representation by grade on
the census date of 1/12/2020. BAME group plotted in purple; non-BAME group in green
stripe. Staff on the readership scale are plotted together with grade 9 staff. There are a
small number of staff on personal rates, these are not plotted separately but are included in
percentage calculations. Any grade 5 staff and any external secondees are excluded.
Grades 6 & 7 are merged due to small numbers of grade 6 staff.
Grade distribution of BAME / non-BAME groups (Figure 6A) was similar to 2019 data, apart
from a small reduction in the percentage of BAME staff at grade 9 (from 12% in 2019 to
10% in 2020) and an increase in staff at grade 8 (up 3%). There has been less change in
grade distribution of non-BAME staff.
Some of changes in BAME academic grade distribution equality were due to positive
recruitment of BAME academic staff into junior academic positions between 1st Dec 2019
and 1st Dec 2020.
It should be noted that absolute numbers of BAME staff remain small at higher grades.
Hence, distribution across grades could change quickly.
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Figure 6B: Academic staff (including clinical staff) by ethnicity as a percentage of total
representation by HESA contract level (i.e. grade agreed for comparison purposes) on the
census date of 1/12/2020. There is some correlation between Keele grades and HESA
contract levels but it is not direct. Additionally, clinical qualification and experience is not
part of the HESA contract level scale and, whilst these staff may receive higher salaries,
based on these skills, their posts do not necessarily equate to higher HESA contract levels.
Grade 5 staff have been excluded from this plot.
When we consider HESA contract levels, which include clinical staff, (Figure 6B and Figure
7), rather than Keele grades, we still note the under-representation of BAME staff in the top
three grades and over-representation in the main academic entry level. There is some
improvement on 2019, when 49% of BAME academics were on the bottom grade.
However, the difference is only in progression to level J (grade 8), rather than higher level
promotion.
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Figure 7: Academic Staff Grade by Ethnicity and UK HE Benchmark. NB Sector BAME and
Sector non-BAME are from the ECU Staff Statistical Report 2020 (1/12/2018 data).1 The
totals do not add to 100% as, for readability, levels lower than K are not shown.
When compared with the sector (Figure 7) Keele’s non-BAME staff distribution is higher at
level I [approximates to grade 9 / Reader] and J [approximates to grade 8], whereas BAME
staff distribution is higher at grades J and K [approximates to grade 7]. Keele’s gap in
representation at professorial levels (grade 10 / HESA F+) was comparable to the sector.
REC actions to increase the academic staff BAME representation at senior grades are
through equality in recruitment and promotions with targets to increase:
(i)

the Grade 9 BAME population to 5.6% of the total population by 2022, 7.4% by
2025, 10.1% by 2028, 13.7% by 2031 and 18.2% by 2034 and
(ii)
the Grade 10 BAME population: 8.4% by 2022, 10.1% by 2025, 12.6% by 2028,
15.9% by 2031 and 20.1% by 2034.
We have exceeded the 2022 and 2025 Grade 9 and 10 targets. On 1/12/2020, 8.0% of the
academic grade 9 population and 10.4% of the grade 10 academic population was BAME.
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Intersection of Ethnicity and Sex for Academic Staff

Redacted as
small
numbers of
BAME women
at high grade

Figure 8: Academic BAME staff by sex and grade 2020. NB clinical staff and those on
personal rates are included within the HESA levels as plotted above.
BAME academic women continued, on average, to hold fewer senior positions (senior
lecturer, Reader and Professor) at Keele when compared against academics in other sex
/ethnicity groupings (Figures 8 and 9), in common with the sector. A slightly larger
proportion of BAME women moved from level K to J (mostly grade progression from 7 to 8)
between 2019 and 2020 census dates, relative to BAME men.

Figure 9: Academic non-BAME staff by sex and grade 2020, excludes staff on grade5.
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For non-BAME staff, there has been a small increase in sex equality at level I (grade 9 and
Reader).
P&S Staff Ethnicity
There has been a 32% increase, from December 2019 to December 2020, in P&S staff with
declared Black, Asian or minority ethnicities on the Keele spine. However, overall numbers
were still very low and account for only 3.7% of this group. Additionally, there were 27
BAME Operational staff members (not plotted) and a small number of apprentices (ethnicity
not detailed).

Figure 10: P&S grades by ethnicity showing staff as a percentage of their total
representation by grade on the census date of 1 December 2020, with staff in the BAME
ethnic grouping plotted in purple and staff in the non-BAME ethnic group in green stripes.
The percentages do not include any operational staff. However, apprentices are included in
the percentage calculations (so percentages above will not sum to 100%). Grades 2 & 3
are merged, due to small numbers of grade 2 staff.
P&S staff with a declared Black, Asian or Minority Ethnicity were notably absent from the
highest two grades, Figure 10. However, increasing BAME P&S staff representation across
all grades is a priority. In addition, the REC action plan has targets for representation at
higher grades to match overall BAME P&S representation but with a lag relative to overall
representation increases. The target is to increase Professional & Support staff BAME
representation within senior grades to 10.3% (Sector BAME staff population) by 2034,
reviewed against 3 yearly targets: 1.8% by 2022, 3.0% by 2025, 4.8% by 2028, 7.2% by
2031 and 10.3% by 2034.
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Sex
Academic Staff

Figure 11: Academic Grades by Sex. Shows academic men and women as a percentage
of their total representation by grade on the census date of 1 December 2020. Staff on the
readership scale are plotted together with grade 9 staff. There are a small number of staff
on personal rates, these are not plotted separately but are included in percentage
calculations. Any grade 5 staff and any external secondees are excluded. Grades 6 & 7 are
merged due to small numbers of grade 6 staff.
Men have a more even spread across the academic grade levels than women (Figure 11),
with women having over-representation in the main lower grades (7 and 8). There has been
a 1% decrease in the proportion of men at grade 10, since the previous year. The
proportion of men and women on NHS pay scales has also decreased, by 1 and 2%
respectively. Increases in staff at grade 9 have been seen for both men and women (by 1%
each).
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Figure 12: Career pipeline across the academic grades (last 6 yrs), data on 1 December
Census dates. Female staff FPE in orange; male staff FPE in grey; % who are female
plotted in black on the secondary vertical axis. Clinical staff are not plotted as the trend
is not consistent due to changes in reporting. Benchmarks in dashed black lines are
from the Advance-HE Statistical reports and do include clinical staff. Grades in brackets
correspond to the HESA coding of contract levels (XpertHR and UCEA grades).
Keele’s female representation has remained high relative to the sector for all HESA levels
except at the highest grades (Professor and senior academic managers), where Keele
approximately matches sector (Figure 12). Progress has been made towards our target of
35% female representation in the professoriate by 2021 but we had dropped back slightly in
December 2020. We have not yet made our Athena Swan target of parity for those who are
Senior Lecturers / STFs / SRAs or Readers but there has been an increase of 1% in the
year, to 46%F, following a setback in 2019.
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Professional and Service Staff Sex

Figure 13: Professional Services Grades by Sex showing P&S men and women by grade
as a percentage of their total representation on the census date of 1 December 2020. Not
plotted are our, operational staff and our apprentices. However, apprentices are included in
the percentage calculations. Grades 2 and 3 are plotted together due to the small numbers
of grade 2 staff.
The modal grade for P&S staff who are on the Keele spine remained as grade 4 for women
and grade 7 for men (Figure 13).
There has been a drop in staffing at the lowest grades (2 & 3), equivalent to 24% of men
and 28% of women at these grades. For women a reduction in numbers of lowest grade
staff (grades 2 & 3) has been more than matched in roles at higher grades. The percentage
of women at grade 4 was unchanged but, women’s distribution at each of grades 5-8,
increased by 1% for each grade. However, there was no increase in the proportion of
women at the highest two grades (9 and 10).
Men’s loss at the lowest grades was not quite matched in recruitment. However, male
grade distribution had changed such that there were more men at grade 7 (26% of men vs
23% in 2019), with fewer at those lower grades, and with a slight decrease at grade 8
(down from 13% in 2019).
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Figure 14: Professional Services Staff by Sex and Grade. Staff FPE against the primary
vertical axis and the percentage of women within each grade against the secondary vertical
axis.
Figure 14 shows the same data as Figure 13 but represented as FPE per grade and as the
percentage who are female (against the secondary vertical axis) i.e. demonstrating female
over-representation up to, and including, grade 8. At grade 9, women remained slightly
outnumbered and were notably outnumbered at grade 10 (35%F).
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Sexual Orientation and Grade

Figure 15: Staff with a declared LGB+ sexual orientation by grade. Staff below grade 4 are
grouped in with grade 4 due to small numbers. Likewise, apprentices are grouped with
operational staff (Op&App) and Readers are grouped with Grade (9&R). Percentages are
of those staff who have reported their sexual orientation (i.e. not including those who
refused this information).
There was no indication of any disadvantage in grade seniority for LGB staff within our
combined academic and PSS data (Figure 15).
We should note that:
•
•
•

numbers remain quite small by grade
those in higher grades may be more confident in declaring their sexual orientation.
Fewer female staff report an LGBT+ orientation and mean female pay is lower than
male (see our Gender Pay Gap report).
• LGB+ orientation declaration is higher amongst academics. This staff group has
higher average pay relative to professional and support staff.
o there are too few LGB+ staff to separate grade analysis by the different sex
and academic / P&S job status.
• We have some concerns that professional & support staff may feel less able to
declare their sexual orientation than the academic staff group.
We now have two very senior professional staff LGBTI+ role models (previously all were
academic staff) and an Equality, Diversity and Inclusion Group that is dedicated to
professional and support staff. In addition, we have actions to address lack of diversity
within our largely female administrative staff group.
It is also worth noting that we were not able to look at data for our staff on NHS grades, in
part due to small total numbers but also due to low reporting for this group of staff.
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SECTION C - ACADEMIC PROMOTIONS
The University operates internal promotion procedures for the academic staff group.
Promotion routes in 2021/22 were available for Senior Lecturer (E&S or E&R6), Senior
Research Fellow, Reader (E&S, E&R or R) and Professor (E&R, E&S, R).
As in 2020/21, applications at Reader and Senior lecturer were high compared to the
2015/16-2019/20 5-year mean. However, professorial applications fell back to within the
normal range.
Data displayed below, include numbers of staff applying and promoted to the three
academic levels: Professor, Reader and Senior level, where senior level includes Senior
Lecturer, Senior Research Fellow and Senior Teaching Fellow (in earlier years) and are
presented for the 4-year period, 2018/19 – 2021/22. Due to the small numbers involved it is
less helpful to display annual data, which might also identify individuals.
Where numbers remain small, even over a 4-year period, they are shown as an upper limit.
Where percentages are shown they are relative to the likely promotion pool by ethnicity and
sex. The pools of potential promotion candidates were identified by academic job grade,
role (i.e. lecturer, teaching fellow etc.) and relevant protected characteristic.

6

Where E= Education, S=Scholarship, R=Research
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Ethnicity

Redacted - small
numbers

Figure 16: Promotion Applications and Outcomes 2018/19-2021/22 by Ethnicity, shows the
percentage of staff from within the potential applicant pool who apply for academic
promotion and those who are successful. Absolute numbers are provided as an upper limit
(to nearest 5). Senior level refers to promotion to Senior Lecturer, Senior Teaching Fellow
and Senior Researcher. Applicants and successful promotion candidates, include those
who are on clinical grades. As BAME applicant numbers were small for Prof and Reader,
these are given as an upper limit.
Promotion data by ethnic grouping show that:
•

professorial applications and successes for the BAME group are lower than would
be expected from the pool.

•

a very small proportion of BAME staff apply for promotion to reader, XXXXXX
XXXXXXXXXXXXXXXXXXXXXXXXXXXXXXXXXXXXXXXXXXXXXXXXXXXXXXX
XXXXXXXXXXXXXXXXXXXXXXXXXXXXXX The Reader route is becoming more
popular for non-BAME staff (data not shown).

•

a larger proportion of the BAME staff pool applied for, and were successful in,
promotion to the senior level when compared to the non-BAME staff group.
However, the difference between the BAME and non-BAME group has fallen
relative to data presented for the period up to 2020/21.
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Figure 17: Professorial Applications (top panel) and
Successful Promotions (bottom panel) 2010/10=1 2021/22 by Ethnic Grouping, averaged over time
intervals and presented relative to the available pool
of staff.

Figure 18: Senior Level Applications (top panel) and
Successful Promotions (bottom panel) 2010/11 2021/22 by Ethnic Grouping, averaged over time
intervals and presented relative to the available pool
of staff.

Analysis of application and success for BAME and non-BAME staff since 2010/11, at the
professorial level, Figure 17 (left hand-side), indicates that BAME staff, in the earlier
periods, were well-represented in professorial applications, relative to the small pool of
senior level BAME staff. However, more recently the application rate has fallen below that
expected.
Figure 18 (right hand side) indicates a trend to increasing BAME staff representation at
application to, and success in, senior level promotion. It should also be noted that whilst
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improvements in promotions have been observed these have largely been promotions of
Asian men.
Sex

Redacted Small
Numbers

Figure 19: Promotion Applications and Outcomes 2018/19-2020/21 by Sex, shows the
proportion of staff from within the potential applicant pool who apply for academic
promotion and those who are successful. Absolute numbers are provided in brackets to the
nearest 5. Senior level refers to promotion to Senior Lecturer, Senior Teaching Fellow and
Senior Researcher. Applicants and successful promotion candidates include those on
clinical grades.
Over the period 2018/19-2021/22, there has been a greater proportion of female
applications to, and success in, professorial promotions relative to the available pools of
staff. This success might have been enabled by mentoring of senior women within 2 - 3
years of promotion to Professor/Reader [Athena SWAN action plan 2017].
Men, over the period 2018/19-2021/22, remained more likely than women to apply for
academic promotion to Reader and the Senior levels, relative to their representation within
the promotion pools. Successful applications, at these levels, again relative to the pool,
were also greater for men.
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Figure 20: Professorial Applications (top panel) and
Successful Promotions (bottom panel) 2010/11 2021/22 by Sex, averaged over time intervals and
presented relative to the available pool of staff.

Figure 21: Senior Level Applications (top panel) and
Successful Promotions (bottom panel) 2010/11 2021/22 by Sex, averaged over time intervals and
presented relative to the available pool of staff.

Application and successful promotions of male and female staff, since 2010/11, Figures 20
and 21, show a trend to increasing participation of women. Notably, women were more
likely to be promoted than men at professorial level. However, male participation has also
increased and men. in 2018/19-2021/22, were more likely to be promoted at senior level
than their female peers.
If sex equality is to be achieved, and, in the shorter term, our Athena Swan targets met
(50% female representation at senior level; 35% female representation at professorial
level), more work is required at senior level.
Last year, we presented age data for professorial and senior level applications. This year
we have not, due to smaller numbers of professorial applications, but we do note that the
average age of successful female applicants was, again, higher at both promotion levels.
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Whilst this data suggests disadvantage in female careers it is also pleasing to note that
some slightly older women feel enabled to apply for, and be successful, in promotion
applications (i.e. potentially going some way to address historic inequalities).
SECTION D – RECRUITMENT
There were 192 adverts7 for substantive staff with a closing date for applicants within the
academic year 2020/21 and received 1 or more applicant(s). 99 adverts were for academic
roles and 93 for P&S staff; some advertised multiple posts. To the nearest 5, 125 academic
and 175 P&S staff applicants were successful. P&S roles included those vacancies created
during restructures. Hence, recruitment in 2020/21 had a larger number of staff appointed
internally compared with most years.
Recruitment data for academic and P&S posts are presented together with the proportions
of candidates at application, shortlisting and appointment stages by ethnicity, sex, and
disability over the 8-year period 2013/14 – 2020/21. Additionally, data for the last three
years are shown by sexual orientation and data for 2020/21 are displayed by age.

7

These are adverts directly placed by Keele. A small number of roles are recruited to annually via executive
search firms. We do not hold monitoring data for long or short lists.
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Ethnicity
Following adverts in 2020/21, and to the nearest 5, 45 BAME candidates were appointed
compared to 240 non-BAME candidates and 15 who provided no information; 30 BAME
candidates were successful in applications to academic roles and 15 to P&S roles.
FHumSS had the largest number of BAME applicants who were offered posts.

Figure 22: University-wide Staff Recruitment (data from HR recruitment databases). Shows
the percentage of total applicants, shortlisted and successful candidates in the BAME
grouping. Axes for (b) and (c) are as (a).
In 2020/21, 37% of our applicants were identified as having Black, Asian or Minority
ethnicities and accounted for just under half of our academic job applicants and 15% of our
P&S applicants.
BAME representation fell from application (dotted line) to shortlist (dashed line) in every
year shown and in both academic and P&S staff groups (Figure 22). There was a further
decline from shortlist to successful candidates, with the exception of 2018/19 P&S data,
when there was greater recruitment of BAME staff into lower paid operational roles (Figure
22c).
Of the XX academic posts advertised at higher grades (Professor, Reader, Senior Lecturer
and Lec-B), 29% were offered to BAME applicants; 58% to non-BAME applicants; 12% to
those who withheld information. Strong recruitment is a prerequisite for our REC targets.
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Sex
Following job advertisements in 2020/21, and to the nearest 5, 115 female and 55 male
candidates were appointed to P&S roles; 80 women and 45 men were appointed to
academic roles.

Figure 23: University-wide Academic Staff Recruitment (data from HR recruitment
databases). Shows the percentage of total applicants, shortlisted and successful
candidates who are women. Axes for (b) and (c) are as (a).
Applicants to academic roles were just under 45% female; lower than might be expected
based on Keele’s current staffing and national student data. However, as in most years
shortlisting had greater female representation and those successful were majority female
(63.4%F, Figure 23b). Of the XX posts advertised at higher grades (Professor, Reader,
Senior Lecturer and Lec-B); 42% went to female applicants.
For P&S roles, in the last year, 67.8% of successfully recruited staff were female; higher
than representation within applications (62.8%Female) and our current P&S staff body.
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Disability
In the most recent year, and to the nearest 5, 40 staff with declared disabilities were
appointed vs 5 staff who refused this information and 240 staff who declared that they had
no disability.

Figure 24: University-wide Academic Staff Recruitment (data from HR recruitment
databases), shows the percentage of total applicants, shortlisted and successful candidates
who declare a disability. Axes for (b) and (c) are as (a).
Since 2017/18, applicants with disabilities were recruited with the same representation
found in the applicant pool and, since 2016/17, shortlists have higher disabled applicant
representation compared to the applicant pool (Figure 24a), as would be expected from our
commitment to the Disability Confident scheme.
Our recruitment of academic staff shows no indication of any disadvantage towards
disabled staff during the recruitment process (Figure 24b), with disabled applicants having
greater success in the last 3 years when compared to those who do not declare disability.
For P&S posts, applicants and shortlists generally show similar proportions of those with
disabilities (Figure 24c) In 2020/21, for the first time since 2012/13, those recruited had
higher representation by disability than the original applicant pool.
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A new Staff Disability and Accessibility network is now in place (May 2022).
Age

Figure 25: Recruitment Stages by Age Group 2020/21, showing the age group of
candidates who were at each stage of the recruitment process expressed as a percentage
of the total.
In earlier annual staff data reports applicants were more likely to be in their thirties than
other age groups and have lower success rates than other groups. However, in 2020/21,
people in their forties were more likely to apply for posts than other age groups and
success per applicant was lower. Success rate per applicant in their fifties was, once again,
a little higher than expected from the number of applicants.
It is difficult to draw any conclusions as success rates, which would depend upon role type
and grade seniority, would likely vary with age of applicants. Restructuring may have
increased the pool of applicants in the 40-49 age group.
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Sexual Orientation

Sexual orientation in recruitment is shown for the first time in our annual EDI report. The
recruitment pattern of academic staff in 2019/20 appears unusual but, given that other
years do not indicate any significant discrepancy at appointment, we do not have any
particular concerns.
An increase in LGBT applicant declaration with time may follow societal trends regarding
openness around sexual orientation especially amongst younger people.
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SECTION E - TURNOVER
In the 2020/21 HESA data set, and to the nearest 5, 280 substantive (105 academic and
175 P&S) staff were recorded as either having left Keele or changed to an atypical contract
(e.g. a casual or honorary contract). The overall substantive staff turnover, including staff
who converted to atypical contracts, was 13.7%, with a voluntary turnover rate8 of 11.7%.
26% of all leavers left from fixed term posts.
Turnover was back to a more typical rate9 i.e., similar to that in 2014/15 – 2017/18.
Data illustrated below are for substantive staff who left for any reason or changed from
substantive contracts to atypical contracts.

8

Resignations, conversion to atypical contract, retirement and voluntary severance. Turnover
measured relative to census date
9 Turnover in 2018/19 was notably high (voluntary severance) and in 2019/20 notably low (potentially
because of previous VS or the initial impact of the COVID pandemic), respectively.
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Ethnicity

Figure 26 (a-c): Leavers by Ethnicity (a) All Staff, (b) Academic Staff and (c) P&S Staff.
Staff leavers (by FPE and ethnicity grouping) plotted on the left-hand axis; turnover (as a
percentage of the group) on the right-hand axis. NB staff who have not stated an ethnicity
are not included in this data.
Turnover of BAME staff has been consistently higher than non-BAME staff (Figure 26).
The BAME staff group were composed of a larger proportion of international staff, who
often have a higher mobility, which, in part, explains the higher turnover.
In 2020/21, there was over-representation of BAME staff amongst academic leavers and
those from the P&S group. The majority of BAME P&S leavers were from the operational
group.
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Figure 27 (a-c): Leavers by Ethnicity, as above but for UK staff only (a) All Staff, (b)
Academic Staff and (c) P&S. Staff leavers (by FPE and ethnicity grouping) plotted on the
left-hand axis; Turnover (as a percentage of the group) on the right-hand axis. NB staff who
have not stated an ethnicity are not included in this data.
When we look at UK-only staff the difference in turnover between BAME and non-BAME
groups is reduced (Figure 27). Nevertheless, over the complete time period this accounts
for an excess turnover of BAME staff of 3% for academics and 4% for P&S (Table 12).
Table 12: UK Staff mean turnover 2012/13 – 2020/21
BAME staff
Academic Staff
P&S

non-BAME staff
14%
15%

11%
11%
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Sex

Figure 28: Academic Leavers. The left-hand axis gives staff leavers (by FPE), with women
(orange) and men (grey-stripe) plotted separately. The right-hand axis gives the turnover
(% of the staff group who leave within the academic year). The orange line represents the
number of women leaving as a percentage of the total number of women (i.e. female
turnover); the grey line men.
In 2020/21, the proportion of academic men leaving (relative to their representation at
Keele) was lower than that for women (Figure 28). This is consistent with most years other
than 2019/20. Equal proportions of academic women and academic men reported going on
to employment at another HEI.
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Figure 29: Professional and Support Staff Leavers by Sex. Details are as Figure 28.
In 2020/21, male P&S staff turnover was greater than their female peers (Figure 29),
consistent with the longer-term record (but unlike 2019/20).
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Disability

Figure 30: Turnover of Staff by Disability. Staff leavers (by FPE and disability grouping)
plotted on the left-hand axis; turnover (as a percentage of the group) on the right-hand axis.
The dark blue line represents the number of people with declared disabilities leaving
expressed as a percentage of their total number and the dashed pale blue line for those
without a declared disability.
In 2020/21, turnover of staff with a declared disability was higher, at 16%, than that for nondisabled staff (14%). However, the 2% difference only represents a small number of people
and when averaged over the three years 2018/19 – 20/21 the turnover between disabled
and non-disabled staff is at parity.
The University is a recognised Disability Confident Employer and renewed this status in
2022. We are committed to providing support to staff who have a disability to enable them
to stay in the workplace.
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Age

Figure 31: Turnover of Staff by Age Group. Staff leavers (by FPE) plotted on the left-hand
axis; turnover (as a percentage of the group) on the right-hand axis. The dotted grey line
shows the percentage of all staff, by age group, who are on fixed term contracts.
Turnover is highest in the older age groups, who are most likely to retire (Figure 31). The
younger age groups, in common with earlier years, also show higher turnover, than those in
middle age, due to the increased mobility combined with a greater likelihood of being on
fixed-term contracts.
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Sexual Orientation
Table 13: Leaving Rate by Sexual Orientation and Contract Type
Contract type
Time period
Staff Group
All substantive Open-ended Fixed-term
Unknown
15%
10%
39%
2013/14 - 2016/17 LGB+ staff
16%
9%
43%
Heterosexual staff
11%
8%
26%
Unknown
12%
11%
26%
2017/18 - 2020/21 LGB+ staff
16%
14%
32%
Heterosexual staff
13%
11%
26%
Note: In the first time period, fewer than half (49%) of staff had provided sexual
orientation data. The average over the later period was 73%.
Note potential errors in interpreting this data, due to (i) comparatively low declaration
rates, (ii) rates that have changed over time, (iii) co-factors - age (declaration rates are
higher) and job groups (staff with declared LGB+ orientations are not evenly spread over
the age groups).
Data indicate that those staff with an LGB+ orientation are more likely to leave Keele than
others. Interpretation of this data is difficult due to small numbers and comparatively low
rates of sexual orientation data, together with changes over time and co-factors including
age and job-type. Nevertheless, the greater turnover rate of LGB+ staff from open-ended
contracts suggests further actions may be required, at least to understand why LGB+ staff
move.
We have made improvements to our leavers form, such that we are more able to screen for
any poor experiences reported by our staff. Since implementation of the new system
(August 2021) we have had a number of LGB+ leavers. None have reported receiving
prejudice or discrimination linked to their sexual orientation and all have had other reasons
for leaving (relocation to be with family/friends; career progression and/or permanent
contracts elsewhere).
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