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Names (except where they refer to academic publications) and direct quotes from staff and
student surveys have been redacted throughout this document.

Survey data in Appendix 2 also show no direct quotes. Exact numbers of respondents have
mostly been left in, as surveys were open to large numbers of staff and students. However,
where there were fewer than 5 in any group of respondents, no analysis was conducted,
and numbers of respondents are reported as <5. Where a detailed ethnic group is given for
respondents (Table 20) these are also rounded to the nearest 5. Any Likert scores from
fewer than 8 respondents have been redacted.

Staff and Student data (FPE, FTE and Headcount), largely in Appendix 3 , have been
rounded to the nearest 5, any percentages, calculated from a group that totals less that 22.5
(by FPE, FTE or Headcount) have also been redacted as have any averages calculated
from fewer than 8 individuals. Percentages are calculated from unrounded data.
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Section 1: An overview of the university and its approach to race
equality activity

1. Letter of endorsement from the head of the  university

Black, Asian and Minority Ethnic (BAME) terminology has been used within this
submission, as that decidedb y K e BAME& étaff network. We recognise that all
terminology, which groups people in this way, is problematic and to give a degree
of parity we contrast BAME with non-BAME, rather than using BAME/White
terminology. Note non-BAME does NOT include unknown / those who preferred

not to say. We will continue to review use of terminology (FAP 75).

Due to the historical way data has been collated and, to accord with benchmarks,
we do not include White minorities (e.g. travellers) within BAME staff and student
data. However, we consider such groupings when analysing survey or complaints

data etc.




27 June 2024

Dear Race Equality Charter Panel,

As Vice-Chancellor and Co-Chair of RECSAT, | unequivocally endorse the University
application for a Silver Race Equality Charter award. This application provides an
honest assessment of the progress achieved, challenges and our unwavering
commitment to being an anti-racist organisation.

| have Co-Chaired our RECSAT, together with || |} . since December 2021.

| prioritised the role realising that it required continued high-profile senior leadership,

not only in University strategy but in embedding consciousness in everyday practice.

For example, in celebrating our 75 year, it has been important to me that we reflect

the diverse staff, students, alumni and honorary graduates who have enriched the

Keele community, and not only reflect the hi
period, | along with other senior colleagues, have developed a wider understanding of

race from mentoring received as part of our Race Equality Mentoring Scheme.

Prior to work for our 2019 submission, we were aware of racial inequalities within
Keele and within academia, and whilst action had been taken (within functions, as
individuals, and through grass roots organisations) a single co-ordinated approach to
supporting both staff and students was missing. The REC framework and associated
action plan has enabled concerted work across the University and further
consideration of intersectionality.

Since our 2019 submission, we have improved BAME representation meeting, and in
some instances exceeded, targets for (i) governance (e.g. Council, UEC and Senate
membership), (ii) academic and professional service staff groups, (iii) staff promotions
and (iv) PGR student representation. We have also met initial

undergraduate award gap targets, by ethnicity and nationality

grouping. Overall, we have met targets against 13 of our 17

objectives and we have a better understanding and clear plan of

where to focus efforts for the remaining objectives.
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Progress has been aided by a mature Equity, Diversity and Inclusion (EDI)
governance structure, informed by a diverse range of staff and student representatives
by role and background, including by ethnicity, at all levels of the institution. This year,
membership of University EDI Steering and Oversight Groups has been expanded to
include direct involvement of three Pro Vice-Chancellors (PVC) (International,
Research and Education) under a Co-Chairing arrangement of our Deputy Vice-
Chancellor (DVC) and Chief People Officer.

Senior leaders are invested in, and responsible for integrating equity into the
structures, behaviours, and culture of the University, encouraging individual
responsibility and mainstreaming effective use of resources to deliver EDI
improvements, within a long-term, sustainable approach, as we progress towards our
four equality objectives:

Inclusive leadership and decision-making at all levels of the organisation
Inclusive student experience / student lifecycle

Accessible and inclusive University

Inclusive Colleague Experience

= =4 =4 =4

As part of our work we have developed institutional Key Performance Indicators in
relation to (i) BAME staff representation and (ii) the ethnicity awarding gap, to ensure a
clear focus on these important metrics, in routine University business in addition to our
REC-focussed activities.

In my role as chair, and in developing this action plan | have seen the excellent work
that has been ongoing in the University, alongside clear areas requiring continued
support and focus. Through the EDI governance structure, reporting to Senate and
Council, the Senior Leadership team, and | as Vice-Chancellor, are committed to
driving forward this work.

Additional to our embedded endeavours to advance race equality, such as
Decolonising the Curriculum (DTC) and strengthening our EDI governance, | have
committed to setting targets against our priorities for our next 5-year period and we
work to:

1 reduce gaps in student attainment and progression?, aligning with our Access
and Participation Plan (APP) targets.

1 See OfS for definition of progression but tisishe measure used to indicate whethéollowing graduation,
studentsgointA NI Rdzl 4§ S SYLX 28YSyd 2N I y2iKSNJ ¢322R 2dz602YS¢ ¢
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1 increase senior Professional Service Staff (PSS) representation, continuing the
trajectory envisaged in 2019, and aiming to reach regional population
representation by 2026, across all PSS grades.

T achieve accelerated targets for senior academic representation (as we
exceeded expectations in the last period).

T address faculty-level challenges in representation.

However, perhaps our most challenging objective relates to confidence in speaking
up, which we consider to be closely related to trust and sense of belonging, for both
staff and students. We are committed to address this by further developing our staff
training, particularly for line managers and academic mentors, to increase confidence
in talking about race and racism and providing supportive environments in which staff
and students have several options for communicating concerns.

To help further develop capacity and assist in mainstreaming EDI work, | have
committed to resourcing a senior race equality expert (Associate Director EDI) role,
starting in September. The role holder will provide guidance to the University Senior
Executive, the Heads of Schools and Professional Service Directors and help us take
forward our action plan to 2029 and beyond.

Yours sincerely

VICE-CHANCELLOR
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2. Supporting statements from heads of faculties and directorates

The Faculty of Humanities and Social Sciences (FHumSS) fully supports the principles
underpinning the Race Equality Charter (REC) and has implemented actions to which
we committed in 2019. We have increased BAME staff representation at all levels in
the Faculty, introduced BAME staff promotion mentoring and developed a new
structure to widen and democratise teaching and research leadership roles, providing
staff with greater career development opportunities.

We audit research leave and grant processes to identify barriers to success for BAME
staff, have designed PGR studentships to which BAME students have successfully
applied, and have created partnerships with institutions in the non-Anglophone global
South to further diversify our faculty. Our two research centres, the David Bruce
Centre and the Keele Centre of Social Inclusion, have established diversity missions.
Each includes BAME staff in the leadership teams and undertakes work on marginal

communities and inequality in Stoke and across the globe.

We have embedded the Decolonising the Curriculum (DTC) agenda throughout our
curricula and internal review process and student-centred pedagogical research has
facilitated discussion and new initiatives to foster student inclusion. Looking ahead we
have introduced modules in each of our programmes aimed at diversifying our UGT

and PGT profile. Additionally, we have contributed to the University APP development.

Our main concern is one that afflicts the HE sector: the attainment gap of BAME
students. It improved significantly in 2020-2022 but enlarged thereafter. We are

resolved to significantly narrow this gap in the next five years.

Professor |l I Pro-Vice-Chancellor & Executive Dean FHUMSS




The Faculty of Medicine and Health Sciences (FMHS) values the importance of the
Race Equality Charter (REC) self-assessment and endorses the identified actions and
priorities. The FMHS EDI committee has welcomed the opportunity to scrutinise the
faculty specific data and undertake critical self-assessment to reflect on achievements

and areas for improvement.

We acknowledge the gap between BAME representation in our student demographic
and that of our staff group. Progress in growth of BAME staff representation has been
limited, to the most recent years, reflecting on the data has identified challenge areas
including turnover from fixed term contracts and difficulties in attracting candidates
from high clinical salaries. As part of RECSAT and Faculty EDI activities we
recognised this as a priority area to address (Priority 6: FMHS academic staff
representation). We commit to supporting these actions, working collaboratively with
central service colleagues, and to ensuring targeted support for BAME colleague
promotion and access to leadership roles.

The FMHS EDI committee has observed positive developments within school specific
education actions, designed to influence outcomes for BAME students. Positive
actions underpinned by DTC strategy have been embedded in programme design.
Partnership working with the Race Equality in Medicine Midlands group has raised the
need for a clear racism reporting procedure for students in clinical practice, a faulty
wide approach to placement support and racism reporting will be taken for academic
year 2025/262.

Professor ||l . P\ C and Executive Dean, FNS

2SeeFAP23
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As Executive Dean of the Faculty of Natural Sciences (FNS), | unequivocally support
our REC submission. FNS is fully involved in Race Equality work, with Dr || | |jl] I
acting as co-chair of the REC self-assessment team and lead for Decolonising the
Curriculum (DTC). Embedded practice includes access and participation planning with

the UG attainment gap remaining a faculty priority.

Following actions from our 2019 submission, we have seen increased BAME
representation in FNS, which now aligns with sector benchmarks. This includes
notable changes in the Schools of Computer Science & Mathematics and Life
Sciences. We remain aware of BAME recruitment challenges in some subjects, in
common with sector. Our new Vet School (joint with Harper Adams) is one example
and has prioritised BAME representation from the outset in collaboration with ethnic

minority vets.

OQur AFaces of Sci empowadvisibilityoftdadrsk scientistspandhwa s
are undertaking research funded by a £58k Royal Society of Chemistry Missing
Elements grant to support actions improving the representation, progression and

retention of chemical scientists from BAME backgrounds.

We are committed as a faculty to provide mentoring and promotion support for BAME
staff, recognising the importance of leadership roles and career development not only
on individuals but increasing the visibility and voice of BAME staff in faculty decision

making.

Yours sincerely,

Professor |}l I . P\/C and Executive Dean, FNS




As PVC for Internationalisation, since May 2023, and with my personal experience of
having lived and worked on 6 different continents, | have an appreciation for, and
willingness to work towards, the Race Equality Charter aims. To date, my work has
included consultation with students, including through the International Student
barometer survey, and contact with the International and BAME staff networks. Keele
has made significant changes in recent years, including a visa payment and loan
scheme for international staff, increased international staffing, improved support for
international students and, in collaboration with Navitas, has founded Keele University
International College. To achieve our ambitions, more work is required to
internationalise Keele, including actions detailed in this submission, that are in support

of international students and staff from pre-arrival support onwards.

Professor ||l I . P\ C - Internationalisation

3SeePAP12
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As leaders of Education and Student Services  at the University of Keele, we give

our full support for the Universityodos partic
of student ethnicity data across the full student lifecycle has provided an opportunity

for us to reflect and undertake further assessment of our areas of responsibility to

identify opportunities for action.

Our recent Access and Participation Plan (APP) submission has highlighted key
priorities and areas of focus, with a key area being reduction of the ethnicity attainment
gap, and progress gap for Black students. Linked to this, we have sought to align work
across the APP and REC, to enable consistent key messaging and to support
proactive work across the university that aims to support our students by mitigating

risks to equity of opportunity to succeed.

Through wider institutional work, we have identified additional opportunities to support
our entire student population through the further development of our approach to
inclusivity to support a Sense of Belonging for all.

Having discussed this matter at length, we welcome the practical steps outlined within

the REC Action Plan, to underpin our approach to supporting our students.

Yours sincerely,

Professor ] ]

Academic Registrar Director Student Services
PVC - Education & Success

11



As leaders of the University Professional ~ Support Services (PSS), we give our

whol ehearted support for the URBSEIeasearssaiet yos
actively involved in EDI strategy and operationalisation, with the Chief Operating

Officer (COOQ), until spring 2024, and, now, the Chief People Officer (CPO) Co-

chairing the University EDI Steering Group (EDISG).

Since our last submission, and despite financial constraints, which reduced external
recruitment opportunities, we have met BAME PSS (and academic) recruitment
targets, through a University-wide approach, led by HR (Human Resources) and
reinforced throughout our senior leadership teams. As a result, BAME PSS
representation has doubled from 3.0%, when we started REC work, to 6.1%, by
1/12/2023, but has not yet reached local representation (7.3%). The low
representation of senior BAME PSS remains a particular concern, which we will

address with targeted recruitment and career development actions.

To address high BAME PSS turnover, we will work with managers, EDI Leads (EDILS)
and those with lived experience, to create an environment in which all staff feel valued,
supported and enabled to speak up. Actions to date have included adoption of the real
living wage, positively impacting those on lower paid roles, where BAME PSS
representation is highest, a PSS conference dedicated to EDI, development of a PSS

Values and Behaviours framework, and mandatory EDI modules for all staff.

In 2023/24, recipients of the race equality mentoring* included a number of us
including the COO and the CPO. We are committed to driving forward this essential

work together with our senior leadership teams.

I
] I |
Director of Legal,

Chief Operating Officer Chief People Officer Governance & Compliance
and Secretary to Council

4PAP23

12
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Director Global Student
Recruitment & Admissions

Chief Financial Officer

Chief of Staff Director of Estate and
Campus Services

Director of Strategic Chief Information Officer
Communications and
Brand

3. Governance and recognition of equality, diversity and inclusion work

K e e | gevé@rsing body, Council, is Jj%6 Asian and Minority Ethnic, with

representation from lay members, elected staff and students, TABLE 57, excluding our

governance fAagplpbmrativd actiongasfwther increase diversity on

Boards). Council approves major policy decisions and corporate strategy and

comprises:

1 a Pro-Chancellor (Chair of Council), three deputies (one an EDI Specialist) an

Honorary Treasurer and nine further lay members,

1 four elected staff members (one per faculty and one PSS)

1 two students representingKe el e St ud &KedeSlH and Keel® n

Postgraduate Association (KPA)

1 the VC, DVC & Provost are permanent members

1 and the Director of Legal, Governance & Compliance & Secretary to Council is

in attendance with several senior officers.

13


https://www.keele.ac.uk/legalgovernancecompliance/governance/committees/council/councilmembership/
https://www.diversitygap.co.uk/partners
https://www.diversitygap.co.uk/partners

University Executive Committee (UEC) (FIGURE 1) makes high-level strategic
decisions, including the settingth e Uni ver si t y odand attjs BAVgiisc Vi s i

broadly representative of staff.

Council and UEC show increased BAME representation relative to our 2019
submission (TABLE 57, TABLE 58). However, despite Previous Action Plan (PAP),
objectives 3 and 11, which aimed to increase senior BAME representation, executive
committees, responsible for finances & budget, PSS oversight, student recruitment
and health & safety have BAME representation below University staffing. Our Forward
Action Plan (FAP) priority 7 remains focussed on BAME staff career development

including to senior levels.

Senate, our academic governing body, has ex-officio and elected representatives. At
15% BAME (excluding EDI Observers, PAP: 22) it is below academic BAME
representation (17%) but improved on [J#6 BAME reported in 2019. This follows
positive action statements encouraging BAME staff nominations. An EDI Observer,
rotating though the RECSAT Co-chair and Faculty EDI Leads (ca. [Jjoo BAME),
further increases diversity and EDI focus. Seven annually elected student
representatives (UG and PG) included || | | | | I I [cthnically diverse]
representation but largely through the postgraduate KPA representatives. KeeleSU
elections have resulted in BAME representation below that of the student body,
despite considerable action (PAP: 67, PAP: 68, PAP: 72, PAP: 76).

To elevate the BAME student voice, BAME and International student network
representatives sit on Student Staff Voice Committees (SSVCs), now 20% BAME.
There was ] BAME representation at the time of our initial submission. The networks

also function as a KeeleSU consultative body.

14
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University Executive Committee Management Structure Keel .)
cele
Last updated: April 2024 UNIVERSITY
Vice-Chancellar
Executive Dean Humanilies "
& Social Sciences [PVE) —
d ‘& Chief Fimancial Officer
y } |
E ive Dean Meadicine & o
e ooty ¢ ooty Ve hacelr e et ot s
& Prowost Officer
Director Legal, Governancs
Executive Dean Matural | & Conpliance
Sciences {PVC)
— g Academic Hegistrar
»| Chief Information Officer
¥ h k. 4 hd
Pro Vice-Chancellor Pro Vice-Chancellor

Education International Globel Partnerships

Pro Vice-Chancellor ‘ ‘ Acodemic Director

Research & Innovation = Chief People Otficer

w| Director Estate & Campus
Services

Director Global Student
Recruitrnent & Admissions

- Director Strategic
Cormmunications and Brand

[Hrector Student Suppart
'S
and Success

Figurel: UEC Membership
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The EDI Steering Group (EDISG) and Oversight Group (EDIOG) have BAME
representation broadly matching staff (TABLE59).Counci | oversi @It i s t
t hRvChairs

The DVCP@Qnda haDI SG ensiurstmgtlutdoomrirtareandte mi ¢

and PSS EDISdsentral to the EDIFcGamhintidukEee st r L
4). Membership, revised for 2023/24, added all PVCs (Education, Research,

International), all Chief staff, the Academic Registrar and four Directors to widen

embedding and reporting of actions. The Deputy Director of HR, the Director of

Student Support & Success (SS&S) and the three Faculty Dean roles are long-

standing EDISG and EDIOG members.

Race Equality Charter Self-assessment team (RECSAT) senior leadership is from the
vC Co-chairing, with |||} I I (Senior Lecturer (SL) in Human Geography),
who is both RECSAT Co-chair and University DTC Lead, with workload allocation for

these roles.
Keeubeaetil ,haedwaoattfiylel Equal ity Officers [ Race E
At hena Swan (ASO)] as well as Human Resource

supporKithalag poi mAsdoai at e Di(rcoammeracd thgeE D |
202a8ndhREO and A$OI| 11 o biesecdotrdi ragdblei sti c EDI r ol
Cl ear foci on wialcle baen dwaitetnidaeirn @ Adaanwi&er ks o
chasamd assacianohd st managed esetwb s i HR,ve

increased collaboration wi S B & &hancing Staff and Student EDI initiatives.

Additionally, Ktielhe Ranpé ofFguiat ¥ uUAmbassador f «
l nvol vement in Research, within our ,Pati ent

i mprove reprasndnttcanisoner ati onegl afedaceswnat hbh

Acadefdccul ty andsiSavwowok laBBdbc@MMa nagers enabl e
PSS invoil EBwemdtnd, for academics, this counts
Ci ti zahs$ bicplexceptrthe smallest committees (i.e. Language Centre and

Foundation Year) have BAME representation. When we commenced REC work

BAME staff were underrepresented in School EDIGs and EDIL roles; now there is

16
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over-representation leading to concern of BAME staff overburdening. Workload
faimess andrewardwi | moh et oradd raenfdarRe7d, FAP 78).

Annwalaff Performance, Reviegwuadeérskshancement
reviewers and reiDewead s | ha dda o mBhibsd elfye,r enced
within VYéhleuePsSSand Behavmgarmaf édrameeydb r&t SPRE

EDWoriks valued in aclaideSud lto @lr oowo wkeapaud mot eEdDI L
bet ween2220313% Lanhf8 of Reader.promotions)

Al'l staff cahlpaguiKetéer Exbel EPhatee,domalyidc h
wasossmt r exvweartdeda coll eague OWHHo clead o@E)Su ua e n
funding for under-represented students including by ethnicity.

ThPV&Eaducation & Academic Registrar are joint
particgpae¢ri moarncwhéeéthect sf caefimbé ¢ i ome col |l abor at
Keel eTAP®St r at egy Gr qpup v(i ARBS @®vreirtsargihntg and

evaluatoper afc ivobrndailnat i o nARFM rpuegrha tainons Gr oup.
formally reports into EdwcahioepGommihgt ee &D

ensure alignment with wid&tudUepnvebsbuychbess
and International) are overseen by the Educa
which reports to the Education Committee. Wi

are considered by UEC.
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https://www.keele.ac.uk/study/postgraduatestudy/tuitionfeesandfunding/postgraduatefunding/postgraduatebursariesandscholarshipsuk/officeforstudentsfundedscholarshipforthemscinartificialintelligenceanddatascience/

Equity, Diversity and Inclusion in council
mission, strategy and culture ' '

Decision making with respect to
Equity, Diversity and Inclusion

EDI
Owersight

Sub-Committees of UEC - oversight

and scruitiny
Faculty & Professional PP AV Trade Union
Self .H.SSESSME!‘IL I'l'!tlhi"l.'ﬂl’il'lg and School EOI Services EDI REC SAT c c .!:.I._ll_h._.ﬂ‘!_'ll_l-r!. _I‘.E‘_-I_.ﬂ.r |_|.'| - Ovarckght
operationalisation Srous ) Committes Commiltee .

Figure2: Toplevel EDI Committee Stture

University EDI
— Executive |« Steering @ ----- 1
) . | | Committee Group I
University | :
. o
Council | AE’P op
| Education .
— Senate | . + Strategy [ Operations
Committee
Group Group

Figure3: Access and Participation Plan Governance Structure
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4. Local involvement and accountability

EDI Groups, established 2018, at Faculty level (FEDIGS), are co-chaired by Faculty
Deans and Faculty EDI Leads (FEDILS), selected following a competitive process
advertised to Faculty staff. Membership comprises School (or Centre) EDI Leads
(SEDILs), who are, likewise, appointed following an advertised process. Faculty
technical and administrative staff are also represented. FEDIG membership depends
on Faculty, with some preferring routine attendance of student representatives and
Education & Research directors, whilst others invite colleagues as required and

conduct student consultation through SSVCs.

School EDIGs are integral to the workings of academic Schools and are (co-)chaired
by SEDILs. Heads of Schools (HoS) are members, often in a Co-Chair capacity, and
have overall responsibility for resourcing and approving action plans. All Schools, hold
Athena Swan (AS) awards, except the joint Harper-Keele Vet School (HKVets)
(currently ineligible) and all consider intersection with race/ethnicity within their self-

assessment.

PSS EDIG, Co-chaired by our COO and Director of SS&S, has Directorate and
Faculty PSS representation, covering relevant staff groups. Emails sent to all PSS and
an intranet site encourage others to contact PSSEDIG members to discuss EDI
concerns or suggestions. A decision to focus a PSS Conference (July 2024) on EDI,

resulted from PSSEDIG discussions.

PSSEDIG and FEDIGs act as a conduit between departments, and the University
EDISGandEDI OGO s

EDI committees typically meet termly and are required to be critical of their
membership, aiming for representation of a breadth of protected characteristics, and to
maintain action logs and minutes. All offer allyship to others (training is provided, as
necessary) and are active in self-assessment to mark progress against equality

objectives. Between them, they scrutinise:

1 feedback from staff and students (including surveys)
1 annual staff recruitment, progression, retention, and promotion data by

protected characteristics

19



1 annual pay gap data (gender, ethnicity and disability) at University and Faculty-
level
benchmarking data

reports from learned societies and professional bodies, as they arise.

Detailed annual scrutiny of student data, across protected characteristics and other
factors, is reviewed by School, Faculty and University Education Committees, the

APPSG and the EPDG. Summaries inform EDI committees and reports.

The ethnicity award gap is an ongoing APP commitment, contained within Keele's
current APP, submitted to the OfS in May 2019 (2020-2025), and is a key priority
within the forthcoming APP 2025, and is reflected within University KPI's.

EDI scrutiny is also embedded in Promotions Review Group meetings (aggregated for

anonymity and recorded in minutes).

PVC-Research & Innovation, the research committees, including Ethics committees,
and the Director of Research Strategy Delivery, provide frameworks for research

expectations, including in relation to EDI.

Keele Institute for Social Inclusion Challenge areas, i n dViargirhlesatién, migration

and diversityo with examples of intersectional research and publicly accessible articles
and blogs. Our Strategic Communications team shares findings through all staff
emails; examples noted in Appendix: 5. Despite clear outputs in research relating to
EDI, School and Faculty EDI Leads considered that REC had made little difference to
research inclusivity [SEDIL survey 2024]. We will continue efforts to ensure that race
equality inclusivity in research is evidenced in committee representation (FAP 74), is
communicated clearly to staff, particularly at the intersection of race and gender, with
clarity of support availability. We will also build on the newly formed Research Culture
Committee and Global Research: Development and Decolonisation Group. Equality
Impact Assessments (EIAs) for Faculty internal funding will be conducted (FAP 79).

20
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Senate (Academic Research Trade Union
Governing body) Committee Oversight Group

EDI Steering
Group
I I I ] '
Athena Swan
EDI Oversight University PSS EDIG FHumSS EDIG FNS EDIG FMHS EDIG SAT
Group Executive Group
B o Chemical & .
Humanities Physical Sci Allied Health

DTC

Council (Qverall
Governing Body)

. . Computer Sci & .
Academic Schools have Medicine
established EDI Groups
and Bronze or Silver ] S A

anguage eog, Geol ursing
(indicated by colour). —
The Foundation Year
dL C Law Life Sci St
and Language .entre, . Bloeng.
have well-established

EDI Groups and HKVets

has an EDI Lead. Psychology
Language Foundation
T Centre Year
Harper & Keele
Vets (HKV)

Figure4: EDI Committees and linkage at departmental level. NB: Lines indicate formal reports between committees or shared meynbemngin
staff (e.g. PVCs or Directors). DTC is not a committee but represents a network of staff across academic sghooidlé€ Lead.
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5. Race Equality Charter self -assessment process

RECSAT Membership

Job Role

Role on RECSAT

"' 1Senior Lecturer Human

Geography

Co-Chair & DTC Lead. Academic expertise in race equity as

well as input from lived experience.

Vice-Chancellor

Co-Chair

#1.2Race Equality Officer

Project management; staff, student and community liaison;
co-ordinates or links with others (student & staff groups,
chaplains etc.) for events e.g. Black History Month (BHM),

Refugee week, cultural celebrations

Head of Student
Participation & Success

Educational success focus on UG Home students and our
Access & Participation Plan (APP) lead.

*1Deputy Director of HR

Focus on staff consultation and action and responsible for

wider EDI Strategy & Reporting.

L4Director of Student

Support & Success

Strategic lead for student support & well-being.
PSS consultation through Co-Chair of PSS EDIG (joint with
COO0)

' 3BAME Staff Network Lead
& Senior Lecturer in

Psychology

Liaison with network for wider representation and

consultation.

I 23|nternational Staff
network Lead & Lecturer

Biology

Liaison with network for wider representation and

consultation.

*1.23FHumMSS EDI Lead &

Senior Lecturer in History

Self-assessment, actions and dissemination with FHumSS
focus as FEDIG Co-Chair with Dean. Academic race

equality expertise.

L23FMHS EDI Lead &

Senior Lecturer in Nursing

Self-assessment, actions and dissemination with FMHS
focus as FEDIG Co-Chair with Dean

123FENS EDI Lead &

Senior Lecturer in Chemistry

Self-assessment, actions and dissemination with FNS focus
as FEDIG Co-Chair with Dean

1PVC - International

Internationalisation agenda; representation of international

staff and students.
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PVC - Research Embedding race equality in research.

PVC - Education Educational attainment across all student groups

. Student focus, in relation to overall experience, complaints
!Keele SU Representative .
and attainment

_ PG student focus, in relation to overall experience,
IKPA representative _ _
complaints and attainment

*Head of Corporate Student quantitative data and National Student Surveys

Information Services (NSS).

HR M Staff actions and policy; linkage to policy operationalisation
anager _
and reporting.

_ _ Communicating Keele support for race equality; EDI actions
4Senior Brand Marketing

_ and routine embedding of EDI in staff and student
Officer

communications

Further scrutiny of proposed actions. Earlier work from

current members has included:
BAME Network members:

leading the Race Equality lecturer series;

the Decolonise Keele Network;

chairing the BAME network.

Work from former members in this group also included PSS

representation

#Since spring 2024 an interim arrangement is in place with cover from our ASO and
additional HR Manager support.

" Roles with fixed terms of office have, through the period, included staff over a range of
ethnicities and in PSS (grade 5 to grade 7) and academic roles (grade 7 to grade 9).
*Long-term members i have been present on RECSAT since 2017 inauguration.
IMembers are also on either, or both, EDISG and EDIOG. For Faculty EDI Leads
membership at University EDISG since 2023/24, is by joint arrangement with their Dean.
2Members are also on one or more Faculty EDI Groups

3Members are also on School EDIGs

4“Members are on PSSEDIG

Tablel RECSAT membersRip23/24
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RECSAT membership (TABLE 1), currently 1/3rd BAME, covers a range of ethnicities,
lived experiences and protected characteristics, including several intersectional
characteristics, which we do not detail to protect confidentiality. RECSAT currently has
fewer junior staff than we would like, in part due to membersécareer progression, and,
currently, there are no Black members due to staff changes. Greater input is enabled
through a network of EDI committees (FIGURE 4) and our staff and student networks.

We will complete an in-depth membership review (FAP 76).

RECSAT Co-chairs alternate chairing responsibilities, combining University seniority
with lived experience of a BAME staff member, who was selected following an open
call and interview. To date, post holders have included academics and a member of
PSS, with workload buyout negotiated by Deputy Director HR. The decision to appoint
the VC as a Co-Chair was made following the departure of the former Co-chair (then

FHumSS Dean), to continue visible support at the highest level.

Formal terms of office exist for the Co-chair (3 years), Network Leads and elected
student representatives (annual: by nature of their sabbatical arrangements). The Co-
chair role is advertised on turnover or on term of office completion and the BAME &
International staff networks manage membership representation. Both PSS and
academics may, and have, held network chair roles.

RECSAT in addition to its 3 annual meetings has staff and student sub-groups for
focussed self-assessment and action planning. The RECSAT Culture &
Communications group was disestablished in November 2019. To ensure focus and
address survey concerns Culture and Communications will become standing items on
RECSAT meetings (FAP 80).

Staff consultation, as part of our self-assessment, is summarised below (TABLE 2).
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Summary of Staff consultation

Surveys

BAME network survey
May 2024 FIGURE 10 -
FIGURE 12

Network led questions; summarised for self-assessment and
discussed with members of UEC and wider team of senior leaders.

REC Nov 2023 FIGURE
9, TABLE 14 - TABLE 16

Mandatory REC questions plus others addressing PAP

Athena Swan Survey
May 2023
TABLE 12 & TABLE 13

ASpi | ot fi mand a taodrothers. Igtersedidnal analysis
with sex and other characteristics.

Institutional Pulse
Survey Jan 2024 TABLE
20 - TABLE 25

Better overall response rate (64%) than EDI surveys. Well-being
themeand included questions on A
leadership and engagement.

Institutional
Engagement survey
Jan 2019 TaABLE 10

Broad-based engagement survey.

EDI Leads (School &
faculty) Feb 2024

Survey sought information from these key colleagues and opinion
on REC work for students, staff and in research. NB Survey not
included but largely informed PAP RAG-rating.

COVID Pulse surveys
FIGURE 8 & TABLE 11

Support for staff during lockdown and return to work.

Staff Consultation

BAME Network

Chair-led discussions involving academics & PSS. Continual
process.

International Network

Chair-led discussions involving academics & PSS. Continual
process.

DTC groups & reports

Led by DTC Lead with annual opportunities and faculty level
workshops over last three years for staff to meet from across the
university to discuss curricula and advise on actions.

School EDI Lead
consultation through
FEDIGs

Led by FEDILs and Deans: ongoing self-assessment process with
REC self-assessment items at FEDIG meetings prior to REC
submission.

PSS

PSS EDI Conference had suggestion box for REC actions.

Table2: Staff Consultation
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REC staff survey response rates, TABLE 9, were low (9%), likely due to (i) survey
overload (having directly followed an AS survey) and (ii) trust around anonymity when
giving potentially identifiable information (work area and ethnicity). Therefore, we
analysed data from several surveys including a BAME network-only survey, led by
I B -d developed by the network membership (35% of all BAME staff
responded) and institutional surveys, which have the highest BAME response rate
(41% in 2024). Going forward we will:

(1) better timetable and communicate EDI surveys (FAP 81 & FAP 82), their
results and achievements against KPIs using a dedicated intranet site and
email communications (FAP 39).

(2) analyse institutional 6-monthly pulse surveys, run by an external company, by
ethnicity, and address priority areas where unequal response rates, i.e. Black

survey responses from Estates (FAP 84).

Student Consultation (TABLE 3) was through race-specific and other surveys, as well

as consultation with student representatives and staff in student support roles.

Few students (1% of BAME and 0.6% of non-BAME students, across all years and
study levels) responded to the REC survey, despite being promoted by KeeleSU
elected officers and the BAME student network. A higher return rate (29%) was found

for the International Student Barometer Survey.

Student representation was a Keele requirement of APP work and DTC work, which

together with SSVC actions has elevated the BAME student voice.

Further communications were held with REC action owners who were not RECSAT

members.

The final draft of this submission was reviewed and approved via UEC.
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Summary of Student Consultation

Surveys

REC Student Nov 2023 TABLE
27 - TABLE 30 & FIGURE 13

Mandatory questions plus small number of optional
guestions addressing issues raised in our 2019

submission.

NSS 2019 to 2023 TABLE 31-
TABLE 32

Broader satisfaction (UK students, responses available

by ethnicity)

International Student Barometer
survey Nov-Dec 2022 and Nov-
Dec 2023

International students at all study levels. Data analysed
by International Student Experience Review Group and
circulated to HoS& and Directors of Education. NB survey
not included in appendices but informs international
student actions.

Autumn 2022 institutional

student survey

Informed Education actions; is included here in relation to

curriculum and identity.

Student / S taff representatives Consultation

KeeleSU Sabbatical Officers

Small group consultation outside of RECSAT meetings;

explanation of BAME Student network role.

KeeleSU permanent staff

Small group consultation with REO and Head of Student
Participation & Success.

KPA elected students

As part of RECSAT

APP Student Consultation

Consultation on type of race equality interventions for
inclusion within APP with SU ( st u d e n t EBddcatiann
Officer, SU Wellbeing Officer, SSVCs.

School activities

School EDIGs either have student members and/or
consult via School SSVCs.

DTC in Schools has been in conjunction with students.

Table3: StudentConsultation
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Section 2: An evaluation of t

1. Evaluating progress against the previous action plan

Following review with action-owners, 33 of 38 (87%) student and 35 of 54 (65%) staff
actions were RAG-rated green.

The only red-rated action (PAP: 29) was ambitious and, noted at the outset, that it
required external funding for a fellowship, for which we were unsuccessful. However,
FHumSS has successful obtained other external funding e.g. PGR (postgraduate
research) studentships in subjects including slavery and local anti-racist activism,
which helps support the pipeline of BAME students into academia.

Amber-rated actions were conducted or partially conducted, but without yet meeting
success measures (e.g. numeric targets). We acknowledge the pandemic delayed
progress in some areas, including our recruitment anonymisation pilot (PAP: 46). We

have also identified six other hurdles to progress (TABLE 4).

h e

Amber actions : associated challenges

Issue: Ambitious targets were set without mechanisms for enforcement.

Actions: Solutions

PAP: 5 Improved ethnicity declaration rates. The target was

initially met but challenges from agency recruitment PAP:
30 have reduced ethnicity reporting of new staff. Academic FAP 88 proposes a
A u n k n chawe iscteased to 6% from 5% (FIGURE 19) and | method for data
PSS increased to 3% from 2% (FIGURE 49). Nevertheless, collation.

our reporting rate remains better than UKHEI sector -

PAP: 67 100% of SU Society Chairs to have completed We continue to work

cultural awareness training. This was not mandated, is with SU Officers &

beyond university remit, and a record of completion was not | colleagues to develop
available. The REO who delivered training reported high our training offer.

attendance.
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PAP: 70 75% of all students to have completed Unconscious

Bias training. This has only been mandated in FMHS. An
online version is available to all and was viewed by 74% of

first year students but with varying levels of engagement.

We continue to revise
our training and

encourage uptake.

Issue: Burdensome actions for BAME staff and students and not scoped for appetite.

PAP: 33 (academic) and PAP: 51 (PSS) BAME-specific staff
leadership programmes such as Advance-HE's iDiversifying
Leadershipohad no uptake. However, BAME academic
women have taken up the Aurora leadership programme with

representation slightly above that of staff overall (TABLE 70).

FAP 691 FAP 73
reinforce that activities
are optional but increase
promotion and diversify

institutional support.

PAP: 76 25% of BAME students accessing BAME-specific

support.

A diversified student
assistance programme &
resident advisor support
is provided through

PAP: 69 & PAP: 71

Issue: Unrealistic target given number of BAME Managerial & Specialists (M&S).

PAP: 52 Shadowing opportunities for BAME PSS who have

taken Aurora or BAME-specific leadership programmes.

FAP 65 Support is
extended to lower
grades and our target

more realistic.

Issue: Lack of engagement (regardless of ethnicity) in uptake

alumni mentoring.

of surveys, forms and

PAP:15L e a v Bamms |6w engagement, which also

impacted PAP: 11 (faculty analysis of leaving reasons)

FAP 86 details process
improvements and gives
greater emphasis on
choice in leavers

interviews.

PAP: 16 REC Staff Survey low engagement impacted

evidence collation for PAP: 19 - PAP: 21 Nevertheless, given

FAP 81 & FAP 84 aim to
streamline surveys and

build confidence, with
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consistency across most surveys we are confident in our

priorities identified in section 4.

focussed activity in

priority areas.

PAP: 74 Student survey low engagement may have impacted
action development. Nevertheless, we think our self-

assessment is sufficient to give confidence in our priorities.

FAP 82 engages
student BAME network

in survey process.

PAP: 85 Alumni mentoring has low uptake, regardless of
student ethnicity, and has an ethnically diverse mentor pool.

We will continue to
review how best to

engage students.

access.

Issue: Success measure reliant on data that is not centrally collated or more difficult to

PAP: 34 Shadowing opportunities at Faculty level

See also PAP: 30 (agency recruitment i above). Whilst now
complete PAP: 35, PAP: 37 & PAP: 53 (School / Faculty /
Directorate level leadership / committee role opportunities)
were inefficient. PAP: 49 was not conducted as planned due
to difficulty accessing recruitment data by internal / external

status.

FAP 87 detalls specific

process improvements.

Issue: Cost & risk.

PAP: 42 Post graduation PGR provision of Keele email and IT access was found to have

insufficient justification given associated costs and risk and is discontinued.

Table4: Barriers to actions

Greater clarity of action responsibility has resulted from enhanced collaboration

during the FAP design, and actions now have a single lead, supported by a project

team. The EDI Team will reassign actions should roles change and will look to

reduce staff time in data reporting with FAP 89 and FAP 90.

Facilitators

Faculty and Directorate-level actions were facilitated through our committee structure

(FIGURE 4) with direct involvement of Faculty Deans and the COO in EDI action

connections to other senior level staff as well as connections into school and PSS

EDIGs. Centralised ownership of key actions, led from collaborative work between HR,

Organisational Development, Student Services and Corporate Information Services,
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has also enabled progress, and monitoring against targets. For example, whilst most
training actions (PAP: 6, PAP: 7, PAP: 57 - PAP: 59, PAP: 66, PAP: 80) had initial

work with priority groups, this has now been streamlined into mandatory training for all.

School EDI groups facilitated initial ownership of student actions but found data
analysis time limited e.g. in identifying priority areas for award gap work, PAP: 73.
This was eased on routine provision of detailed education datasets, by protected
characteristics, to Schools (2019/20). School Education committees were then given a
clearer remit for data-informed Annual Programme Reviews (APRs). Nevertheless,
small student numbers on some programmes, is a barrier to using quantitative data
analysis to inform efficacy of local actions. School level activity has therefore often
been anticipatory and has helped both to drive and embed institutional actions. The

identification of the ethnicity award gap as a priority in our 2020/21-2024/25 APP

bolstered institutional action. Ownership of APP dataset analysis, by ethnicity and
other factors, now lies with APPSG (FIGURE 3).

Engagement of all academic units in DTC activity (both staff and students) has been
enabled through the DTC lead appointment, who together with the REO,
mainstreamed activity originating from the dedicated efforts of a grassroots Decolonise
Keele Network, with significant activity as evidenced in PAP: 88 - PAP: 92.

Strong links between SS&S, KeeleSU and the KPA has further enabled student
inclusivity work (especially PAP: 63 [events], PAP: 67 [SU Society training], PAP: 68
[engagement of BAME students with the SU], PAP: 72 [involvement of BAME

students in University committees]).
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2. Evaluating i mpact against the universityos

Our 2019 submission set 17 Priority Objectives (each associated with several PAP
actions). 12 (71%) of these objectives have been met in accordance with top-level
numeric targets or, for Objective 1, by satisfactorily completing all actions. Objectives
15 and 17 included faculty-level targets, which were also met.

We consider successful progress towards staff targets (TABLE 5) to have been

particularly facilitated by:

1 revised recruitment materials (PAP: 28) aimed at welcoming BAME
candidates,

1 informed recruitment and promotion panels (PAP: 26, PAP: 27, PAP: 38,
PAP: 45) through unconscious bias briefing sheets, mandatory EDI, Bias
Awareness and Recruitment & Selection training,
and

1 informed and supported colleagues, through workshops. Mentoring and
increased transparency of opportunities (PAP: 41, PAP: 43, PAP: 44, PAP:
32)

1 increased awareness including via messaging from senior leadership (e.g.
around KPIs adopted for representation); School and Directorate level 2020
Black Lives Matter (BLM) pledges which helped set tone and urgency of action,
continued high profile lectures (PAP: 54, TABLE 123), blogs and updates from
students and senior leaders (TABLE 125) and recognition of related research
(TABLE 124).

We do not take credit for all changes, recognising external factors (e.g. Brexit) also

impact recruitment. However, targets, set to match UKHEI sector, by either 2028
(academic) or 2034 (PSS)wereamb i t i ous, gi lvasetined#del edbs | ow
challenges associated with being a comparatively small institution, in a semi-rural

setting. Changes required strong recruitment (Objectives 8, academic, and 10 PSS),

thought to be only achievable provided recruitment broadly matched applicant ethnic

diversity. An overall discrepancy between applicant, shortlist and successful

candidates remains, particularly for some roles and by international status (see
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STAFF CONTEXT) but, following inclusion of statements to welcome BAME applicants,

representation at application has increased (FIGURE 34).

Promotion success across all faculties is not separated into Black, Asian, Mixed and

Other groups, in data provided here (TABLE 44 - TABLE 47) due to small numbers,

but there has been success across all groups and by gender. Our promotions

workshops (TABLE 48) remain popular. We have now developed specific actions for
Black applicants (FAP 59) and professorial applicants (FAP 56 - FAP 58), where

promotion proportions have been smaller.

Staff objectives that met or exceeded targets

01/12/2022 measurement: G9 & Reader=11%; G10=13%

Note G9 increase is largely due to internal promotion; G10 to

recruitment.

No. | Objective Evidence
1 Increase engagement with the development of the REC Action plan & PAP: 1 -
future submissions. No target was set but all 4 actions completed. V PAP: 4
Aim to increase academic staff BAME representation to a target of
22.7% (UK Higher Education (HE) Sector UK Student Average®) by
2 | 2028, with intermediate targets 2022: 13.2% & 2025: 17.3%, of which FIGURE 19
both have currently been met.V
01/12/2022 measurement : 16.9%BAME
Increase academic staff BAME representation at senior grades to match
UK HE Sector UK Average by 2028, with intermediate targets Grade 9
(2022: 5.6%, 2025: 8.7%) & Grade 10 (2022: 8.4%, 2025: 10.1%) V
3 FIGURE 23

5 At time of submission
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Increase the professional and support staff BAME population to 10.3%
(HEI PSS Benchmark) by 2034, with intermediate targets (2022: 3.4%,
2025: 4.5%) V

FIGURE 49

01/12/2022 measurement: 5.5% BAME

Increase BAME representation within the University Council to a
minimum 15% BAME by 2021.V TABLE 57

01/12/2021 measurement; [JJo6 BAME (currently o6 BAME)

Reduce inequalities in the proportion of Academic BAME candidates

shortlisted and appointed, with intermediate targets for shortlisting
(2022: 24.1%, 2025: 28.4%) and successful (2022: 22.2% 2025: FIGURE 34
25.2%). V

21/22 measurement : shortlist: 38% BAME; successful 28% BAME

Increase BAME staff promotion to Senior Lecturer to align with non
BAME, with intermediate targets (2022: 2.1% & 2025: 2.9% aiming for | .5 £ 46
5 promotions in a 3-year period by 2034) V

3-year measurement to 01/12/2022: 10 BAME staff (to nearest 5)

FIGURE 46

promoted (11% of pool). BAME applicant success rate equalled that of | FIGURE 47

non-BAME (%)

10

Reduce inequalities in the proportion of PSS BAME candidates

shortlisted and appointed with intermediate targets for shortlisting
(2022: 9.3%, 2025: 10.0%) and successful (2022: 6.4% 2025: 7.9%). FIGURE 60
\Y

21/22 measurement : shortlist: 12% BAME; successful 7% BAME

Tableb: Staff Objectives where targets were met or exceeded
The 0 s ucswdestshectives are summarised in TABLE 6.

Award gap reduction, both UK (Objective 15) and international (Objective 16),
facilitators have included:

1 revision of our student support with SESO roles, greater consistency in
academic mentor support (PAP: 65), new skills teams (PAP: 79) and
availability of tailored academic English support (PAP: 78)
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1 Revision of our Exceptional Circumstance process (to allow for automatic 7-
day extension, three times per semester).

1 DTC developments (PAP: 88 - PAP: 91), which have had wide engagement
from staff and have led to further work on curriculum inclusivity (FAP 6),

1 assessment changes, investigated by Schools, required by pandemic

lockdowns and resulting in a new Code of Practice (PAP: 93).

Analysisof K e e | e 6 sreducimg tlee award gap has been complicated by
COVID, especially in 2019/20 and 2020/21, when the gap dropped to just 2%pts
when aggregated over FNS subjects, ~9%pts for FHUmMSS subjects and was
marginally in favour of BAME students in FMHS. Hence, we have carried out
longer time-averaged periods and compared with benchmarks to find that the
decreased gap at Keele not only exceeded our targets but was underway before
the pandemic and changes were greater than those for the UKHEI sector (TABLE
94 - TaBLE 98). Nevertheless, increases in award gap have returned, despite some
practices adopted during the pandemic being maintained. Hence, more work is
required to understand the ongoing gap. An internal literature review has been

developed and will be maintained to support evidence-informed interventions.

School-level UG representation targets (Objective 13 PAP: 8) were not set in the
2019 submission, given overall high representation, but were to be determined
following investigation. Two Schools, School of Nursing & Midwifery (SNaM)
(Ficure 78) and School of Allied Health Professions (SAHP), then largely
Physiotherapy: FIGURE 79, were initially found to have low BAME UG
representation compared to population and sector (based on benchmarks
available at the time) and, whilst, intake now meets or exceeds sector, greater
detail by programme is being investigated (e.g. TABLE 78). We remain alert to
continuing subject-level underrepresentation, relative to the nation and in Physics
(FIGUrE 81), Mathematics (FIGURE 80), and some subjects within Social
Sciences (FIGURE 82), but overall numbers are low and/or fluctuating. Our
strategic communications protocol requires diversity considerations and student
images to reflect Keele (ca. 1/3rd BAME).
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Student Objectives that met targets

No. | Objective Evidence
Investigate (UG student) BAME representation at school level and TABLETT &
13 | identify specific actions V LR
FIGURE 74 -
Actions listed under PAP: 62
FIGURE 81
Increase BAME UK student progression (progression between years
of study).
Using the OfS continuation® measure, over the period 2017/18 i FIGURE 89,
14 | 2020/21 Keele has higher continuation amongst BAME students, with | TABLE 86 -
Asian and Black students having the highest continuation rates TABLE 89
(94.9% and 94.8% respectively), with White at 92.9% and
Mixed/Multiple ethnicities only marginally lower (92.2%). V
. o . Overall: TABLE
Reduce University wide UK Student Attainment Gap to meet the OfS
o _ 94 & TABLE 95
target to eliminate the Attainment Gap by 2039. V
I : FHumSS:
With intermediate targets (2019-2022: 16.2%; 2022-2025: 15.4%) V
15 TABLE 96
2019-2022 gap measurement. 7.1%
FNS: TABLE 98
See also tabulated faculty targets (and note the attainment gap at this - -
IGURE 92 -
point was low - attributed to changes made during COVID)
FIGURE 95
R e d uUnwmersity International Student Attainment gap from 36.9%
in 2014/2015 to 18.5% by 2020 V TABLE 101,
16
2019/20 gap measurement: 20.9% (so a little above target) but this | FIGURE 96
has since fallen further. So, we consider this as achieved.
- Increase the BAME representation of PGR students to align with UG | TABLE 81,
BAME population, with three intermediate targets. TABLE 82,

8 SeeOfS for definition
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! FHumSS UK-domiciled students intermediate targets (2019- | FIGURE 85 &
2022: 13.0% 2022-2025: 14.5%). V FIGURE 86

2019-2022 measurement : [/ (14.9%)

 FHumSS International-domiciled students intermediate
targets (2019-2022: 62.6%; 2022-2025: 64.3%)

2019-2022 measurement: [Vl (54%). So, not quite met
but within error given number of long-standing students (i.e.
part-time and those writing up). The period 2020-2023 has

increased to 61%.

1 FNS 2019-2022: UK-domiciled students intermediate targets
(2019-2022: 10.0% 2022-2025: 11.9%) V

2019-2022 measurement : [Vl (14.0%)

Table6: Student Objectives where targets were met or exceeded

Objectives that were not met were two related to turnover (See: STAFF CONTEXT) and
two others (Objective 11: senior PSS representation and Objective 12: addressing

offer rates) where we were unable to confirm progress (TABLE 7).

We di d n oeniord8S0in oue20X® submission but take it to mean G9 and
G10. By 1/12/2022 we had no measurable change on our baseline. We believe this
was partly due to low diversity data reporting rates from those attracted through
executive search agencies (FAP 88).

The Objective 12 measure may be unhelpful in our context, given wording on the
UCAS webpages fiThere is a tendency for BAME students to apply for more
competitive subjects such as Medicine which can affect the overall likelihood of
successa At Keele only FMHS recruitment had an offer rate much below 100% (TABLE
85), we will maintain data scrutiny and outreach work in this area including the
STEPs2Medicine programme to reduce disadvantage that applicants in lower
TUNDRA quintiles might experience in preparing for the UCAT examination, in

interviews and in evidencing relevant work experience.
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Objectives that were not met (pink U) or were partially met (amber)

No. Evidence
Reduce Academic BAME staff turnover to align with non-
BAME staff by 2034.U EIGURE 64 &
. . . F
4 BAME academic staff turnover remains high as a greater GURE 65
proportion of BAME staff are on Fixed-Term Contracts TABLE 61 &
(FTCs). TABLE 62
1/3 actions were RAG-rated green.
Maintain P&S BAME staff turnover in line with Non BAME
FIGURE 64 &
staff. U FIGURE 65
6
BAME PSS exceeds non-BAME. TABLE 63-
2/7 actions were RAG-rated green. TABLE 65
Increase senior-graded PSS BAME representation to 10.3%
" by 2034, with intermediate target of 3.1% by 2022. EIGURE 58 -
No change on baseline measured for G9 and G10. FIGURE 59
3/7 actions RAG-rated green.
Undertake analysis of admissions data to support a reduction
in the percentage point difference between the offer rate and | 1,5, £ g4 -
the average offer rate for BAME students to zero by 2039. TABLE 85
12 Actions were completed. However, two small but statistically
significant differences remain. (Asian applicant
FIGURE 88

disadvantage in 2018 and Black applicant disadvantage in
2021, TABLE 84).

Table7: Objectives which were not met or partially met.
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Section 3: An assessmentoftheu n i v e rase eguglify s
context

1. Description of the university and its context

Keel e i sbhaasebdcampwrsi ver sint yural Stafbomdkésre
from Bwrlorkeenndas student (over 2,500 bedrooms)
accommodation, teaching buildings, offices,
The nearby Royal Stoke University Hospital a
Orthopaedic Hospital fomavel addictaillompalacftaciel iatn
2020, Keele opened a Vet erlywiatrhy Hsacrhpoeorl ,A doanmsc

University.

Keele has multiple partnerships for educatio

exchanges, work placements Rahawdc kiniowrn &ld gfa reixm

Code of dPetaxitliscenot only our EDI commitments

manage inherent ri 02andpemadéengeWni var si t
Il nternationah @akfl Lt eege sthsupporvour stiateght ambitidnaas

a high-quality choice for international students. Ongoi ng academic Engli
support is available to all internatChnal st
The LC hasddeasvBEnwpipiasnrhguage asseslseneant for

i nter nxattu denpdsigeo | anguage | easnsdopni arveiqgsuiiorne moefn t ¢
training taatd exphlamiedadle r @an ¢ ¢ sladcya daemndiict i n g
for ibobdadmi ng and outgei wgl btadesatupporting cul

As noted in FIGURE 5, Keele has a predominance of non-BAME and mostly Biritish,
names in our buildings. Activities taken since 2019 have included installation of a
permanent but evolving display in our new Central Science Laboratories to ensure a

diversity of inspirational roles models to our community.

Keeleb s i mme d iNewcastleaimderdyme, has a population that is 7.2% BAME,
broadly reflecting population of the wider region (TABLE 8). Most PSS are recruited
locally but do not yet match the diversity of the region. Academic staff are recruited
both nationally and internationally but, despite this, (at 17%) remain below

representation in England and Wales.
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Figure5: Campus accommodation (green labels) dhasery(blue label). Keele has a

A v s A x

predominance ofVhite Britishy Sy Q& yIF YS&d NBTt SOGSR Ay o6dzAf RA
Barnes, Horwood & Lindsay beMdS Sf SQ&a F2dzy RAy 3 FI (0 KSN&

Ethnic Group from 2021 census (Percentage of Total)
Roma & Raciall
Area Asian Black | Mixed | Other Irish White ~aclally
Minoritised
Traveller
Newcastle 3.8%|  1.0%| 1.6%| 0.7% 0.1%| 92.8% 7.2%
Under Lyme
Stoke-on-Trent 9.9% 2.7% 2.3% 1.7% 0.3% 83.2% 16.8%
Staffordshire 0.7%|  02%| 0.9% 0.2% 0.1%| 97.9% 2.1%
Moorlands
Stafford 3.0% 1.1%| 1.9%| 0.7% 0.1%| 93.2% 6.8%
Cheshire East 2.4% 0.6%| 1.8%| 0.8% 0.2%| 94.2% 5.8%
Shropshire 2.4% 0.6%| 1.8%| 0.8% 0.2%| 94.2% 5.8%
Sum of the 3.7%|  1.0%| 1.7%| 0.8% 0.2%| 92.7% 7.3%
Above
Syjéas”d & 9.3%|  4.0% 2.9% 0.3% 2.1%| 81.4% 18.6%
White includes White British, White Irish and White Other. Racially minoritised is the sum of
left most columns. Calculations completed on raw data; sums may not total 100% etc., as
displayed data are rounded.

Table8: Area Ethnicity according to 2021 Census

In our initial submission we noted the history of interethnic tensions in Stoke-on-Trent

and surrounding area, with 1198 race and 57 religious hate crime reports. Race crime
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reporting in Staffordshire has increased by 13% with 1359 race and 55 religious hate

crime reports (2022-23 data). World events, most notably relating to Israel and

Palestine, are reportedly driving higher incidences of religious hate crime nationally.

Staff and student REC survey respondents (Nov 2023) also raised associated
concerns. The University adopted, from 9" of October onwards, a weekly internal
communications email reminder signposting all staff and students to the support

services we have in place for those worried or affected by global events.

The BAME staff network survey also found local concerns with 43% of respondents
not feeling psychologically safe and 13% not physically safe to be themselves (FIGURE
12) and BAME women report greater discomfort in relation to gender (AS Survey,
TABLE 13). We point our community to support and appropriate means of reporting
incidents, including anonymously (PAP: 17) through our webpages (internal and
external), regular email and social media campaigns (#¥NeverOK) and encourage use

ofKeel eds S a ffreZindncion dnwvards) and will step up preventative work
with cultural awareness training (FAP 7, FAP 25).

We recognise our relationship pwairtthi ctuhlearlloyc aals
Stoke-on-Trent and Staffordshire include some of the most economically deprived

areas of the UK, withKeelec ont r i buti ng around alhoeslti mat ed

economWe have identified EDI as pabkey &rea f

communi ty engQ@urenRawctce Equality Ambassador for

|l nvol vement and Engagement (PPIE) has swucces
underserved communities witRNI KBetesbesngdhig

Member ship of Keelebs PPIE team has fundamen

BAME communities.

Ar t s Keeocenlter i butes to the areads cultural | ands
As part of the Keele Deal, diverse artists h
regeneration of the Potteries, and in creati

commu I8ittrywo.n g, BritiahcahwaBhnBtkiadbdoedshire

Kwanzaa Coll ective UKofwasul her &l wlpitohg fawanrs s r
the | asthawosgenr 50% of ceconeehitbi ainadng5i%nvol:

from wegeesented backgrounds.
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https://www.gov.uk/government/statistics/hate-crime-england-and-wales-2022-to-2023/hate-crime-england-and-wales-2022-to-2023
https://www.gov.uk/government/statistics/hate-crime-england-and-wales-2022-to-2023/hate-crime-england-and-wales-2022-to-2023
https://www.bbc.co.uk/news/uk-67836607
https://www.bbc.co.uk/news/uk-67836607
https://www.keele.ac.uk/about/news/statements/global-events/
https://www.keele.ac.uk/business/economicimpact/
https://www.keele.ac.uk/business/economicimpact/
https://www.keele.ac.uk/research/engagementandimpact/ourachievements/publicandcommunityengagement/
https://www.keele.ac.uk/research/engagementandimpact/ourachievements/publicandcommunityengagement/
https://www.nihr.ac.uk/documents/nihr-race-equality-framework/30388#d-case-study-summaries
https://www.keele.ac.uk/about/artskeele/
https://www.stokesentinel.co.uk/news/stoke-on-trent-news/north-staffordshire-art-exhibition-explores-4618980

Examples of engagement with the | ocal CoOmmun

T MarkingeWRedékgfeor oumwi Advieminn ibfi @ wenrst s f or
asylum seekdmhsgghg sh | anguegegameswi shahaceal
chaRAiSHyandoud @nn Raelf uGeet Wad Cudpvidd hel d this
July

1 Welcoming students who are asylum seekers or forced migrants with the Article

26 Sanctuary Scholarship programme, offering full tuition fee waivers, and a

monthly payment for living cost alongside dedicated information, guidance and
support. In 2022/23 this was extended to over £1m in financial support funding

up to 10 students of any origin.

T Fai th prowiidseironc ofnomuni ty and visitors as w
for individual and communal prhykamicefl e
Centamdé e eChea p(ewhi ch wel comes people from al

1 Student societies also provide further religious and cultural support (currently
33 in this category). These are supported by the University e.g. the Sikh
Society annual Langar (ca. 800 meals served, hosted in the Chapel, as covered
by BBC Stoke) and Grand Iftar” (ca. 100 meals provided in the Chapel) and

with events open to all regardless of religious background.

Keel eds s t2u0d2e2na foroadxyi mat el y ,78 0G0 Gha@BGdent s

are |l argely UK d>»9%® cafl edur( 9WK6)i nt ake is from
15. 5% fromrSamtkeand 14. 2% from Staffordshire,
progression ratHEarkeremcephoohoadilbgnt olwas St bhke
12th highest | evel of deprivation in the 1|nd
approximately a third of postcodes within th
nationalb%. oOnt-pelr@thndke@opul ati on obtain Leve

above, significantly below the national aver

7 With further Iftars in the Islamic centre.
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Keelheotnse do iGst bUddnaas noarve even sprEEODRACross
guintil es (Fichra @7),s eacntdora hi gher than sector BANMN

across Keel al b nFEsare dll, TABLE &4.

Teaching and research are conducted within t

Sciences (FHumSS), Medicine & Health Science
(FNS) .
Keele has high graduate employability (95%,

hasGal d TEF statusand@s3id@ Bahd 2O0R310% in key ¢
Knowl edge Exchaimgegé&namatwook and research pa

Work prior to our 2019 submission identified a very concerning, 16.6%, BAME - non-
BAME awardinggapini Good d e § and 2.X.d&eele has most factors
identified by Advance-HE as increasing the likelihood of a gap (being an English,
non-Russell group institution with 10-15K students, > 20% BAME representation and
>15% lowest POLAR4 quintile representation). Advance-HE also noted a higher
award gap in non-SET subijects, likewise, found at Keele (TABLE 96). However, our
overall gap is, partially offset by BAME representation, in higher-performing SET
subjects, most notably Pharmacy and Biomedical Science® and our UG students are

largely full-time, which is associated with a lower award gap.

2. Development, evaluation and effectiveness of policies

Equality Impact Assessment (EIA), with associated guidance and training, has been

integrated in our policy approval, renewal and governance, to ensure protected

characteristics are considered in policy formation and decision making (PAP: 24).

Policies are not approved without an EIA. Furthermore, there is a rigorous committee
approvals process incl udiQvegrsightiGoupasdifaf f, t he
policies impacting students, the SSVC and other committees with KeeleSU and KPA
representation. Cover sheets for University committees include a student consultation

section.

8 Alsq Medicine but Keeldike many in the sectodoes not givelegree classifications to Medicine students.
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https://www.officeforstudents.org.uk/data-and-analysis/young-participation-by-area/about-tundra/

Staff and student policies and procedures are typically applied University-wide.
However, some areas, notably within FHMS, have policies associated with the
professions they serve, which may have added EDI challenges. For example,

physiotherapy students are required to practice skills that require some level of

undress: an explanation is provided to prospective students (Physiotherapy - Keele

University) including mitigations to be more inclusive, for example, provision of

screens and minimising undress.

ElAs are also routinely conducted for change management and other process, such

as promotions.

Both AS and REC are committed to a range of aligned actions to ensure intersectional

equality impact is maximised through our associated charter work.

Student representation by ethnicity and international status, in student complaints,
academic misconduct, discipline, fitness to practice, grievances and appeals is
monitored and reported annually to Education Committee, UEC & SSVC. Linked to
trends in the 2022-23 report, a small qualitative study to better understand BAME
student over-representation in the areas of discipline, appeals and academic
misconduct was conducted by KeeleSU and is currently being further investigated
through commissioned work undertaken by SUMS Consulting Ltd. Recommendations

will be followed under Priority 1 (Section 6).
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3. Culture, inclusion and belonging

Keeil® committed dgnoi snsaiibomia&ii migna@g idt fference in
providing i ngnuoavlaittiyv ee,d uhciagthi on f or students fr
undertakid egadwogl d esearch that transforms und
to society, cionmdmuvni Ttisisdwss aaabelief in valuing and

celebrating the rights, responsibilities, dignity, health and wellbeing of individuals

through a living commitment to EDI. We strive for equal outcomes, and aim to provide

resources, opportunities, and support equitably to members of our community.

Difference between BAME and non-BAME National Student Survey (NSS) responses
suggests there is now higher BAME student satisfaction, relative to non-BAME (TABLE
31) over several questions. Lower BAME student satisfaction remains, for assessment,
application of learning and interest. Despite having the largest mean award gap, Black
student satisfaction is generally higher than others at Keele. Asian, Mixed and Other
students show lower satisfaction, particularly around assessment. These patterns are
repeated across the sector (TABLE 32).

Keele Curriculum Expectations & Graduate Attributes underpin programme design to

ensure our offer equips students with knowledge and skills for a changing society.
Graduate attributes include academic expertise, professional skills, personal
effectiveness and ethical and social responsibility. Our curriculum expectations are
divided into four key themes:

Inclusivity,

1

1 Digital capability,

1 External engagement, and
1

Active learning.

Our Assessment and Feedback CoP, developed following award gap reductions,

observed in 2019/20 & 2020/21°, states inclusivity expectations, including a

9 Notably pandemic impacted
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requirement to objectively justify any time-restricted assessments (e.g. in examinations

or in-class tests) to the relevant Faculty Education Dean.

An Inclusive Education Framework has been developed, building on DTC work and
internally-funded Teaching Innovation Projects, and will be implemented from
academic year 2024-25 (FAP 6). Internal funding mechanisms, now revised as
Strategic Education Enhancement Developments and Innovation in Education

Projects, have enabled development of tools for educators to:

T enhance BAME -clhgs pattieipatiors, 6 1 n
1 provide culturally appropriate resources for international education

f support underrepresented studentsd engage

The extent of K e e | eagagement in DTC is illustrated in the schedule shown in PAP:

88. Anecdotally, students have reported a sense of inclusion linked to DTC. This was

reinforced in the REC2023s t u d e n t || EGTKNG
|

Bl (Bl ack African / Bl GthekkeeRrcurriculus betivilidsr i c an s
include embedding sustainability in all programmes, with the knowledge that climate
change will, and is, disproportionately impacting BAME populations in global south

countries.

Other REC-related projects included collaboration with an external consultant on
academic and wider experiences of BAME students during pandemic lockdown (PAP:
75), and a small-scale project on Faith and Beliefs in the Curriculum. In our Autumn
2022 student survey, 85% of respondents agreed that they had experienced a

curriculum that related to their own identity.

Our Race Equality Lecture series ran from October 2017 to May 2022. High profile

lectures (TABLE 123) are now embedded in our public Global Challenge events, which

are associated with our elective global pathways (that connect studentswi t h @il o b a |

societal issues linked to the UN Sustainable Development Goals). Speaker

suggestions have Steering Group input from BAME and International networks.
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Hol issttuidseunptpiorpr ovi ded through centrahdStudeni
embedded i nScahcododheasmiuagh our Student Experience

We will conduct EIAs of student engagement with services (FAP 1).

Student sapadeomwimet act i s normally with Academi
supportedby a Senior Academic Mentor, Disability
Experience and Supploat n@df i( E®tl s ASEBQe. Byst a
Hate CrSiamet&) student Resident AMAdwWi sors (cur
Uni vewisdd y24hr St ypdenti dRerawidda.ed onal support

Il n peMesidHelal t bu&s€l | i ng taoge talvearh bvaltide s24 t o
Student Assi st athecael tPhr oAgsisatmmeddo( vpirdoe r ange of
we-bkeisngrvices includiamg tdidmwaenrcsiea lc oaudnvsieclel or s

whigcdéil denti fy asveBAMEB)O liammguB4dME etwpteamadect s
38 for Keele servHeals)hriRa&aaluycend st udent
represeldrttaloghua afletshi gned f or wBlraec kd esvteu doepretds
throaumhS Start to .Success project

Student Servi ceosurexdplviecristdleygroapgivuenciltuydi ng par e
and carers, BAME, internaandnhateanddDEBII Qit
work is also embe®éeddelnsFewlhaenfce aelamdupport

Careers, whas hf egqondl access tRAPBAhEBELIS)er vi ces (

#Nevec®mWpatgokadeguadiirtectblryoaared t hemes al so

acknowl edgese nesresxeat i ygnlwhlelncieng a&n dhar as s men

cons.®Wecdontinue to develop and mnedpemdse othoour
student and WwWHA® &6). Pasitve messagesare given under the theme
#B Ki.nd

St af fbewellgl i s tshuppgrht ea mMarcagpearts ,onal Heal t h,
Counselling (redludiahg,byvcoelol & Deeiamdg ment a
Champions, Union represemaurEb).lompr anedmseshaffone
BAME and internat i ochead c rsitpadido (iiimodl lidigon ar e

supporting rméR3wWaomMkweladamel ongoing mentoring
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institutionalwoaraokdn sxtdheeo |i nliteewreslect i on of race
Stonewal |l woir&BBMEI| udleeasmocdcedsssf ul nomi nati on
BAMBt onewal | (r200l2e®d dnofdiellm screenings incl usi ve
| ead addadtkemms keelh ®@sSntUatddiescussi on of el ghersectic
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Figure6: Staff networks
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A review of anti-bullying, harassment & victimisation (BH&V) procedure (PAP: 18),
included consultation with the REC Communications & Culture Group (January 2020),
staff networks, and trades unions and led to a reframing as a Dignity & Respect Policy
and Procedure to Tackle BH&V and with focus on early intervention.

Staff Consultation

Unlike data presented in our 2019 submission, BAME staff are now (i) as aware of
BH&V procedure as non-BAME staff (FIGURE 9) and (i) report issues in person
(TABLE 67) and through anonymous reports (see TABLE 68) and our AS survey found

no significant difference to witnessing or being subject to BH&V (

TABLE 12), based on reported ethnicity. BAME respondents to our REC staff survey
generally gave positive comments (TABLE 16) e.qg.

|
T
I [REC Staff Survey 2023, Black respondent]

However, others, including those who did not declare an ethnicity, continued to
witness and experience microaggressions where they felt unable or unsupported to

speak up e.g.

|
|
I (RcC Staff Survey 2023, undisclosed ethnicity]

B (REC Staff Survey 2023, non-BAME respondent]

The BAME network developed and ran a closed survey over concerns that some staff
(half of network respondents, FIGURE 10) were concerned about disclosing their

5
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ethnicity on surveys. Similarly, and in agreement with the REC 2023 survey, around
half of respondents were concerned about speaking up (FIGURE 12 & TABLE 14).

Our institutional pulse survey 2024 (TABLE 20 - TABLE 25), for which senior leaders
are responsible for addressing issues, has been analysed by ethnicity and results
were widely communicated. For example, at our PSS EDI conference and in an
associated email, our COO reported that BAME and international PSS were: fless
positive in their responses about line manager support for skills development and
val ue and r ec ogn[Emailtal PES July 20R4e dand reflactng fesults
shown in TABLE 23], indicative for a need to build line manager relationships for BAME
academic and PSS career support. Free text responses did not directly reveal issues
relating to career support and line management but did indicate that inclusion could be

problematic.

I <iitutional pulse staff survey 2024, Asian

respondent].

BAME leavers also perceived lower fairness in career progression opportunities
(TABLE 26, note low numbers). Actions to address BAME staff concerns around
Speaking Up and Communicating (SU&C) and Sense of Belonging (SoB) are

summarised in priority 4 and career support actions in priority 7.

Mixed and Other (also BAME - not detailed) survey respondents indicated lower
staff satisfaction than Asian and Black respondents (TABLE 20 - TABLE 24). This is in

common with ManchestSlrebssbmsaion)ardysnote sul t s (

exclusively due to job family (e.g. respondents in the Mixed group showed similar
satisfaction with i My  Rredaréléss of job family (67% for PSS and 70% for
academics) cf. 80% for Asian PSS and 85% for Asian academic respondents.

FAP 85 investigates further.
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BAME staff are now as aware as others regarding flexible working (PAP: 9) but
International staff responses indicate some concern related to work/home life
balance (TABLE 25); we address with FAP 27.

Student Consultation

BAME student survey respondents indicated lower connection to staff and doubted

staff abilities to call out or address racism (TABLE 27), including when broken down by

ethnic group (TABLE 28). International student respondents (TABLE 29) expressed
greater positivity across the range of REC survey questions, except for confidence in

calling out racist behaviours.

Sentiment analysis (TABLE 34), where positive, indicated thatr e s pondent s

experienced racism at Keele [Asian students] or were appreciative of K e e | REG and

DTC work [Black students]. Most comments indicating lower satisfaction related to

microaggressions, sense of belonging, lack of staff support, lack of BAME lecturers or

distrust o f K eneotivations.

Lower satisfaction Responses:

[REC Student Survey 2023, Asian respondent]

I [REC Student Survey 2023, Asian respondent]

I [REC Student Survey 2023, undisclosed ethnicity, international
respondent]

[ REC Student
Survey 2023, Black respondent]

Keele will further promote a supportive environment where students can speak up

(priority 3). We provide several contacts, to encourage reporting of BH&V, and we

5
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have specialist support available through SS&S, HR, Occupational Health and
Counselling and Serious Case Officers for students.

Anonymous reports, surveys and formal BH&V reports (both staff and student) inform
service improvements including through training and awareness raising (e.g. FAP 39,

which indicates how feedback informs our Occupational Health offer).

Student knowl edge of Klikit2BBAMBRRAME 2.%@ank wa s
BAME], TABLE 27). FAP 22 works to increase awareness, celebrate REC
achievements and offer students opportunities to raise awareness of identities (white-

presenting mixed race and travellers were mentioned in student comments)

4. Staff context

Staff Profile

BAME staff have low representation at Keele, across all substantive staff groups, at
10.6% (17.7% of academics and 5.5% of PSS), in 2022/23, relative to UK 2021
census data (18.3%, in England and Wales) and the UK sector average (17.5%: 20%
of academics and 14% of PSS?0).

Academics

Since engaging in REC, and despite challenges in drawing people to the region we
have seen increased representation, from 12% in 2017 to 18% most recently (FIGURE
19) i.e. an increase of 1%pt/yr, meeting representation targets identified in our 2019
submission but remaining below sector, and noting that sector benchmarks have also

increased (TABLE 36).

Increased BAME representation was largely from non-European / European Economic
Area (EU/EEA) international staff, increasing from 35% of our BAME academics (35
people) to 56% (95 people) in 2023. EU/EEA BAME academic headcount remained
small (5 people) and UK BAME increased slightly from 55 to 7011, Hence, we act to

10 AdvanceHE Staff statistical report 2023
11 All headcountnumbers to nearest 5.
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attract academics domestically (e.g. targeting local NHS BAME networks in FMHS
recruitment actions FAP 49 - FAP 53), whilst also continuing to internationalise.

FNS & FHumSS BAME academic representation has increased (FIGURE 20, FIGURE

22, TaBLE 35) but largely stagnated within FMHS (FIGURE 21), see Priority 6.

Distribution by academic function shows that BAME staff have lower representation in
teaching-only/Education & Scholarship (E&S) roles and higher representation on
Research-only (R-only) and Education & Research (E&R) roles (FIGURE 30, TABLE
39), irrespective of sex (FIGURE 31) or Faculty (FIGURE 33) and showing an increase
in BAME representation in all grade and main function groups (E&R, E&S and R-only,
FIGURE 32). This contrasts with sector benchmarks where distribution by academic
function shows lower BAME representation in E&R and greater representation in R-
only (TABLE 39). FMHS recruitment actions (priority 6) should also strengthen E&S

contract representation, as this contract type is most used in FMHS.

BAME academics had a higher return rate to REF2021 cf. non-BAME. At the
intersection with gender, BAME women had the highest return rate (PAP: 39 & PAP:
40).

PSS

PSS BAME representation has doubled since 1/12/2017, from 3.0 to 6.1% by
1/12/2023, FIGURE 49. We consider this increase, mostly from UK nationals and
across all groups except Other (FIGURE 48), to be significant given reduced
recruitment in the period (as part of a financial sustainability plan). Nevertheless, PSS
do not yet meet BAME representation of the area from which they are largely recruited
(TABLE 8), 7.3% BAME: our new PSS target to be met by 1/12/2027.

PSS are in 4 job families (Administrative, Technical, M&S and Operational).
Distribution of BAME PSS across job families is not equal with relative BAME over-
representation in lower paid Operational roles and notable under-representation in
higher paid (M&S) roles (FIGURE 56 - FIGURE 58). Unequal distribution across work
areas (directorate / faculties, PAP: 13) is partly related to job family (FIGURE 50-
FIGURE 54). BAME PSS are more likely to be employed part-time (FIGURE 63), due to
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relative over-representation in domestic roles, which are largely advertised as part-
time. We were unable to disaggregate survey data to judge satisfaction of employment
mode or PSS job family (see FAP 84 consultation and FAP 66 - FAP 68 career
development). Action continues to recruit into all PSS roles (priority 5) with additional
action for senior M&S roles (e.g. FAP 40) and to provide development opportunities at
all levels (Priority 7).

Annual Appraisal & Probation

Following PAP: 31, SPRE requires reviewers to raise discussion of career aspirations
and progression opportunities. Actions FAP 55 - FAP 57 detail improvements,
including, as suggested in the BAME staff network-led survey (FIGURE 11), use of
promotion forms (or, for PSS, higher-graded role requirements) to guide discussion
and support. To improve job security, we have reduced academic probation from 3
years to 9 months (PAP: 56), benefitting new staff (where BAME representation is
higher).

Recruitment

Increase in BAME staffing has resulted from strong representation in recruitment
(Academic: FIGURE 34 - FIGURE 45 and non-Operational PSS: FIGURE 60 &
Operational: FIGURE 61). Nevertheless, a falloff in BAME representation from
application to shortlist remains, for academics and non-Operational PSS, whether or
not international applicants are included in analysis. There is also a further drop in
BAME representation from shortlist to appointees, when international applicants are

included, but not otherwise.

For grade 7 and 8 Lecturer (E&R) there is no falloff in BAME representation from
shortlist to successful regardless of international applicant inclusion (FIGURE 43) unlike
other grade/role combinations (summarised in TABLE 40). We do not fully understand
differences and will investigate further prioritising FMHS (FAP 92 & FAP 94).

Operational staff recruitment shows no difference in success rate by BAME status

and/ or inclusion of international applicants (FIGURE 61, TABLE 54 & TABLE 55).
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Unlike other roles, applicants for administrative roles are generally below UK
population (TABLE 51) and shortlisting for administrative, technical and M&S roles,
leads to lower BAME representation (TABLE 52, including when only UK applicants are
considered: TABLE 53). However, notable PSS internal-only recruitment (especially in
2021/22) has reduced opportunity for external recruitment and, hence, BAME staff
shortlisting.

We will continue our PSS pilot project on anonymisation (FAP 42) should it increase
BAME candidate shortlisting.

Academic recruitment is largely at grade 7 (early career lecturers, researchers and
teaching fellows, shown combined with grade 8 in TABLE 40). Hence, increasing
BAME representation at Keele is largely into these grades and is more likely to be
fixed-term than higher graded roles. This maintains a discrepancy between BAME and
non-BAME academic staff contract type (FIGURE 27 - FIGURE 29), especially in FMHS,

which has the largest number of research-only staff, many of whom are on FTCs.

Whilst FTC PSS numbers are small (FIGURE 55), BAME PSS have marginally higher
FTC relative representation (FIGURE 63). We note that FTCs, in some instances, can
be a route into longer-term employment. We continue to scrutinise all FTC use; FAP
54 develops PAP: 14 into stronger policy on conversion to indefinite contracts for
those with repeat FTCs.

New academic staff career development opportunities include the Keele Doctoral
Academy (KDA) programme (for researchers, including PGR students, covering
diverse topics including grant writing), Keele workshops on academic promotion
through research-only, E&S and E&R routes, enrolment onto teaching qualifications
and the HE Academy (for TFs, E&S and E&R colleagues). Academic leadership /
administrative roles are advertised (PAP: 36). Organisational Development (OD) also
offer a breadth of skills and leadership training for academics and PSS and link to

external training including Aurora (TABLE 70). Further detail is in priority 7.
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Pay and Grade

Equal Pay Audits conducted annually since 2020 (PAP: 24, grade-by-grade pay
analysis) finds no discrepancies, by ethnicity, that cannot be explained, e.g. by length
of service and associated incremental progression. We endeavour to make our reports

informative to better understand needs and progress (FAP 93).

The distribution of BAME, relative to non-BAME, staff with more academic (higher
paid) than PSS (lower paid) results in an absence of a mean ethnicity pay gap,
(calculated annually since 2019) FIGURE 66 and is currently in favour of BAME staff
when the median is used. The median shows annual variability depending on casual
employment numbers in the pay gap period i usually students with higher BAME

representation than other staff (TABLE 120-TABLE 122).

Pay gaps exist if academics and PSS are taken separately, as grade distribution
shows inequalities for academics (FIGURE 23 - FIGURE 25) and PSS (FIGURE 58 &
FIGURE 59). Despite having overall lower BAME representation in academic roles than
sector, Keele matches sector representation at grades 9 and 10 (Senior lecturer and

higher). The senior lecturer increase being due to in-house promotion.

At the intersection with gender, grade disparities are exacerbated (FIGURE 2612) but
significantly improved on earlier periods. We do not currently break down BAME
groups and grade due to small numbers but will look to do this for our next
submission. Career progression action is priority 7 and includes intersectional actions.
We have taken PAP: 55 to pay the living wage, mostly enhancing lowest paid

operational staff, where BAME PSS representation is highest.

Turnover

BAME staff turnover is high regardless of national grouping or job family (FIGURE 64 &
FIGURE 65). We commit to monitoring and reporting this, despite it not being required
by REC (FAP 91).

12 Similar plot not shown for PSS due to small number per grade group.
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For academics, excess turnover relates to FTC use only (TABLE 61 -TABLE 62). We
note that for many this is a route into academia and take FAP 76 to ensure research-

only staff representation on RECSAT to seek further views on our career support offer.

BAME PSS turnover, based on small numbers, is high in all PSS job families (TABLE
63 - TABLE 65). L e a v queshianaire responses (TABLE 26) were few but included
PSS career progression concerns (see Priority 7) and one PSS finding i Gz

I © (See Priority 4).

5. Student context

Representation

Overall, Keeleb student body, in 2023/24, was 35.0% BAME for UK-domiciled
students over all study levels. This contrasts with the English HEI sector of
30.6%BAME and UK HEI of 27%BAME*3. The spread of students across ethnic

groupings indicates that Keele has more students of Asian (Indian and Pakistani)

backgrounds (FIGURE 68) than sector. BAME students have higher application and

placement rates to Keele than non-BAME applicants (FIGURE 87, TABLE 83);

intersectional analysis shows decreasing non-BAME male intake by number and
percentage since 2016/17 (FIGURE 72),st agnati on i n numbers of ms
Bl ack students (since 2018/ 19) an®Oveemale BI
BAME students ar eBbANMBES%E enmd(lecRrE69).Sclod and

i nsti ABdc toim@arm®m attr act (mahleer esnmdeens.&an tgde )
Hori zoowgr | ocal Uni Connect partnership, of
wor Wwist h |iar nleovw participation areas. This ha
activities to engage boys.belenn tionwadl hvodddo@h ¢ re a
Hori zons have.4nlddv otfurtnheods el Bhave progressed to

those with more sustained involvement).

Foundation Year BAME representation is higher than UG (FIGURE 70, TABLE 72 &

TABLE 73) and further enhances diversity of our student entrants.

13 AdvanceHFs Student statistical report 2028ote whilst dated 2023 this refers to data collated 2021/22
“Since 2017t > 2 KAGS . NA o & KT upingdata®r®nitoribgSofms.n 122 al £ S
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UG BAME representation at subject-level is generally within UKHEI benchmarks
(TABLE 76 - TABLE 77) but remains notably low relative to population in SoH, GGE and
HKVets. These schools count amongst their staff our RECSAT Chair & institutional
DTC Lead, |, 2nd our FEDIL for FHUmSS, |G
who have been instrumental in driving and embedding DTC and inclusivity actions
(PAP: 88 -PAP: 92). HKVets, currently in its third year of in-take, has set a target of
15% ethnic minority intake (UKHEI is 9.8%).

UK-domiciled PGT at 32% BAME remains above sector overall and increased
representation in FHUmMSS now also meets sector representation (FIGURE 83, TABLE
79). Fluctuation in international numbers is heavily influenced by external factors

(FIGURE 84, TABLE 80); we continue to promote a global Keele.

UK-domiciled PGR BAME representation (FIGURE 85, TABLE 81) has increased, with
targets mostly met (section 2, TABLE 6); now broadly matching sector. We
acknowledge international recruitment challenges (FIGURE 86, TABLE 82).

Continuation, Completion, At t ai nment |, and Progression

UG continuation at Keele is highest for Asian and Black students (FIGURE 89) and
lowest for Mixed and the White groups but, in all cases higher than our OfS
benchmark (TABLE 87, TABLE 88). By subject, there are no notable areas of concern
(TABLE 86). PGT Masters (TABLE 104, TABLE 105) have some variation in
continuation for part-time students but numbers are small (Black students highest;

Asian lowest).

UG completion FIGURE 90, is within 1% our OfS benchmark (TABLE 90, TABLE 91),
except for Mixed students (4.5% above benchmark). PGT completion (TABLE 106), as
with sector, indicate lower Black student PGT Masters completion. For PGR (TABLE
110), full-time UK students appear to have a lower completion rate then international,
as with sector. Where BAME students do leave (UG: TABLE 92, PGR: TABLE 113 -
TABLE 114) they more often cite academic reasons; Priority 1 (attainment) actions

would also work to address these issues.

Our draft APP for 2025/26 7 2028/29 has two ethnicity-related priorities: the ethnicity
award gap and Black student progression fromHEt o i p o 8t t D.vilee $ater
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priority based on OfS data (TABLE 115), which indicates progression is lower for
Black students and below our OfS benchmark. Analysis of career service usage
and our own internal employment of students indicated no recent disadvantage
by ethnicity (PAP: 86 & PAP: 87, TABLE 119 - TABLE 122). Further actions are
under Priority 2.

Keeleb s dth@icity award gap is apparent when aggregated across all subjects
(FIGURE 92) and across FHUmMSS and FNS (FIGURE 94) but not FMHS. Most
individual programmes also have award gaps, although student numbers are often
small at programme level (FIGURE 93). The international award gap is now much

reduced (FIGURE 96, TABLE 100 & TABLE 101); we note falling numbers.

Data indicate no award gap for Asian or Black students entering with A-levels at BCC
or higher but for lower A-level entry qualifications, BTECs, HE-level, Access or
Foundation courses there is a significant attainment gap, especially for Black students,
indicating that the University does not add value equally (FIGURE 97, TABLE 102).
Additionally, BAME students are more likely to enter with lower A-level results or other
qualifications (FIGURE 98, TABLE 103). School Athena Swan work also targets

intersection with gender (TABLE 99).

Ouir first FAP priority success measure relates to home-domiciled undergraduate

awarding, but most actions are applicable for all study levels.

Work with specialist HE consultantstounder st and BAME st,actbgsnt so e
all study levels, within appeals, discipline and academic misconduct processes aims to

identify actions to reduce incidence and increase success across measures (FAP 5).

For postgraduate students there is also some indication of lower completion (and,
hence award) for some groups. Black PGT Masters students have lower completion at
Keele and in our OfS benchmark (TABLE 106). BAME part-time PGR students were
shown to have lower completion rates by our internal analysis (PAP: 82) also

indicated with externally verified data (TABLE 110).

Leaver sTaBLEldd -dABI(E 114), as with UG, indicate a slight over-

representation of BAME PGR students indicating academic issues. For those who do
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complete, there is no difference in time to completion of PhDs by BAME status (TABLE
111). We recognise that our future self-assessment would benefit from better
understanding of support for PGR students from the KDA (FAP 83).

6. Key priorities for future action

Alongside our data analysis, for students, we follownewr egul at ory gui dance
from the OfS which includes an Equality of Opportunity Risk Register, (EORR) to

identify risks to BAME student success (e.g. insufficient academic support, insufficient
personal support and disadvantage in progression from HE to the workplace / further
study). Keeled s o w n °> Eo@sRI€ts national and local context from quantitative
and gualitative data to assess risk and prioritise action. It was compiled to mitigate EDI
risks at an institutional level and enhance the sector-wide evidence-base of 6 wh a t
w o r kAbrigside the 12 risks highlighted by the OfS, Keele has added: Sense of
Belonging (SoB), and Staff Knowledge and Training.

In relation to ethnicity predominant risks were found to be:

=

Knowledge and Skills
Information and Guidance
Insufficient Academic Support
Insufficient Personal Support
Mental Health

Cost pressures

Progression from HE

Sense of Belonging

Staff Knowledge and Training

=4 =4 4 -4 4 -4 45 9

Our approach has been to identify the greatest risks to equity and target provision
accordingly within the APP and REC. Details of interventions which are evidence-

informed in approach, are captured within the REC Future Action Plan.

15We use Equity rather than Equality.
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Priority 1. Student award gaps .

Overall success criteria: to reduce the attainment gap for Home UG Black Students
to 17.1p.p, for students of Mixed ethnicity to 7.1p.p, for Asian Students to 8.3p.p and
for students from Other ethnicities to 12.5p.p by 2029, in accordance with our APP.

Identification of Problem:

Within subjects and across subjects at Keele there remains a gap in those students
who receive a good degree (1sts or 2:1s) by ethnicity (for both UK-domiciled and
international students). This is most notable for Black students and for students who
enter university with non-A-level qualifications or lower A-level examination results.

Despite priority focus on UG home-domiciled students for our target several
identified actions are expected to support the wider student population including
international and PG students.

T Develop institutional data to ident
equality (FAP 2) an intervention referral matrix (FAP 3), and Academic
Mentor Training (FAP 4).

1 Implement an Inclusive Education Framework, with associated Toolkits
supporting increased accessibility and inclusivity of learning and teaching
(FAP 6), including DTC. Aspects of decolonising the library are also relevant
(FAP 95).

1 Staff cultural awareness training (FAP 7).

1 Develop staff knowledge and training surrounding supporting students with
consideration of demographic / background, including race equality (FAP 8).

1 Academic Skills support resources and workshops (FAP 9) including for
reassessment (FAP 10).

1 Develop a Student Support and Success Review Process with detail on race
equality, to understand service use and underpin developments (FAP 1).

1 Appeals, discipline and academic misconduct: implement recommendations
from SUMS Consulting review aiming for reduced disparity of representation
based on ethnicity (FAP 5)
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Priority 2. Black student progress into employment or further study.

Overall success criteria: to reduce the progress gap for Home UG Black students to

3.6p.p by 2029, in accordance with our APP.

Identification of Problem:

APP strategic priority based upon OfS data dashboard analysis.

Introduction of Educational Gains project which supports Student self-efficacy
in assessing their progress towards achievement of Keele Graduate
Attributes (FAP 11).

Targeted upReach programme for Black and IMD Q1 Students, for up to 20
UG Home Students per year, (FAP 12).

Targeted progress support to students in three academic schools via the
Keele Career Readiness Programme (FAP 13).

Develop a package of progress support for asynchronous access by students
via the Keele Future Recruitment Series (FAP 14).

Develop a Student Futures Service review procedure to understand and
conduct EIA on service use (FAP 15).
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Priority 3: Sense of Belonging (SoB) and Speaking Up & Communicating
(SU&C) - Students

Overall success criteria:

REC student survey Likert scores increase to questions 1, 3, and 13 increase by
10% and double REC Student Survey response rate.

Identification of Problem:

REC student survey (only 1% of BAME students) indicated a below neutral
response to BAME student connection to staff (Qul), confidence in tutors calling out
racism (Qu3) and confidence in Keele taking appropriate actions with respect to
race (TABLE 27), together with race-related anonymous reports (TABLE 118)

SoB is also highlighted as a risk based on qualitative and quantitative sources,
assessed for the APP.

1 Delivery of Pre-Arrival Induction Activities for students (FAP 17).
1 Tackling BH&V through (FAP 16):

o #NeverOK awareness raising campaigns and events.

o Learning from annual Anonymous Report reviews.

o Annual delivery of Active Bystander Training to Residence Advisers
and Year 1 Students in 5 Schools.

o0 Reviewed Keele Essentials Training for all Keele campus-based
students at induction.

o Developing standardised route for clinical practice incident reporting
(FAP 23)

1 Development and annual delivery of a Culture Day (FAP 18).

1 University Religious and Cultural Festival celebrations and awareness raising
communications (FAP 19), including those specific to race equality (FAP 22).

1 Development and delivery of International Student Welcome programme
(FAP 20) and ongoing campus activities for all students (FAP 21).

1 Aspects of Athena Swan actions : decolonising the library (FAP 95) and
maintaining connections with diverse alumni, whilst ensuring philanthropic
funding helps address EDI needs (FAP 96) are also relevant.
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Priority 4: Sense of Belonging & Speaking Up & Communicating - Staff

Overall success criteria: REC staff survey Likert scores increase to questions on
Speaking Up (SU&C) and SoB to increase by 10%.

Evidence: Surveys (

TABLE 12 -TABLE 16, FIGURE 9 - FIGURE 12), anonymous reports (TABLE 68) and
formal grievances (TABLE 67)

Identification of Problem:

Surveys (

TABLE 12 -TABLE 16, FIGURE 9 - FIGURE 12), indicated issues related to SU&C and,
to some extent, SoB. Anonymous reports (TABLE 68) indicate lack of confidence in
SU&C and formal grievances (TABLE 67) indicated incidents related to race.

All REC-2023 Survey questions 3 to 6 on Speaking Up & Communicating had lower
satisfaction from BAME respondents with most below the neutral point (3.0) of a 5-
point Likert Scale. The optional question on reporting discrimination was also below
the neutral point.

Il ntersectional i ssues were noted for Vv

BAME PSS have higher turnover from indefinite contracts than non-BAME.

Proposed solutions:
SU&C

1 Recruitment an Associate Director of EDI with race equality expertise to
better embed awareness across the University (FAP 24).

1 Support line mangers to have conversation about race and systemic racism,
with the aim of increasing BAME staff confidence in Speaking up, through:

0 Cultural awareness training (FAP 25)
o Allies programme (FAP 26)

o Clear messaging and availability of information as to how staff can
raise concerns (FAP 28), offering assistance with conflict resolution
where appropriate (FAP 29) and reviewing anonymous reporting tool
efficacy for staff (FAP 30).

1 Routine Intranet updates on REC action plan progress (FAP 39).
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1 Elevated BAME staff voices by offering:

0 opportunities for group work (FAP 35) accounting for workload,

o multiple routes for contributions to whole School and Directorate
meetings e.g. posing questions before meetings, using Padlet or
similar anonymous and immediate posting tools. (FAP 34)

0 meetings of network groups with senior University leaders (FAP 31).

1 Support international and BAME staff to form connections through network
events (FAP 31).

1 Provide greater opportunity for new colleagues to form connections, through
peer mentors, regardless of ethnicity but with the option of people to request
those with particular experiences e.g. international staff (FAP 32).
Addressing this if new staff indicate issues (FAP 33).

1 Address prayer space in PSS areas (FAP 38).

1 Working to ensure inclusivity of OD training (FAP 36) and OH support (FAP
37).
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Priority 5. PSS Staff Representation and Retention

Overall success criteria: Meet 2021 census local region data (7.3% BAME)

representation by 1/12/2027, review and revise targets thereatfter.

Evidence: Staff representation data and turnover data.

Identification of Problem:

Under-representation relative to local population, especially in administrative and
M&S roles.

Anecdotally low representation impacts SoB, potentially impacting turnover.

Proposed solutions:

We will continue recruitment actions from our 2019 submission and:

M

Target advertising to more diverse areas/ networks for key roles (e.g. in
student services or HR) (FAP 40)

Use Executive search agencies for G9 and G10 PSS roles and G10
academics roles (FAP 45)

Exploit agile working ethos to attract staff for relevant posts from a wider area
(FAP 44).

Attend recruitment events in Stoke (FAP 41).

Review recruitment process to ensure clarity and accessibility (FAP 42) and
that forms elicit clear responses from diverse applicants (FAP 43) (e.qg.
consideration of more direct questioning rather than addressing the job
specification).

Attract our own BAME students into graduate PSS roles with paid student
ambassador projects e.g. to support BHM or other discrete projects. (FAP
46).

Build on, PAP: 47 & PAP: 48, EDI aspects to PSS conferences to include
BAME visibility in external speakers (FAP 47).
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Priority 6. Academic Staff Representation in FMHS

Overall success criteria: Meet UKHEI-subject specific representation (18% BAME)
by 2029

Identification of Problem:

1 Below sector BAME representation in FMHS academic roles throughout the
last period.

1 Earlier progress seen in academic %BAME in other faculties was not seen in
FMHS (at least not until most recently).

1 BAME representation within Keele staff on NHS contracts (medics) fell from
20% to 16% (Dec 2017 to Oct 2023).

T 25.7% of NHS staff who have given an ethnicity are BAME (June 2022). And
more locally the UHNM workforce is 23.5% BAME (and higher in clinical
roles). So, a pipeline into FMHS academia is available.

1 FMHS has the largest contrast between staff and student representation
(higher BAME representation in student body than staff).

NB We continue to use positive action statements in all Keele recruitment adverts
and note that some Schools in other faculties (and all PSS areas) have low
representation.

We note that, within all faculties, increase in BAME representation is largely through
recruitment of international staff. Given our student demographic, we should also be
able to recruit UK BAME staff, including those who have studied vocational
programmes.

Proposed solutions:

1 Review reasons for fall-off in BAME representation in recruitment from
application to shortlist and successful (FAP 48).

1 Raise awareness of FMHS academic roles with our PGR students (FAP 49)
and UG and PGT students in FMHS vocational subjects (FAP 50).

1 Review clinical casual contracts, where BAME representation is higher, to
see if any might be changed to part-time substantive posts (FAP 51).

1 Develop links with UHNM BAME and International networks (FAP 52) and
continue with Midlands Racial Equality in Medicine Network (FAP 53) to raise
profile of Keele in this area and attract new staff.
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Priority Area 7. Staff Progression

Overall success criteria:

BAME Grade-related representation targets:
1 PSS M&S target of 5%
1 PSS Equal Pay Report shows no disadvantage in BAME staff progression
1 G9 & Reader target of 15%
1 G10 target of 15%

are set to be reached by 1/12/2027 and then reviewed.

Identification of Problem: uneven distribution of BAME staff by grade. Leavers data
(TABLE 66) and surveys with lower satisfaction from BAME respondents around
fairness in promotion and progression (e.g. AS survey, TABLE 12).

Proposed solutions:

1 Review FTC use (where BAME academics have higher representation) and
ensure suitable support for career development (FAP 54).

1 Improve SPRE experience (FAP 55), including by (i) consideration of
promotion form drafts and PSS next job level criteria, (ii) offering
supplementary SPRE with a HoS (FAP 56) and (iii) a meeting with HoS 12
months before promotion deadline for further targeted interventions (FAP
57).

1 Promotion mentoring process is streamlined and more visible to all BAME
staff (FAP 60); with targeted BAME staff promotion workshops (FAP 61) and
review of promotion personal circumstances form to ensure inclusivity (FAP
62).

T Further APromotions Readyd assess me
Academic Promotions committee offered to Black staff at all promotion levels
(FAP 59) and BAME staff for promotion to Professor (FAP 58).

1 Increase research inclusivity through committee changes, messaging and
support e.g. through Decolonise Research Group (FAP 74).

1 Focus on Operational staff careers to include accessible, relevant (e.g. IT
skills) training (FAP 67) and marketing of opportunities, e.g. apprenticeships
(FAP 66); ensuring OD training is visible to all (FAP 68).
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1 Keele leadership training offer with targeted invitation and marketing as well
as advertising via BAME and International staff networks (FAP 73).

1 Provide clarity and transparency of PSS job evaluation (FAP 63); develop
targeted PSS career schemes including work shadowing, talent pools (FAP
64) and personal development opportunities (FAP 65).

1 Offer access to external BAMEandwo mends | eader ship
Keele support and develop an internalBAME womeno6s &@§AR ¢
69 - FAP 72).

Section 4: Future action plan

Note on success markers: Keele is currently developing an institutional evaluation

framework, to be adopted for student activities outlined within the FAP. This will be

underpinned by the OfS standards of evidence typology framework, enabling us to

add to the internal and external evidence base of what works. Given the stage of our

APP development, most student action success markers will be further developed

with the FAP period.

A numeric target is provided for each priority. We consider success in each action will

contribute to the overall success measure.
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Description of Issue

Actions

Priority 1: Student Attainment (at all levels)

Start End Owned

Date Date

By

Project Team
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Success Markers

Overallsuccess criteriathe Home UG attainment gapeducedby 2029 as followsBlack Students to 1Pdpts,Students of Mixed ethnicity to %jits,Asian Students #®.3%ptsand Students from Other

ethnicities to 12 .%pts.

Insufficient Personal | 1. Develogstudent Support and Success Review Procsgh Jut | Jut | Director | Management Information Output:

FAPL | Support has been embedded detail on race equality by reviewing current processes | 24 29 Student | Advisor, Director of Student| Development of a Service Review plz
highlighted as a key ris| considering data sources available to inform continuous improverr, Services | Futures, Head of Student | which considers race equality of serv
to student attainment b 2. Undertake annual service review of student support services utj and Wellbeing, Head of Residen( use.

Students with Black, | service use data. Annual data analysis to be conducted by Heads Success | Life, Head of Customer Annual completion of Service Review

Asian, Mixed and Othe| Service within Student Services to understand service use data, W Services (Delivery), Head of| plan across Student Support and

ethnicity type through | possible, by student demographic / charactieridentified within Student Patrticipation and Success.

an institutional Equity ¢ institutionalAPPand REC and Institutional KPIs (Student Satisfacti Success, Head of Student

Opportunity Risk Retention, PositevGraduate Destinations, Student Ethnicity Awardi Accessibility and Inclusion, | Success:

RegistefEORRWhich | Gap). Head of Careers dn Equitable service use by studenith

was conducted as a pa 3. Produce an annual service plan based on annual service reviey Employability, Head of Globi reflection surrounding ethnicity and

of APPplanning. to develop / enhance support &irstudentsregardless of levePlans Opportunities, Senior associated Equity of Opportunity Risk
are to consider student groups highlighted within instituddPRREC Placements & Projects identified through EORR

Relevant for all student] and KPI's, with consideration of strategic and operational develop! Manager, Head of Student | Annual Cl based updata informed

regardless of level, or | which can be implemented within the following academic year to Discipline Investigations approach.

Home / International | support student success.

status.

The following risks hav| Establish a data informed approach to identifying students atoisk | Dec | Jut | PVC Director of Foundation Year | Output:

FAP2 | been highlighted as underachievement or withdrawal from their programme to support| 24 29 Educatio | Centre, Head of Student Development of:
risks to attainment, as { intervention with support, through the Data and Retention Project. n, Participation and Success, | Risk threshold algorithamdassociated
part of the institutional | 1. Gather, catalogyand review relevant data available to the Academi | Access and Participation Plg pilot project.

Equity of Opportunity | University. o Strategy Group membership
Risk Register for 2. ldentification of student groups and identify key risks which can Registrar| Head of Student Wellbeing | Success:

Students with Black,
Asian, Mixed or Other
ethnicity types, which
was conducted as a pa
of Access and
Participation [anning:
Insufficient Academic
Support

Insufficient Personal
Support

Mental Health

Relevant foall UG and
PGT, international and

home.

impact students based on group.

3. Develop data model with algorithm.

4. Develop risk thresholds

5. Design and implement alert mechanisms to provide notification
appropriate support mechanisms

6. Production of risk regstassociated level of risk for students

7. Pilot project

8. Evaluate project to evaluate key outcome measures.

Type 3 evaluation to be conducted with the aim of deriving causal
impact of intervention.

9. Continualmprovement (CHf project based on evaluation finding

(1) Project enables identification of
students at risk afnderachievement o
withdrawal

(2) Students highlighted as at Risk
receive referral / signposting through
FAP 3.

(3)Type 3 evaluatidor Home U@o
validate / invalidate caudis) evidence
for FAP 2 and FAP 3.
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Ref.

Description of Issue

Actions

Project Team

Success Markers

As above Develop an intervention referral matrix which supports effective | Apr | Jut | PVC Director oFoundation Year | Outputs: Risk& service intervention
FAP3 signposting of "at risk" students to relevant support services 25 |29 Educatio | Centre, Head of Student matrix collatedStudents at risk of low
1. Collation of support servicasterventions available within the n, Participation and Success, | no oncourse succesare identified
university Academi | Access and Participation Pla
2. ldentification of expected impact of intervention / support servic C Strategy Group membership, gy ccess:
3. Mapping of risks (and groups) to relevant intervention / support Registrar | Head of Student Wellbeing | (1) Appropriate signposting to suppor
Service services
4. Develop process / model which will support effective sigmpasid (2) Type 3 evaluatidor Home UG (to
referrals by Academic Mentors to interventions / support services validate / invalidate causality) eviden
5. Communication of Intervention Referral Matrix to Academic Me| forEAP 2 & FAP 3
and training.
6. Evaluate Intervention Referral Matrix key outcome measures.
Type 3 evaluation to be condrettvith the aim of deriving causal
impact of intervention.
7. Continual development of project based on evaluation findings |
review of interventions and support services available
As above Academic Mentor Training on how to interpret learning analytics d Jut | Jut | PMC Head of Student Participatio| Output:
FAP4 and log interventions 25 |29 | Educatio | and Success, Head of Studg Trainingk resourceprovided
1. Production of training and support resources n, Wellbeing, Organisational
2. Annual training delivery to Academic Mefomsacademic year Academi | Developmen(OD)Manager, | gyccess:
(AY) 25-26. _ N c Head of Corporate Type 2, pre and post staff attitudinal
3. Evaluation of Academic Mentor Trainirgufmess markers Registrar | Information Services, IDS, responseslemonstrate
4. A of project based on evaluation findings and enhancements / Academic Mentors (to receiv . , ,
. o ) . understandingf, and confidence, in
developments of systems, processes and policies within the Unive training) | .
earner analytics
BAME students are Commission project and review Keele's student conduct data Junr | Jut | PVC Head of Residence Life, Heq Output:
FAPS | currently understand why BAME students are disproportionately representg 24 29 Educatio | of Student Discipline Review of appeals, discipline and
disproportionately within appeals, discipline and academic misconduct procedures. n, Investigations, Deputy academic misconduct.
represented within 1. Commission external consultant to undertake review of institutiq Director | Academic Registrar, Head o] Relevant process, policy or service
appeals, discipline and| appeals, discipline, and academic misconduct with embedded det of Appeals, Complaints and updates.
academic misconduct | race equality. Student | Conduct, Dean of Education| Annual monitoringf student casework
procedures. Provide relevant internal datasets and ensure staff from relevant ¢ Services | (FHUMSS, FNS, FMHS), P\
engage with external consultants during review. and Internationalisation Success:
Relevant for all UG, PQ 2. Review recommendations from external consultant, alongside Success, Reduced disparity of representation
& PGR, international ai institutional datasets. From recommendations, determine relevant Academi based on ethnicity by 2029 in: appea
home. process, policy or service review areas. C discipline and academic misconduct.
3. Implement changes based on external review findings and Registrar

recommermlations with theuccess markermtegrated.

4. Continual review monitored through the Annual Student Casew
Report data development of relevant process, policy or services ir
achieving key outcome measure.
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Description of Issue

Actions

Project Team

Updated Race Equality Charter
Silver Application Form

Success Markers

Institutionally we have ¢ Development of an Inclusive Education Framework and aligned tg Jar | Jul | PVC Dean of Education (FNS), | Output:
FARG | range of existing 1. Ongoing development of an institutional Inclusive Education 24 29 Educatio | Director of Keele Institute fol Inclusive Education Framewarid

educational policies an( Framework which supports proactive identification and elimination n Innovation and Teaching toolkitsin plac.
practices, but there has barriers to learning, which covers all aspects of learning and teach Excellence, Senior Curriculu
been naverarching set| with aligned production of toolkits and reflectinriearning design Designer, Head of sSuccess:
of principles to establisl processes. Accessibility and Inclusion, | Type 2 evaluatiqempirical enquiry)
baseline practice to 2. Gain relevant internal approvals for the Inclusive Education Director of Student Services| reflectingon module feedback by
support equity in Framework, which ensures relevant scrutiny by internal Education and Success, Disability students, and staff attitudinal
education. This leads tq Professionals. Support Manager evaluatiorindicatesincreased
lack of consistency in | 3. Communicate the Inclusive Education Framework internally to knowledge of
practice across the stakeholders. 1 Inclusivity in learning and teachin
university, and 4. Localised implementation of Inclusive Education Framework 1 Cultural awareness
dlﬁergntlal student 5. Undertake relevant evaluation to review Inclusive Education 1 Accessibilityof learning and
experience and Framework. teaching
success. 6. Through reflection on evaluation and wider institutional data sol and esulting in reduced need for

sector and global developments within Inclusive Education practic| individuareasonable adjustments
Relevant foall taught | continually develop the institutional approach and documentation
students international | surrounding Inclusive Education.
and home.

f URG2t R2ZIJDHET e AC qRYUH[ | ¢ @ndwinglalt |

students feel a sense of belonging. To that end, the curricula desig|

considerause of language and terminoleggich must not exclude or

other- uses case studies which are globally representative and not j

Global North centric or British centric, and ensures assessments ar

wide ranging to enable a range of abilitieslilig to be displayed, not

just the convention ones prioritised by a Westentric knowledge

system. In addition, staff teaching will make explicit the disciplinary

framework which has colonial roots, underpinnings and structures,

that knowledge isat universalised, but located and specific.
Staff knowledge and | 1. Arrange and deliver Cultural Awareness trainiagenior Sept | Aug- | P\C Output:

FAP7 | training has been Leadership staffom AY 226. -24 | 25 | Internati Cultural Awareness Training complet

highlighted as a key risl 2. Evaluate Culturé&wareness Training for Senior Leadership staff, onal by 80% of Senior Leadership

to BAMEstudent
attainment through an
institutional Equity of
Opportunity Risk
Register which was
conducted as a part of
APPplanning.

gaining feedback surrounding any additional areas of consideratio
required for inclusion within training prior to wider institutionalubll
3. Continually arrange, deliver and evaluate cultural awareness trg
throughout this periothrough feedback formensuring that evaluatiy
feedback gained is considered alongside global / sector updated
approaches to cultural awareness training to provide continual
development to information and training dedide

Success:

Participanfeedback indicategreater
confidenceof line managersot only in
their own cultural awarened$sit in
having conversationgth others.
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Description of Issue

Actions

Project Team

Success Markers

Staff knowledge and | 1.Undertake review of staff knowledge and training requiremeats | Jan | Jub | Academi | Head of Student Participatio| Output:
FAR8 | training has been provide effective support for students across the university and ga 25 29 c and Success, Organisationa) Review of staff training requirements
highlighted as a key ris| internal approval for a staff training package. Registrar Development, Head of Staff Training and Resources
to student attainment b 2. Development of training materials with consideration of audiend Student Wellbein@irector of constructed foAcademisand PSS
Students with Black, | Training materials will utilise a range of formats inclodlimg, . _ with a focs on supporting our student
Asian, Mixed and Othe| asynchronous, and electronic resources utilising clmaskd Keele Instlt.ute of Innovation
ethnicity type through | platforms. and Teaching Excellence | gyccess:
an institutional Equity d 3. Deliver training identifiestd developed from AY-26 (KIITE Senior Academic Trainingneedsidentifiedin line with
Opportunity Risk 4. Continually evaluate training to ensure that this meets the need Developer University Evaluation Framework, wh
Register. staff. is expected to include both Type 1
5. Continually develop training bdseon evaluative feedback, data (narrative) and Type 2 (empirical
Relevant for all UG, PG and global or sector developments within approaches to specific 3 enquiry).
& PGR, international ar| of work. Evaluation to measure:
home. fKnowledge ahclusivity in learning
and teaching
{ Cultural Awareness
TKnowledge of support available to
students to support effective
signposting.
Insufficient Academic | 1.Co-creation of toolkitscollating new and existing resources on | Oct | Jut | Head of | Academic and Digital Skills | Output:
FAR | Support has been academic, information and digital skills, utilising a scaffolded appr( 24 29 Library | Tutor, Digital Skills and Production of @ademic and digital
highlighted as a key ris| 2. Delivery of toolkits for student use. Academi | Training Manager skills toolkits.
to studentattainment by 3. Evaluation of toolkits. C
Students with Black, | 4. Reflection on evaluation and continual development of toolkits. Services Success:
Asian, Mixed and Othe Type 2 evaluation conducted to
ethnicity type evaluate skills learnt through use of
toolkits through a pre and passt
formatto understand distance travelle
for student learning in academic and
digital skills
As above 1. Creation of asynchronous resourcesid synchronous workshops | Oct | Jut | As above| As above Output:
FAP to support students requiring reassessment. 24 29 Asynchronousesources
10 2. Delivery of resources and workshops for student use and Synchronousvorkshops
participation.
3. Evaluation of resources and workshops Success:

4. Reflection on evaluation and continual development of resource
workshops.

Type 2 empirical pre and post attitudi
surveyto determine increased
understanding of assessment criteria
academic integrity and feedback
literacy. Vith data triangulation of
participating student outcomes data.
Ongoing oversight @peat referral
rates with success denoted at a
reduction in repeat referrals.
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Ref.

Description of Issue

Actions

Priority Area2: Black Student Progress into a "Good Outcome”

End Owned

Date

By

Project Team

Updated Race Equality Charter
Silver Application Form

Success Markers

Overallsuccess criteriathe progress gap for Home UG Black Studeditsedto 3.68%6ptsby 2029

FAP
11

IMD Q1 and Black Hom
UG Students are
identified as having
lower progress rates
through to "good
outcomes". Sector
literature details the
impact of Educational
Gain on student
progress from HE into
"good outcomes".
Educational Gain
provides the
understandig that
shifting student career
development early in
their student journey
through effective
signposting to
supportive resources
and interventions have
strong positive
correlation for students
between distance
travelled and achieving
good outcomes. This
establishes a need for
integration of
Educational Gain within

the University.

1. Development of solutions tleatable students to selassess their
progressc D¢ RUt qqHE A#SERII2 WG WUqHY nHuU I
expertise, professional skills, personal effectiveness, social & ethig
responsibility), with sedssessment data used to sigost students to
co-curricular activity to support achievemenidd 130G IJk + H] | |
Attributes.

ZIOHEGHNT HulJWGWKkt H9el | RAzl2aGOHE
digital capability, external engagement) in the curricula to support
student progress towards achieving Graduate Attributes.

3. Undertake relevant evaluation and review through use of intern;
datasets.

4. Use of evaluation and review findings to support continual
development of Educational Gains.

Sep
25

Jut
29

PVC
Educatio
n

Academic Registrar, Directo
of Student Futures, Reader,
Dean of Academic
Enhancement

Output:

Selfassessment tool created with
functionality to signpost students tc c
curricular activity.

UGkt H9el | RAe O 4
embedded within institutional curricul

Success:
Type 2 empirical evaluation through L
of collatedself-assessment data which
demonstrates:

1 Increase selfefficacy and meta
cognitive strategies.

1 Informedargeting and delivery of
other servicewithin the university
(i.e. academic skillandcareers
support).
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Description of Issue

Actions

Project Team

Success Markers

IMD Q1 and Black UpReach Aug | Jul | Director | Head of Careers and Output:
FAP | Students identified as | 1. Partner with upReach to support up to 20 UG Home students p{ 24 29 of Employability Up to 20 students per year receiving
12 having lower progress | 2. Establish a communications plan to advertise the opportunity to Student careers support via upReach, which
rates through to "good | students. Futures include: Xto-1 coaching, CV and
outcomes” in Home U( 3. Work with Academic Schools to advertise locally within Schools application reviewsndustry mentoring
cohort. Establishing a | progress gaps for highlighted groups of students. and employer events.
need for intensive and | 4. Students to be assigned a personal Programme Coortator
targeted support. upReach based upon their interests and will have the opportunity | Success:
gain: o-1 coaching, CV & application reviews, mock interviews, 20 participating students per year.
industry mentoring, exclusive em@pgvents, exclusive work Type 2 empirical evaluation to be
experience. conducted through pre and post
5. Working in partnership with upReach, ensuring that evaluative attitudinal survey, with success denof
reporting not only demonstrates impact of the programme for stud as:
taking part, but also considers equality analysis with a race equali 1 Increased understanding of industr
lens. of interest
1 Increased confidence in building
professional networking
1 Increasectareergelatedselt
efficacy.
As Above Keele Career Readiness Programme Oct | Jut | Director | Head of Careers and Output:Devise and commence
FAP 1. Undertake literature review, internal @atid evaluation analysis to| 25 29 of Employability implementation of a careers
13 devise a careers programme with the aim of supporting UG studel Student programmeargeted to three academi
progress to "positive outcomes". Data analysis undertaken is to al Futures Schools.

determine the targeting for three Academic Schools who will recei
programme basedoon progress gaps.

2. Arrange dates for programme delivery

3. Communicate programme details to students (and staff) in line
communications plan.

4. Deliver activity within three academic schools.

5. Continually evaluate activity via Type 2 evaluation.

6. Continually reflect on evaluative findings.

7. Continually develop programme in accordance with evaluation
findings.

SuccessType 2 evaluatipthrough
use of pre and post attitudinal survey,
demonstrates:

fimproved understanding of
recruitment markets.
flincreasedconfidence engaging with
employers.

flincreased understanding of indust
of interest.

fincreased engagement
byhighlighted Priority

GroupgBlack and IMD Q1 Students
with Careers and Employability
Service.
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Description of Issue

Actions

Owned
By

Project Team

Updated Race Equality Charter
Silver Application Form

Success Markers

Progress gaps for IMD| Future Recruitment Serig@vailable to all students, UG, PGT and H Oct | Jul | Director | KIITE (CDL), HeadG#Hreers | Output:Develop andnplement~uture
FAP | Q1 and Black Students 1. Undertake literature review, internal data and evaluation analys 24 29 of and Employability Recruitment Series
14 have been identified ag devise a careers programme with the aim of supporting UG studel Student
a part of institutional | progress to "good outcomes". Futures SuccessType 2 evaluatidghrough use
Access and 2. Design resources & activitiegildingKeele Future Recruitment of pre and post attitudinal survey
Participation Plan work Series demonstrating
Literature suggests tha 3. Work with Marketing to develop student comecationsplan .
students from ethnicall{ 4. Communicate programme details to students (and staff) in line \ T Studgnts gngaged in the brogramn
diverse backgrounds | communications plan. reporting higher career§ readiness.
who took part in 5. Project delivery. 1 In_c reased understanding of po4E
Information, Advice an(¢ 6. Continually develop programme in accordance with evaluation options. , .
Guidance sessions findings. i Development of recruitment linked
which provide more skills.
information about
postgraduate options
are more likely to
progress to
postgraduate
education. This
establishes a need to
provide packaged
support which can be
accessed both
synchronously and
asynchronously by
students.
Insufficient Personal | 1. Develop Student Futures Review Process with embedded detai Sep | Jul | Director | Head of Careers and Output:
FAP | Support has been race equality by reviewing current processes and considering datg 24 |29 | of Employability, Head of Globi Development of a Service Review plg
15 highlighted as a key ris| sources available to inform continuous improvement. Student | Opportunities, Senior which considers race equality of serv
to student progress by | 2. AnnualStudent Futures review of service use. Annual data analy Futures | Placements & Projects

Black Students through
an institutional Equity ¢
Opportunity Risk
Register which was
conducted as a part of
Access and
Participation Plan
planning.

be conducted by Heads of Service within Student Services to
understand service use data, where possible, by student demogra
characteristic identified within institutiond?and REC and
Institutional KPIs (Student Satisfaction, Retention, PdSitaguate
Destinations, Student Ethnicity Awarding Gap).

3. Produce an annual service plan based on annual service reviey,
to develop / enhance support for students. Plans are to consider s
groups highlighted within institutional APP, REC and KPI's, with
consideration of strategic and operational dgwalents which can be
implemented within the following academic year to support studen
success.

Manager

use.
Annuakompletion obervicereview
plan to enhance student supppand
success.

Success:

Equitableserviceuseby students.
Annual Cl based upon data informed
approach.
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Ref.

Description of Issue

Actions

Priorityarea3: Speaking Up & Communicating (SU&C) and Sense of Belonging (SoB): Students

Start End Owned

Date Date

By

Project Team

Success Markers

Overall success criterig(i) REC student surv&ME respondeihiikertscores increase to questions 1, 3, and 13 byah@Pfii) we dublethe REGstudentsurvey response rate

FAP
16

Speaking Up &
Communicating (SU&C

Students confidence in
racism being called out
and reporting of racism
beingtaken seriously
was lower for BAME
students:

REC Student Survey
2023 Likert Score: 2.7

(BAME) and 4.fhdn-
BAME), fadow
confident do you feel
that tutors at Keele will
call out racially
inappropriate
behaviours?

REC Student Survey
2023 Likert Score: 2.4

(BAME) and 3.6dn-
BAME), fdf you
reported discrimination
harassment or abuse 0
the basis of race or
ethnicity, how confiden
are you that appropriatj
investigative and /or
disciplinary action

would be taken?)

#Never@ Oct | Jut | Head of | Residence Life Managers, | Output:
Delivery of #Nevekavhich will include awareness raising campaign 24 29 Residenc| Events and Campaigns Gro{ Annual delivery of #Nevé¢O
and events surrounding the following themes:bAlifiing week, Black e Life/ | SU Staff campaigns.
History Month, Hate Crime Awareness Week, No More Week, Wo Associat
Autism Acceptance Week. e Success
Director Improvement of scores detailed in
As requested by student RECfffesentatives we will link #Never( of EDI description of issue.
posters to our anonymous reporting tool
*Please note that this campaign may bereanded in line with freedom
of expression requirementsevertheless, work outlined will be
undertaken, however may have a different title.
Anonymous Reporting Tool Jan | Jut | Head of | Head of Student Discipline | Output:
Annual internal reporting of Anonymous Reporting Tool use, and | 25 29 Residenc| Investigations, Residence Lij Annual reporting on anonymous
considerations for improvements based upon user feedback. e Life/ | Managers reporting tool and developments to
Associat process.
e
Director Success:
of EDI Improvement of scores detailed in
description of issue.
Cl of Anonymous Reporting Tool bas
upon feedback.
Delivery ofctive Bystander Trainirtg all RA's during their training | Aug | Aug | Head of | Residence Life Managers | Output:
period, and to students in Year 1 of their studies in 5 Schools. 24 | 29 Residenc| Student Experience and 100% of RA's to receifetive
e Life Support Managers, Student | Bystander Training

Experience and Support
Officers

Students in Yeardt their studies iB
Schoold¢o complete Active Bystande
Training.

Success:
Improvement of scores detailed in
description of issue.
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Description of Issue

Actions

Project Team

Updated Race Equality Charter
Silver Application Form

Success Markers

Review oKeele Essentials Training Ju- | Jul | Chief Digital Skills and Training | Output: Annual review and ongoing
Also lower confidence | 1. Review of Keele Essentials Training ensuring that appropriate | 25 29 Informati | Manager, Head of Residenc| delivery oKeele Essentials Training.
students'ability to have| guidance signposting and reference to support is included in traini on Life, SU
an open and honest | which is available to all Keele Campus based Students as a part @ Officer Success:
conversation about rac| induction. and Students have greater awareness of]
Student Survey 2023 | 2. Implementation of training annually. Librarian anonymous reporting tool and suppd
Likert Score: 2.9 (BAM| 3. Annual review of training to ensure that recent developments to available to them. Increased
and 3.4 1fon-BAME) processes, procedures and support are updated and included in ti confidence measurand improved
each year. scoresin REC survey.
Culture Climate Pre-Arrival Events Sep | Jut | Head of | Student Experience and Output:
FAP | questions in the REC | 1. Annual é@liveryof PreArrival events which support increased Sen| 24 29 Student | Support Managers Annual delivery of RAgrival events.
17 2023 student survey | of Belonging for Students. Wellbein Continual review and refinemenPaf
indicated slightly lower| 2. Evaluation of P#rrival events each year, via Type 2 evaluation g Arrivalevents to support increased Sd
satisfaction from BAME 3. Reflection on evaluation outcomes, annual, and continual
students (Likert Score | developmenand deliverpf events based upon feedback. Success:
3.0 BAME; 3rn- ' :
Type 2 evaluatighrough use of pre ar
BAME, Tab) to o
. . post attitudinal survetp be conducted
How well do you think . .
. " which shows:
festivals and traditions . . .
. Increased understanding of universit
from different cultures
systems, structure and where to get
are acknowledged at .
; ; support and advice.
Keele?", especially UK Development of peer networks
BAME students Likert P ' pe : '
Score 2.8 (TabR9) Improvements isatisfaction rates of
' ' BAME students tpuestions outlined ir
the description dgsue
As above Annualdelivery oCulture Day Sep | Jut | Head of | Residence Life Managers, | Output:
FAP 1. Annual élivery of Culture D&pmAcademic Ye&025,which 25 29 Residenc| Events and Campaigns Gro{ Culture Day delivered annually.
18 supporsincreased Sense of Belonging for Students. e Life PVC International
2. Reflection opatrticipation and internal reflection whittasstudent Success:
voice as a key part of the stakeholder membestipaly, andClof Annual internakwiew ofCulture Day
events based upon feedback. activities with reflection on
participation levels.
Cl of Culture Day which is informed b
student voice.
As above University Religious and Cultural Festival celebrati@msl awarenesg Oct | Jut | Chaplain | Events and Campaigns Groy Output:
FAP raising communications. 24 |29 |cy Head of Residence Lif€C | Annual delivery of events and
19 Annual delivery of University Religious and Cultural Festival celeb Team, PVC International awareness raising celebratory

and awareness raising communications such as: Ramadan (Grani
Lunar New Year, Diwali, International Week, Community Langar.

communications

Success:Student, stafind community

participation in events
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Description of Issue

Actions

Project Team

Success Markers

Increased awareness of Religious an
Cultural Festival celebrations across
the University.

International Student | Review of current International student welcome events, intervent| Apr | Jut | Head of | Director Student Service anq Output:
FAP | Welcome has not been and programme. 24 29 Student | Success, International International Student Welcome
20 evaluated previously, s| 1. Undertake an internal evidence informed review of Internationa| Wellbein | Welcome Group programme.
there is little feedback | Student welcome, including: events, interventions and programme g, Head Increased understanding of universit
within the university Provide an overview of recommended activity to relevant internal of systems, structure and where to get
surrounding student institutional working group (inclusive of student voacgain Immigrati support and advice. Development of
experience of this confirmation of approach. on, peer networksPositive responses to
period. Sector literaturg 2. Based upon confirmed activities, arrange and deliver Internatiof Complia International Student Welcome.
highlights arrival and | Welcome Activities as a pilot for first entry within Academic Year nce and
transition as a key 2024/25 Advice Success:
period to establish and| 3. Undertake relevant evaluation to review International Student Type 2 evaluation to be conducted
enhance ense of welcome activities during pilot, to support reflection and developm which shows:
belonging for students,| for future intakes. f Increased understanding of
and so, International | 4. Continually evaluate and consider data sources surrounding university systems, structure an
Student Welcome has | International Student Welcome within the University. where to get support and advice
been highlighted as a | 5. Reflect on evaluation findings. 1 Development of peer networks
key area of 6. Continually develop activities based upon evaluation, data, secf 9 Increased SaoB
consideration within th¢ and global approaches to supporting effective transition of Interna|
university. Students.
Student belonging can | 1.Develop a range of campgoased activities which centre on belongi Sep | Jut | Sustaina | Head of Net Zero Delivery & | Output:
FAP | be a key driver for building peeto-peer andtaff-to-student connectivity through utilising| 24 29 bility Sustainability Annual delivery of sustainability even
21 success. Literature q6 DHI+ GO Y ¢ a-&ie Campuadhuhdnked Ik + HZ M) Engagem to support 'Reduced Inequalities'
demonstrates that seng 2.Communicate opportunitie$a relevant communication channels tg ent Sustainable Development Goal 10
of belongings instilled | both staff and students (such as Internal Communicationsoaial Officer
by physicafincreasingly| media). Successincreasedsenseof Belonging
important for campus | 3. Deliver a range of activities such as: sustainability walks, foraging Increased.ikert scale responses in
basedinstitutions)and | Walled Garden Gardening Project and Arboretum tours at key poin; connectivity in REC Student Survey
emotional within the student lifecyciehich include International early arrival,
connectiveness. In the | Welcome and January Welcome.
REC Student Survey
2023,Students
highlighted a lack of
connectivityto staff
(survey Likert Score 2.7
BAME & 3130n-BAME
Students not aware of | Continue talevelop ad reflect on owsocial mediaoverageEDI Oct | Oct | Director | Events and Campaigns Groy Output:updated webpagespcial
FAP | university REC work | webpages anohternal email$o complement #NeverGiddindicateto | 24 29 SCB Head of Residence Life media campaigsand internal
22 Likert Score 2.2 BAME| studentswhat Keele does to become an-aatist university Associate Director EHDI communications.

2.9non-BAME

AdvisorStudent
representatives.

80



Description of Issue

Studens mentioned
specific areas where
they felt more
knowledge was neede
(traveller identities and
Whitepresenting Mixed
ethnicities).

Actions

Owned
By

Project Team

Updated Race Equality Charter
Silver Application Form

Success Markers

Success:Student Likert Score to
guestion on university REC work to
increase by 10%.

FAP
23

Students report
experiencing racism on
clinical practice.

We have no Faculty
wide baseline for these
reports.

Description of Issue

Building on existing practice, whinas differed across FMHS but has
included training for practice educators, and route®fmrting
concerns we will develop a single Fivif8rting system for clinical
practicewith associatedtrategy foensuring students are aware of it
existenceand action is takebecause ofeports.

Implement tooand run annually thereafter

Institute an annual review reporting tool use ardsess efficacy of
interventions taken

Actions

Priority Area 4Speaking Up & Communicating (SU&C) and Sense of Belongin§%3bB)

Jan
25

Sep
25

Sep
26

Sep
25

Now
26

Clinical
Placeme
nt Coe
ordinator

FMHS EDIL

Output reportingsystem developed
and communicated.

Success:

1.Tool is used

2 A facultywidebaselinedeterminesa
starting point on which to measure
future success.

3.Reports inform subsequent
preventative actionsas evidenced by
FMHS EDIL report to RECSAT.

Success Markers

Overall success criteriaREC staff surv&8AME respondehikert scores increase to questions on Speaking Up (8Q&€&3tions3 16 andoptional questions 4 and 162GLE 14) improveby at least 10%

overall.
2023 BAME staff Likert Scdi@sQu b were 2.9, 2.8, 3.1 a2l respectivelynonBAME were 3.5,3.6,3.7 and 3.3 respectit@yoptional Qu 4 and Qu BAME responses were 2.7 and 2.8BRVE werg
1.6 and 3.3.
Difficulty attracting and| Recruitment of a senior EDI staff member (Associate Director of B Initia | Sep | Chief Output appointment made.
FAP | retaining Race Equality with race equality expertise to better embed consciousness acrosy ted 24 | People
24 | Officer; feedback from | Keele. May Officer Success:support package identified
previous incumbents 2024 post-holderhelps build institutional
and managers indicate| Clarity of support provided at the outset by line manager (Chief P¢ capability as evidenced in completio
a more senior post Officer) and recognition of the emotional labour that can go into a of REC actions allocated to the role
holder would be 56101 DHq6 IJHRUHAH2 G HWUqgqkt HRT WU qRq
advantageous.
BAME staff survey Increase the awareness of and skills to address ragigroviding Jan | Sep | Associat | Organisational Development Output: Training developed or
FAP | revealed a lack of trust| training on culturawarenessn linemanagemenfsee also SPRE 25 25| e Manager, HR Manager procuredFocus group with BAME
25 in institution, to show | actions), as part of Keele leadership training framework (see caref Director | (Employee Relatiohs network and others as needed.
genuine support when | progression). EDI

bringing forward race
issues and indicated
greater confidence
needed in (i) talking
about race equality and

(if) addressing instance

Engage with colleagues to understand reasons for lack of trust ant
develop processes and build trust in reporting systems and case
management.

Evaluation through feedback forms

Success:15% of all line managers
trained each year, to reach 60%
completion by end of 20280% of
feedback is positive.
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Description of Issue

of unacceptable

Actions

Owned
By

Project Team

Success Markers

behaviour.

BAME respondents to | Develop resources to increase training and education on race, inc| Mar | Aug | Associat | Organisational Development Output:Improved resources and
FAP | the 2023 REC survey | an allies programme. 25 25| e Manager, BAME Network le{ training offer.
26 reported low confidenc Director | International Network Lead

in colleagues being abll BAME mentors who have taken part in our race equality mentoring EDI Success:TargeBO allies trainep

to speak about race an schemewill be asked to fiect on the best use of their time and whe| resources receive 200 vie@ga. 10%

low confidence in being they wish to continue with the schemvbether they woulgdreferto of staff)

able to call out racist | assist indeveloping the adls programmerwhether they would prefer

behaviours. to seek input from elsewhere.

Whilst we have had

good feedback from thg

race equality mentoring

scheme and intend to

maintain if possiblewe

are concerned of

overburdenin@AME

staffin sustaining

longertermrace

equality mentoring.

Somemternational staff| Look for areas of good practit@ example role sharing, which migh| Feb | Apr | (i) HR ManagéPolicyand Output:Reporton areas which have
FAP | report to HRhatthey facilitate longeabsence periodgarticularly for academic staff 26 27 | Faculty | Projecty; HR Manager good practice ifacilitating longer
27 find it difficult taobtain EDI (Employee Relatioips leave periodso RECSAT. Reed line

sufficienty longannual | Review and enhantise manager trainirayound leave periods Leads managetraining and communication

leaveperiodsto visit JGG6¢t Rt RUNDHAYUt RT Ul ¢ qRYUHY N H (i) OD to more experienced managers.

their familyanddeal and requirement for prompt approvals, as well as balancing busing Manager

withtheirpersonal
administrationin their
home country et¢
when they have long al
expensive journeys to
make.This is also born
out in staff surveysg.

f Ut qRaq e qlR |
able to strike the right
balance between my
sYIt We Ul W6 )
was lower for
international staff by

14 %pts.

needs.

Ensue more experienced managers are also fully aware of leave
policies, which have beemore recentlypdated

Success? Rnn 131 JURIIHR
am able to strike the right balance
between my work and home [if] + LL
between International and UK staff
decreases by 1/3.
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Description of Issue

Werecognise theres
rarely a quiet periad
the year, with resits
happening in the
summer etc.

One survey responden
also reported an
incident wherdeave
was only approved at
the last minute

Actions

Start End Owned

Date

Date

By

Project Team

Updated Race Equality Charter
Silver Application Form

Success Markers

An ongoing need to To ensure clear messaging and availability of information as to ho, Nov | Jut | Associat | Director Strategic Output: Updated informationon
FAP | address staff concerns| can raise concerns and how they will be supported and managed. 25 25| e Communications and raisingconcernsis onHRIntranetsite
28 over speaking y@s Director | Marketing. by July 2025.
measured by surveys. | To include clear and easily accessible resources on support availg EDI
Opt.15.If you reported BAME staff. Success:BAMEtaff responses in
discrimination, relation to Optional Question 15
harassment, or abuse on increase by 10%y Oct 202&nd the
the basis of race or difference between BAME and-non
ethnicity, howconfident BAME respondents reduces by at leg
are you that appropriate 1/3rdby 2028.
investigative and/or
disciplinary action would
be taken BAME staff
Likert Score 2.8 (nen
BAME was 3.3)
Responseto the REC To promote conflict resolution actions where appropriate and to corf 25 | 25 | Associatel HR Manager (Employee Output:Revised communications
surveyindicatedlower the colleague experience in raising concerns and ensuring individui Jan | Sep | Director | Relations, HR Manager (Poli{ publishedon the HR internet site clea
confidencein the heard. EDI & Projects) directing staff members hdwraise
ES‘P University'sability to deal concerns and what subsequent steps

with racerelated
discrimination,
harassmengtc. Asabove

To consider how policy, process and reporting mechanisms are
communicated to ensure greater awareness amongst staff. Use
responses from casework experience and enhanced exit questionn
inform subsequent actions.

will be takeninformal resolutios are
soughtwhere appropriate to do so,
ensuring that colleagues feel their
concerns have been heard.

SuccessBAMEstaff responses in
relation to Optional Question 15
increase by 104y Oct 202&nd the
difference between BAME and-non
BAME respondentsduces by at least
1/3rdby 2028.

83



Description of Issue

Actions

Project Team

Success Markers

Of the anonymous staf| Conduct a review of the anonymous reporting tool, including the ¢| Aug | Jul | Director | Head of Residence Life, HR| Output:Complete review August 202
FAP | reports, 4 (44%) presentation as a combined staff and student reporting tool. 24 25| Student | Manage(Policy and Projects| and begin to implement revisions fro
30 included 'ethnicity or Services September 2024.
| ¢ HIJK Hc t Hc¢ | Implement resulting recommendations to promote, record and trag and
incident. For students, | reports made. Utilise information to develop proactive intervention Deputy Success:Feedbacksough from
51 (53% offeports) prevent incidents taking place. Director student groups and BAIgl&ff
included 'ethnicity or HR network as to visibility of the tqare
race' as an aspect of th 75%positive or further work
incident. conducted.
Sense of belonging in | Support international and BAME staff to form connections. This co Sep | Jul| Co BAME Network lead, Output: (i) Delivery of at least one
FAP | terms of connection to | engaging in social events with the KPA or Staff Common Room off 25 26 | Chairs International Network Lead, | event per year amwdth feedbak
31 | colleagues was broadly supporting an annual networking meeting. EDIG Head of Occupational Healtl soughtfrom participants relating to
similar for BAME and (COO0 & SoB.
nonBAME respondent{ Ensure BAME staff network has access to discuss concerns with | DVC)
inthe REC 2023 survey leaders (annual meeting). Success((i) Feedback from event
but notably lower for participantss at least75% positive.
those who chose not tg
give an ethnicity. Agile
working may reduce
chance meetings furthg
increasing isolation.
As above Provide greater opportunity for colleagues to get to know one ano| Sept | July | Organisa| Directors and Deans Output:Provision of mentoring.
FAP outside of their immediate colleague groups, including those who | 25 29 tional
32 from home, by provision of nammentors, for new starters regardles Develop SuccessBAME staff representation
of ethnicity or job role. ment with a mentor matches that of staff
Manager pool. BAME and neBAME stafeport
New starters can request a mentor who has specific experience th equal numbers of mentor meetings.
might be relevant to them (eegperience of being arternational
member of stafbn a visa)
As above To develop a survey (or similar) to fg&idback from new staff Jut | First | HR HR Managers Output: Survey developed and
FAP members (6 months into employment) on their experience of 25 | anal | Manager launched autumn 2025.
33 recruitment, induction and SoB to support SoB and retention. To g ysis | (Policy
seek feedback on mandatory training and inclusion of broader culf Dec |and SuccessA baseline satisfaction
insights (see action re OrganisatibTraining below). (sedissessment 25 Projects measure i®stablisted on which to

action)

Monitor completion rates and analyse responses gathered every ¢
months to inform any required actions.

gauge future success.

Necessary actiorsredeveloped and
implemented following feedback
analysis.
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Description of Issue

Actions

Owned
By

Project Team

Updated Race Equality Charter
Silver Application Form

Success Markers

University governance | Enable a range of voices to be heard in large staff meetings by en Aug | Ong | Chief Deans/ Directors/ Heads of | Output:Anannual opportunitfor staff
FAP | hierarchical, and given| that on at least one occasion per year colleagues can make anony 24| oing | People | Schools and functions. feedbackdentified, withmanagers
34 fewer senior BAME stal comments to the Dean/ Director/Senior leaders. This may be via g Officer respondngto thefeedback provided.
structural inequalities | form which doesn't collate personal informatiuse of anonymous
exist [see Committee | Padlet (or similar) or a physical suggestions box, provided before Success: Surveyesponsesndicate
data], which lead to after School / Directorate or similar large meetings. staffhaveused feedback mechanism
fewer BAME voices with BAMEepresentation equal to stg
contributing to the NB: this action is in addition to the staff pulse survey and allows fo body.
conversation. guestions / comments chosen by staff themselves rather than dec
byothers Evaluatiorwill bethroughanadditional survey question.
University governance | Encourage themed cross directorate / faculty working groups to in| Sep | Aug | Chief Deans / DirectorOD Output: Two cross directorate or
FAP | hierarchical, and given| more junior staff, as well as leaders, to provide solutions to issues, 25 26 | Operatin | Manager (for employee voic( faculty working groups per year, with
35 few BAME PSS and ve continuous improvement projects or new Keele initiatives. (see alg g Officer | group) BAME representatia least equal to
few senior BAME PSS| career progression). Guidance to be pexyio working group leaders thatofthe relevant staff bodcross all
there are limited to support them in ensuriatf group members work is recogniaad gradegnot only that of senior staff).
opportunities for BAME thatjunior staff are encouraged to speak up and to be listened to
PSS voices to be hear Success:Evaluation forms indicate
in PSS decisiemaking | One opportunity, recently arisen, is for staff to join a Colleague Vg good engagement across participant
processes. Group.Action will be taken to enable BAME colleagues to attend. with no qualitative comments, which
would indicate minoritised groups ar
Evaluaion: develop and implement an MS form for Working Group not heard.
membership, including chaifdB We do not wish to identify people |
ethnicity for this feedback as it would identify them but will conside
degree of inclusivity based on qualitative feedback of all.
Our team have Continue to adapt and develop our suite of online training moduley Jan | Dec | Associat | Organisational Developmen{ Output: All relevant training package:
FAP | already embedded ensuring Keele specificity is maintained (e.g. pointpgjitiesetc.) 25 28 | e Manager & training authors | have been reviewed and updated
36 some good practice in | and following best practice on "what works". Director ensuring wider perspectives are
race equality. For EDI included.

example, in scrutinising
imagery and screening
for stereotypes.
However, we are awars
that content has largely
been developed mon-
BAME British staff and
may lack broader
cultural insights. For
example, our
Assertiveness training
may not take account ¢
what it means to
communicate
assertively in different

cultures.

Identify priority modules for review (Jan 2025).

Seek the support of the wider Keele commtimitygh a focus group t
offer cadevelopment opportunities for all relevant Organisational
development training online packages, such that wider perspectivi
included.(See also Action above).

Update moduleg2(modules per 6 months until complete)

Training feedback forms have embedded questions relating to ED
ongoingcontinuous review process formalises EDI considerations.

Should issuearisein course feedbacka responswill beprovided
within 7 working days. Where module revisions are required to adj
minor point, they will be mageomptly(with two monthsfpor an online

module or before the nextperson eventwherever possible

Success:Race equality consideratior
is included ir100% ofraining package
reviews. EDI feedback from staff
indicates no issues relating to race
equality or, where theseose swift
action was taken.
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Description of Issue

Actions

Owned
By

Project Team

Success Markers

FMHS EDIG raised Reviewoccupational health and relatsdpport given to our staff with| Jurr | Jun | Head of | Wider occupational health | Outputs:(i) Inthouse teanservice
FAP | concerns based on live aim of ensuring it is 24 25 | Occupati | team with advice from promotion campaig(iii) in-house
37 experience (e.g. visits { (i) visible to all staff including those who are not diised. onal Associate Director EDI. team trainingnd (ii) (iv) &V)a tried
doctors) and (i) inclusive of people from a range of ethnic, cultural and languag Health HR Manager (Poli& Projects) and tested EAP service.
professional knowledg¢ backgrounds.
that some BAME staff | (jii) that culturabwarenessraining is provided for-frouse (V) routine stress related absenge
might have greater occupational healtitaff. support usage review
difficulty in approaching (iv) Following a review of wellbeing support provided to staff an .
wellbeing support employee assistance programme is to be introduced by Health As Succgssservpes are used by BAME
especially regarding | to employees. This offer provides an @ddirange of services, staff in propqrtllon expected from sta
mental health anthat | resources, and diversity information amongst others. The service | body or, if this is not the case, reaso
support provision may | large and diverse set of counsellors and expertise in the links bety are understood, and further action
be culturally inclusion and wellbeing. taken.
inappropriate. This wag (v) Measure usage of EAP service with quarterly and annual repol
also pointed to in a access to services provided by Health Assured and reported to RE
d1J¢c 2131 tbeig 2 | should there be disproportionate usage by any group.
told my 'cultural food" | (vi) To review stress related sicknessttuyicityalongsideuse of support
was good for my services by ethnicity. To use datafiarm any required communicatior
particular illness, was | and promotion plans.
demeaning and
problemati¢OH
There is an absence of To use response from the Faiths and Beliefs survey and work with Now | Aug | Director | Chaplaincy Outputs:(i) report on requirements, (
FAP | space in Directorate | University Chaplain's to review mu#ie room (including for prayer) i 24| 28| of Estate space provision in building IC1 (iii)
38 areas for prayer. PSS areas (bookable room) and wider advertising of spaces in ac & provision of space in all areas by
[Academic Schools, areas as being available to PSS. Campus August 2028.
largely through Athena Services
Swan involvement, hay Success:Faith and belief staff survey
been proactive in indicates thab5% of BAME
enabling space for staf respondents indicated thé) provision
and students to carry is appropriate and (ii) staff feel enab
out personal activities to be themselves.
(e.g. prayer or
breastfeeding/expressi
9]
BAME and neBAME REC action plan achievement/ progress record to be available on| Dec | Jul | RECSAT| All action leads to provide | Output:Intranet pagesofmed
FAP | staff were only just intranet so it is visible to staff. Action owners to provide updates tq¢ 24 29 | Chairs period updates
39 above the neutral plan and to be update at least once per year. Success:The published plan to be

scores for knowledge ¢
uldJIJa KUk takty ¢
workto Qu 7 TABLE

14), LLikert scores, 3.2
and 3.1, respectively]

Additionally, sme

(largelyBlack, Mixed

updatedandreceives at least 200
views (10% of our staff).

An increasén Likert scores is seen
across BAME and n8BAME survey
respondentdy at least 10% Qu 7
(TABLE 14).
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Updated Race Equality Charter
Silver Application Form

Description of Issue | Actions Start End Owned Project Team Success Markers

Date Date By

and Othey survey
respondents had lower
satisfaction than the
White grougbout
action taken on survey;
and being listened to bj
senior leaders.
[Institutional Pulse
Survey 2024]

Priority Area 5. PSS Staff Recruitment (see also priority 4 for actions to improve SoB with aim of reducing turnover)

Overall success criteria: Meet 2@2hsus local regiotiata (7.3% BAME) representatiod/i@/2027, review and revise targets thereaftéh focus on extending M&S representatark towards national
representation

PSS BAME Highlight key posts (e.g. those visible to otinefading students for Sep| Jut|HR Output: Recruitment and Advertising
FAP | representation is below additional targeted advertising / promotog. Student Support Staff 25 29 | Manager strategy andnocedure that highlights
40 | that of the local area | HR staffFor example, through university BAME networks (includin (Resourci actions to be taken to marlgtority

(census data), from those in more diverse areas) ng& staff and studentacing PS#les to a

which most PSS are Talent diverse pool of staff.

recruited. Anecdotally | Continue now established recruitment practice, which is correlate( Manage

low representation accelerated BAME representation at application and in recruitmen ment) Successincrease UK BANRISS

impacts SoB and, 2019/20 onwards (when we introduced positive action statements applicants tqorioritystaff and student

potentially, turnover. | which have had goahecdotal feedbagk facing PS®lesto match national

So, may be self representation (18%BAME) where

sustaining. recruited nationallyby 2027/2028

Currently we dy have a
small numbe(<5)
BAME grade 9 and 10
PSS

FIGURE 60 indicates
thatExcept for 2021/22
the UK BAME applican
pool has been below
10% andhe 4year
average was 9.7%.
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Description of Issue

Actions

Owned
By

Project Team

Success Markers

In mostyears applicanty Attend recruitment events in Stoke (which has higher ethnic Sep | Aug | HR Wider HR team. Outputs (i)Annual recruitment event
FAP | to administrative roles | representation than the immediate areas closest to Keele) and mi{ 25 28 | Manager attendance in Stoke and (ii) updated
41 have the lowest a good location to attract administrative staff to increase awareneg (Resourci recruitment materials
representation (of the | Keele as a nearby employer (a-hds away from thewn centre). ng&
admin, tech and M&S Talent SuccessVerbal reports from
job families) See Review and update materials on working at Keele to promote our Manage recruitment staff indicate that a rang
TABLE 51. diversity and inclusivity work. ment) of people from different visible ethnig
minorities attend events. Increased
action correlates with an increase in
the percentage of UK BAME applica
to PSS rolelsy20% (averaged over 4
years).
There is a drop in BAM Ensure that the recruitment process is fair for all applicants, identif May | Aug | HR Management Information Output:Review of data collected at tt
FAP | representation from any potential barriers or challenges for particular groups at the 24| 28| Manager | Advisor, HR Manager (HR | end of the pilot presented to RECSA
42 application to shortlist | application through to shortlisting stage. For example, whether ph (Resourci | Operations) Review informs any required change
for Administrative and | like "Alevels or equivalent" are suféictly clear to applicants. ng& to process and findings are acted on
Mé&S posts. 18019/20- Talent
2022/23 22t029% of | To include a study of whether internal applicants are more commd Manage Success:Any differential in shortlist
BAME applicants were| shortlisted (see selissessment actions), which might reduce our ment) rates isunderstoocand can be
shortlisted compared | chances of increasing ethnic diversity (but needs to be balanced & managedi.e. a factor in decision
with 38t0 49% of non | developing our owstaff- see career progression section). about internal or external recruitmen
BAME applicants, with and that actions result areduction in
the difference ranging | Continue anonymisation pilot for PSS roles, with a focus on these the differential in shortlisting rates by
from 12to 24%pts (the | groups. 20% averaged over 4 years to meas
mean over this period in late 2028 (recruitment data up to
was 20%pts). 2027/28).
HR staff have reported| Review our application forms, to see if they can be worded differe| Aug | Aug | HR Output: Review, whichinforms
FAP | thatinternal PSS job | elicit clearer responses (e.g. moving to more direct questions rathy 24 28 | Manager changes to application style.
43 applicants more often | than asking applicants to address the job specification criteria). (Resourci
submit applications tha| ng& SuccessReducd differential in
clearly address the pog Talent shortlisting rates by02 averaged ove
criteria than external Manage 4 years to measure in late 2028
applicants and, hence, ment) (recruitment data um 2027/28).

are more likely to
shortlisted. It may be
that others have less
experience of Keele's
style d job application
form.
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Description of Issue

Actions

Owned
By

Project Team

Updated Race Equality Charter
Silver Application Form

Success Markers

OurM&Sroles have low| Utilise our agile working ethos to broaden the likely rangehosier Aug | Mar | HR Output:Reviewto inform further
FAP | BAME representation, | M&S(and administrative) postolders would apply for our roles. 25 26 | Manager advertising and requirement strategy
44 particularly considering (Resourci
some of these roles Review our vacancy adverts and modes of advertising to widen af ng& Success review leads to changes in
might have national reach. To review and increase the visibility of role models' from dif Talent advertising that widen applicant poo
reach (or further). backgrounds. Manage
ment) BAME representation in applicants
consistently stayat or around nationg
representation (or above that if
recruiting internationally).
Low representation of | Recruitment for senior roles to use executive search agencies (E§ Apr | Aug | HR Directors Output provision of standard text on
FAP | BAME staff in senior | and require ESAs provide diverse applicanliktsg 24 24 | Manager our diversity requirements and
45 roles. (Resourci ambitions to all ESAs.
See alsd-ARB7which addresses issues of data collection to ensurg ng&
Particularly PSS G9 an improved data monitoring. Talent Success:UK BAME representation in
G10 (fewer than 5 staff Manage the UK applicant pools should
ment consistently stay at or around nation
representation.
Keele has high BAME | To attract our own BAME students we will: Feb | Aug | Chief HR ManagdéResourcing& Output: To identify barriers and
FAP | representation in the 27 29 | People | Talent Managemenwith enablers to employment
46 student body but few o] discuss barriers and enablers to employna¢iteelevith the BAME Officer | Associate Director EDI,

our students choose
Keele as an employer.
We recognise anecdot;
reports that students d
not want to stay in the
area and that summer
placements may not
suit students wishing tq
return homen summer
holidays.

Note this action may
have some overlap witl
priority 2 (Black studen

progression).

student network (i.e. a s@l§sessment action).

use paid student placements in PSS graduate areas (GSRA, HR,
legal and governance), chosen specifically to attract students from
schools with high BAME representation (e.g. KBS, Laat)iames of
year / mode of employment best suited to BAME students.

FEDILS and HoSs

Initial success:3 student placements
per year available for our students w
BAME representation at least match
that of our students.
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Description of Issue

Actions

Owned

Project Team

Success Markers

FAP
47

Since developing the
PSSEDIG there have
been more
opportunities for PSS
involvement in EDI wor
but fuller involvement
may offer greater
opportunities and
insights.

Continue to use PSS conferenceslidH# 6 UR H R ¢ U kevertst
for networkimg @portunities sessions on career progression; talks
related to equalities; diverse speakers and staff who have progres
careers at Keele.

An anonymous comments bail beprovided specifically for those
who prefer to write a quick note on race equality actions, as well a
normal OD feedback online forms.

Jut
24

Oct
24

By
Organisa
tional
Develop
ment
Manager

Professional Services
Conference Team

Output:Deliveryofannual PSS
conference.

Success80% oPSSonference

feedback igpositiveon what they
learnt specific feedback informs
further race equality actions.

Priority Area 6Academic Staff Representation in FMHS

bl YaqllaHs R0t qHnY#Hat HYUH[ ~c EH¢t HEHGI RYI Rq! HI 2 IJHq Y HihdoriesFNSSciVobl$ whéré ther s tbw BAME cepreSéntatm).e T IJHY U]

Overall success criteria: Matsictor representation (18% BAME for our FMHS subjbgtsext submission

There was below sectg Review reasons from falff in BAME representation in recruitment fi  Jut | Ong | HR With FMHS EDI Lead, Netw( Output Marketing strategy for FMHS
FAP | BAME representation il application to shortlist and successful 24 | oing | Manager | Leads and, Director of academic rolesexcept foResearch
48 | academic roles within (Resourci| Strategic Communications | only roles which have higher BAME
FMHS throughout the | Extend promotional activities to focus on FMHS e.g. using FMHS ng& and Marketing. representation).
last period and less networks for advertising, including to reseanaly staff and with Talent
change than in other | appropriate use of social media. Manage Success:UK applicant pool to match
faculties (although ment) UK BAME representation in all yearg
within the current Analyse whether using FMHS staff own networks are effective in (for UK applicants), with plausible lin
academic year there | attracting a greater proportion of BAME applicants by analysing th from referral data that using FMHS
does appear to have | proportion of staff who are attracted through LinkedIn. networks (e.g. via Linke}lim effective.
been some change).
Continue now established recruitment practeg,positive action

In some recent years | statements training and unconscious bias briefing stemtssKeele
(2020/21 and 2022/23)| vacancies
the percentage of UK
applicans who were
BAME dropped to
around 12% i.e. notably
below national BAME
representation.
BAMEstaff Raise awareness of FMHS academic roles with our PGR studenty May | Ong | FMHS KDAManager Output Careers event held.

FAP | representation in FMH{ (including FNS PGRs in relevant subjects, such as Statistics, Bion 26| oing | EDI Lead

49 notably contrasts with | Sciences or Psychology) until Initial success:BAME representation
students. Aug broadly representative of student bo

29

Success in terms of future
representation changes are unlikely
be measurable but, nevertheless, we
consider the action to be worthwhile
the longer term.

90



Description of Issue

Actions

Owned
By

Project Team

Updated Race Equality Charter
Silver Application Form

Success Markers

As above Raise awareness of FMHS academic roles with final year UG stug May | Ong | FMHS UG and PGT Programme lei Output:Careers event held.
FAP and PG§tudents 26 | oing | EDI Lead
50 until Initial success:BAME representation
Aug broadly representative of student bo
29
Success in terms of future
representation changes are unlikely
be measurable but, nevertheless we
consider the action to be worthwhile
the longer term.
BAME representation | Review clinical casual contracts, where BAME representation is h{ May | Oct | HR HR ManagéEmployee Output:Review of clinical casual
FAP | within Keele staff on | to see if partime substantive posts might be appropriate. 27 27 | Manager | Relation$and HSof contractsuse
51 NHS pay scales (Operatio| Medicine.
(medics) fell from 20% ns) Success:BAME representation on
to 16% (Dec 2017 to O clinical contracts (NHS pay scales)
2023). recovers to 2016 values (20%) or
above unless clear rationale (e.g.
about use of this type a@dntract)
provided.
Keele FMHS academid Develop links with University Hospitals North Staffordshire (UHNM Mar | Aug | FMHS FMHS Placement Lead and | Output: (i) meeting between FMHS
FAP | representation is below International and BAME networks, with the aim of seeing where 26 29 | EDILead | Faculty School EDILS staff and UHNMBAME / International
52 that of the local UHNM| collaborative working might be useful e.g. sharing information on j networks, (iijnformalagreement to
workforce (23.5% BAM research opportunities. share relevant information between
and higher in clinical networks
roles). Likewise, below
BAME representation il Success:Job vacancies shared with
the NHS nationally networksPlausible link, from
(25.7% of NHS staff wk anecdotal reports of a good
have given an ethnicity relationship between groups, that thi
identify as BAME, June feeds into overall priority success
2022). measure.
Keele School of Continue linkage with Midlands Racial Equality in Medicine Netwg Mar | Aug | FMHS School of Medicine EDIL Output: (i) continued annual
FAP | Medicine (SoM) BAME]| raise profile of Keele in this area and attract new staff. 26 29 | EDI Lead engagement in Midlands Racial
53 academic Equality in Medicine Network events

representation is lower
than sector. One way ti
address this might be
continued strong
networking with other
more diverse
universities in our
region. SoM is
developing strong links
with others in the

agreement to share relevant
information e.g. on relevant staff
vacancies between networks.

SuccessRelevant Job vacancies
shared with network®lausible link,
from anecdotal reports of a good
relationship between groups, that thi
feeds into overall priority success
measure.
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Description of Issue

Midlands area and, in
particular, with regard t
race equality in
medicine, having held
the regional Race
Equality in Medicine

workshop in May 2024

Actions

Start End Owned
Date Date

By

Project Team

Success Markers

Priority Area 7. Staff Progression (all staff groups)
Overall rationale: BAME representation is lower at higtuers
Overall success criteriBAME Gradeslated representation targets:

1 PSS M&S target of 5%

1 PSS Equal Pay Report shows no disadvantage in BAME staff progression

1 G9 & Reader target of 15%

1 G10 target of 15%

are set to be reached by 1/12/2027 #esh reviewedith further targets set in line with UK sector benchmarks

FAP
54

BAME academic staff
are disproportionately
represented on FTCs
especially international
BAME staffThis may ng
be altogether negative
(if itindicates increasec
participation in
academic careers).
However, BAME
academic staff on FTC|
also appear to have
higher turnover than
nonBAME peers (on
FTCs). This may
potentially relate to
nationality, as BAME
staff are more often
international when
compared to norBAME
staff. So, may be more
likely to require more
secure employment /
their next contract for

visarelated reasons.

Highlight discrepancy in FTC leavers in areas with higher usage (¢
and some areas of FNS) to raise awareness with managers.

Review and adapt our Fixedm Contract procedure to provide a
stronger steer regarding usage (i.e. avoidance of repeat usage).

Analyge FTC leaver destinations by ethnicity.

Apr
24

Jan
25

HR
Manager
(Employe
e
Relations

)

HR Manag€Resourcing &
Talent ManagemenFMHS
EDIL

Output:Report on use of FTC's by
ethnicity anl launch of revised
guidance

Success:more equal representation
between FTC and indefinite contract
or we understand that discrepancy is
expected from increasing BAME
representation into acadenaadthat
BAME FTC staff receive useful carel
supportat Keele and go into
employment elsewhere.
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Description of Issue

Actions

Project Team

Updated Race Equality Charter
Silver Application Form

Success Markers

Surveysindthat BAME | SPRE training modified to address feedback provided: Nowv | Jan | Chief Organisational Development Output: Training and guidance
FAP | staffconsider a lack of | (i) remind line managers of cultural competence training; 26 27 | People | Manager updated.
55 | fairness in promotion | (ii) remind reviewers aneviewees of potential to change reviewer Officer
(e.g. AS 2023 survey | when EDI concerns are raised, SuccessA decrease in difference
m? IHERE RY Ut | (i) consider various ways in which staffbe supported with career between BAME and nRBAME
promotion/progression | development e.g. reviewing a draft promotion application for acad; responsess foundto the Athena Swar
are made faireBAME | staff or looking at job criteria for the next job level forde8SAP 63. survey questionn career promotion /
Likert 30; nonBAME [Note 74% afespondents tthe BAME network survey were in favoy progression fairneg2027), targeting g
3.6)and whilst there is | linking SPRE to the academic promotion fommsstrespondents were 15%improvement.
noindication of academic$.
difference in SPRE
experiencédased orAS | Anonymised academic promotion daahared annually in our EDI
survey and 2019 reports. We will ensure this gets greater coverage thréugh9.
institutional surveythis
is oneannual focus
pointwhere line
managers couldnable
career opportunities
As above but with SPRE review to be offered by HoS (as opposed to regular line ma Jan | Ong | Deans FEDILs to send reminders | Output:SPRE meeting offered in line
FAP | specificreference to for BAME academics approaching promotion, in series with regulg 27 | oing with criteria.
56 academic promotion | manager where necessary (e.g. in confirming objectives were met
and in the knowledge | setting objectives). In cases where potent@aination applicant or Hoj Success 80% of ppmotionapplicants
that we still have low | feels that this is not achievable / relevant then an alternative to be report that meetings followed
representation of staff i| provided e.g. a Head of a different Keele School. procedure.
promoted roles (senior
levels and above) and Success ratesas a proportion of the
with promotion rates to available poalemainas at present (i.€
Reader and Professor matching thosef nonBAME&and
remaining low. improve at professorial leweldouble
the number oProfessorial / Reader
applicants from 4o 8 in &-year
period.
As above. Ensure meeting 12 months before promotion application deadline| Janr | Ong | Deans FEDILs to send reminders tq Output:SPRE discussion considering
FAP additional targeted interventions from HoSs, as agreed at SPRE. 27 | oing HoSs. promotion to be held 12 months befq
57 application deadline.

Success:80% of pomotion applicants
report that meetings followed
procedure.
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Description of Issue

Actions

Owned

Project Team

Success Markers

By

To date we have had f¢ A review of data has been completed and a pilot of a more targete Sum | Revi | VC (Chair Deputy Director HR Output:Implementation of promotion
FAP | BAME staff promotions promotion support scheme has been developed. Staff meeting eli¢ mer | ew | of ready assessment.
58 | toprofessor or reader. | criteria, are asked if they wish to participate in a '‘Promotions Read 2024 | Sum | Promotio
Assessment’. Thisvolves a senior member of the Academic mer | ns Success:80% msitive feedback
Promotions committee reviewing information on their academic pr 2025 | Review received from those involved in the
and aspirations in order to give tailored advice and support on for | Group) pilot.
promotion prospects. Feedback will be gathered from parties invol cons
the pilotto consider if successful. idera The number of BAME staff coming
tion forward for Professorial / Reader
Where appropriati¢the WHEN 10Blackfemaleprofessors programme of promotions doubles (from 4 to 8 ove
to be raisedHAP 72). ongo 5-year period)
ing
actio
ns
Black staff are notably | To support an increase in the number of applications and success Sum | Revi | VC (Chait Deputy Director HR Output:Implementation gbromotions
FAP | underrepresented in | of Black staff applying fmromotion gilot of a targeted promotion mer | ew | of ready assessment.
59 academia anthere has| support scheme has been developed. Black staff members, meeti| 2024 | Sum | Promotio
been low staff number | eligibility criteriawill beasked if they wish to participate in a mer | ns Success:At leasthree people
of Black staff coming | 'Promotions Ready Assessmamiblvinga senior member of the 2025 | Review identifiedand enrolled othe pilot
forwardwith promotion | Academic Promotions committee reviewing information on their for | Group) scheme Bvaluation finds it has been
applications. academic profile and aspiratioasd providinggilored advice and cons useful and it is therolled out for
support on promotion prospects. idera others in future years.
tion
Feedback will be gathered from parties involved in the pilot to con of
successful and if so, rolling dutther cohorts and extending to the ongo
wider BAME group and other protected characteristics. ing
actio
ns
Not all BAME staff Set up promotion mentoring on new platform and review success| Jun | Aug | Associat | Organisational Development Output: Development gfromotion
FAP | reported awareness of| promotion applicants after first full year of operation. 25 29| e Manager mentoring on new platform
60 ouracademic Director
promotionmentoring | Advertise system widely and, in particular, through BAME and EDI Success:BAME staff representation
offer. New mentoring | International networks. amongst those taking up the mentor
platform (from external scheme equals representation in the
software provider) has likely promotion pool
been procured and is
less open to bias for
example, less subject t
"those who ask
loudest".
Lowrepresentation of | Run University targed promotions workshopiannuallyfor academics | May | Aug | Deputy | Organisational Developmen{ Output:Delivery of targeted
FAP | BAME staff at higher | and researchers from ethnic minority backgrounds with representy 27 29 | Director | Manager promotions workshops.
61 grades. from faculties to ensure facupecific advice and address concerns HR

SuccessAt least 10 BAME staff atte
biannualorkshops.
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Description of Issue

Actions

Owned
By

Project Team

Updated Race Equality Charter
Silver Application Form

Success Markers

The BAME staff netwol Review personal circumstangeestion on promotions formns Now | Jul | Deputy | Staff Networkeads Output:Review of personal
FAP | raised the issue that | determine whethahe examplegprovidedareinclusive of 26| 27| Director circumstance processes.
62 personal circumstance{ circumstances that BAME colleagleesl their familigsnay have HR
of BAME/international | encounterede.g.for international colleaguesetheseinclusive of Success:Wording of personal
staff may differ from | conflict or natural disaster @untries of origin circumstances forrs agreed as
those ohonBAME UK inclusiwe by staffnetworks and
staff. RECSAT.
BAME PSS have low | Job Evaluation: Improve definitions of PSS job roles and create clf Sep | Mar | HR Output:Clear andransparent
FAP | representation at highe criteria for transferrable skills as well as the specific knowledge re{ 25 26 | Manager information provided.
63 | grades. for a role. (Resourci
ng& Success:New information is circulate
Talent by twouniversitywide routes plus via
Evaluation: an additional questiomdgled to our Athena Swan surve Manage specific routes to BAME staff. via
on PS8areers to test knowledge of action. ment) internal emaidndpointed to in SPRE
trainingandcirculated viaBAME staff
network
We obtain baselingata of staff
knowledge gbb evaluation.
Some BAME PSS leav| To consideworkforce planning approach and develop a new proce| Sep | Aug | HR Output:Process developed.
FAP | form comments have | identifying experienced and skill&sBReolleagues to be supported fo| 25 26 | Manager
64 raised concern about | future opportunities. The process will be transparent and linked to (Employe Success:Talent pool in operation tha
promotion potential at | SPRES. e includes BAME representatjiahleast
Keele. Relations as expected frompool of staffwith
) BAME stafxperiencing career
enhancing opportunities and/or bein
promoted as a result
As above. Develop targeted PSS career schemes including work shadowing| Sep | Aug | Associat | Organisational Development Output: Targeted schemes are in
FAP pools, personal development opportunities and secondment 25 26| e Manager, PSS BAME netwqg place.
65 opportunities for staff wishing to progress to grade 5 and higher. Director | representative, HR Manager
EDI (Employee Relatiohand HR | Success:Schemdncludes BAME

Evaluatiorguestions sent to those involved and hiramagers.

Manage(Resourcing& Talent
Management

representationat least as expected
from pool of staff, with BAME staff
experiencing career enhancing
opportunitiesEvaluation form
confirms schemes are useftalall (or

we revisit action).
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Description of Issue

Actions

Owned

Project Team

Success Markers

By

BAME staff Where possible, market Keele apprenticeships and any other Next | Ong | Director | Organisational Development Output:Promotion of appropriate
FAP | representation is highe| appropriatdearningopportunities to BAME applicants, including oul coho | oing | Estate Apprenticeships team, SCB | learning and development
66 | in Operational roles own Operational staff. rt of and opportunities to BAME applicants.
than other PSS rolaad oppo Campus
feware inhigher paid rtuni Services Success:
positions (e.g ties Applications for formal learning
supervisory positions) opportunities for BAME staff is in ling
Turnover ratesare high with staff representation for each sta
see also Priority 4 group and number of successful and
actions. unsuccessful applications is
proportionate.
As above. Develop digital / IT skills offer for operational staff group, especiall Jan | Ju} | Director | Chief Information Officer & | Output:Coursedlelivered
FAP those with higher BAME representation (i.e. domestic staff), to be| 28 29 | Estate & | Organisational Development
67 delivered at times suitable for uptake by this staff group Campus | Manager Success:Course participatiohas
Services BAME representation broadly reflect
of pool.
Shift workers expresse| Advice to all staff on accessing Organisational Development trainif Nov | Apr | Organisa| Estate & Campus Services g Output:Clear and transparent
FAP | concerns regarding beplaced on the OD webpages, to includeobinours training 24| 25| tional Director of Student Success| information provided to include
68 access to training provision Develop | management teams. provision for shift workers.
(Athena Swan survey ment
2023) Ensure dialogue concerning training needs of shift antirparstaff. Manager Success:No discrepancy in access t(
OD training provision by shift pattern
part time working status.
There is lower Continue to offer BAMipecific leadership and development course{ Oct- | Ong | Chief Deans/ Directors and direct | Output: There is institutional support
FAP | representation of BAMI includingAdvanceHE's Diversifying Leadership programme but 25| oing | People | reports. Organisational and @portunities are made available
69 | staff in higher grades | additionally dcumentguidance aroundxpectationand commitmentg Officer | Development Manager, PSS through OD webpagesd associated

and so we wish to
continue to offer
development
programmes targeted &
BAME staffWeare
mindful that not all
participants have founc
such programmes
helpful

X
Yaxd that

participants sometimes
report unhelpful
pressure from line
managers when on suc
programmes (anecdote
personal report).

of bothline manageand potential attendee.

Evaluatiormr any member of staff takingi@w programme will be aske
for theifeedback and recommendations.

BAME network representatiy

guidance documentation.

Success:

BAME staff areadeaware oBAME
specificleadershigraining
opportunitiedor those in Grade 8 +
rolesthrough the BAME staff network
and general communications.

Feedback from any staff member
attending the programme is positive
we revisit our guidance.

NB: V¢ do not set targeter these
programmesgivenconcerns raised
andrisk to overburdening BAME staf]
but do wish to offer choice in
leadership programmes.
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Description of Issue

Actions

Owned
By

Project Team

Updated Race Equality Charter
Silver Application Form

Success Markers

At intersection with 7 ~EHsYOGWUkt HAC!I I HUOWqs YI t Hel| Ape | Ong | FHUMSS| Associate Director EDI Output:7 ~EHs YOG UKkt H
FAP | gender and / or specifi( 25 |oing | EDI Lead opportunity is available
70 ethnic group, we
recognise there may b Success:Htherself-reported as usefu
different challenges an| by poll of members or action
note majorityositive discontinued with alternative provisig
feedback of women wh viamentors/ buddies.
have taken Aurora.
Whilst we have DevelopAurora marketing towards BAME women. Apr | Ong | Organisa| BAME/International Network Output: Emails via network leads.
FAP | measured participation 25| oing | tional Leads
71 on Aurora by ethnicity | To also consider further development and promotion of Springboa Develop Success:BAME women continue to
that broadly matches | towards BAM&omen(we have not yet analysed Springboard ment have representation at least matchin
our staff bodyT@BLE participation data) Manager representation in relevant staff pool
70); we recognise that (G8 & 9) and, as with others, contrib
further promotion may to Aurora mentoring for the next
be beneficial as total generation of Aurorans.
numbers of BAME
Aurorans are still small
and in some years no
BAME staff participate.
There is low Identify suitable offer such asVHEN 100 Black women professors | Apk | Ong | Associat | BAME/International Network Output:Black womeiprofessors
FAP | representatiorof Black | now, and market tol&kwomen As withFAP 69, we will develop 25| oing | e Leads programme is marketed to relevant
72 women professorat guidance for any participant and their line manager to enable supj Director staff, and,as part oFAP 58, where
Keele and natiewide. EDI & appropriate.
Organisa
tional Success:
Develop Feedback from any staff member
ment attending the programme is positive
Manager we revisit our guidance.
NB: V¢ do not set targefer ths
programmaegivensmallnumbers,
concerngaised, andisk to
overburdening stafbut do wish to
offer choice in leadership programm
BAME staff survey A leadership behaviour framework is in development alortgevith | Sum | Full | Chief Organisational Development Output:Leadership development
FAP | indicated greater careg leadership academy to bring together resources to support leader{ mer | impl | People | Manager supporting inclusive practice is
73 support was required | is an important element of how the University supports commitme| 2024 | eme | Officer KITE available.
from their line managel EDI by offering development that supports inclusive practice. ntati
We wish to offer on Success:80% of participarfeedback
leadership developmer Sept IS positiveor we revisit materials.
skills to colleagues, emb
ensuring they are er
equipped to support 2024

inclusive practice.
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Description of Issue

Actions

Project Team

Success Markers

FAP
74

School EDI Leads
generally reported lows
impact of REC work on
research (relative to
impact on Education)
(EDI Lead survey) and
was found that there ai
currently no Faculty
Deans foResearclor
School Research
Directorghatself-
identified as BAME (i.e
all are either White or
have not shared
information).

() Communicate expectations of inclusivity with emphasis on ethi
andgendetthroughout research leadership structure within instituti

(i) Review research committee structure to increase representatic
BAMEolleagues being mindful not to ovburden people whisave
been minoritisednd to provide a positive experience. This may be
achieved through a formal shadowing opportunity.

(iif) Develop School Research Directors support programme to cre
network across the institution and to include supporting those aspi
to become research leaders for the first time.

(iv) Include inclusivity section in MyResearchSkills platform (induc
and researcher skills tool) to encourage and empower colleagues
adopt inclusive practices as well as encouraging tnegeesented
individuals to aspire for research leadershiptioos in the future and
how to find support.

(i)
Sep
25
(ii)
com
men
cing
Sep
24
(iii)
Sep
27
(iv)
Jan
26

(ii)
Sep
29
(to
reac

Succ
€Sss

mea
sure

Director
of
Research
Strategy
Delivery

PVCResearcl& Innovation
FacultyDeansof Research,
Heads of School§chool
Research DirectorBAME an(
International Network Leads
(where academic, if not, ther
academic nominees)

Output:

() Building on the creation of our ney
formed Research Culture Committee
andGlobal Research: Development
and Decolonisation Group as sub
committees of UR&programme of
change including action plans aroun
increasing inclusivity within the
institutional research cultuiis

created

(i) Terms of Reference updated to
address representation WRC.

(iif) School Research Directors supp
programme in place, regular SRDs
meetings as a community with clear
action plan around increasing BAME
representation throughout the resea
leadership structure.

(iv) Race equity section released on
MyResearchSkills platform.

SuccessA research leadership
structure that isepresentative of the
wider institutional collective of
colleagues.

Membershipf URC and sufjroups
matches that of relevant pool of staff
and members report having a voice
feedback to a senior member of the
BAME network or Associate Directol
EDI).
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Ref.

Description of Issue

Actions

Underpinning and Seklissessment activities

Start End Owned

Date

Date

By

Project Team

Updated Race Equality Charter
Silver Application Form

Success Markers

FAP
75

The BAME staff netwol
maintain the BAME
terminology following
informal member
consultation, during
2023/24, but we are
aware that not all our
community find this
terminology acceptable
For example, FMHS ar
| JGY2RUDHmW®
following advice from
their Race Equality
Ambassador and our A
officer has received foy
reports in approximatel
the last 6 months
relating to use of

w7 ~EwHO

f URqQRcOHs YI t Ht 6 Yedl HI J2RIJs Hs 1J
F WOHs 6101 DHRaqHHAEUHI 3¢t YUGHO! HA
Eq6 URHARKIO

Consult all staff with relevant lived experience about what termino
they would like to see and in what context (reports, websites, netw
name etc.).

Jan
2025

Oct
2025

Jul
2025

Dec
2025

EDI
officer

Associat
e
Director
EDI

BAME and International Staf
networks, Race Equality
Ambassador for Public
Involvement in Research, O
Officer.

Outputs:changes made to webpages
report on consultation heard by
RECSAT.

Success:Fewerreports received by
EDITeamin relation to language useq
aiming for less than 2 reports per ye

FAP
76

There are currently few
junior academic and
PSS voices heard on
RECSAT (onlyekturer
- all othersare senior
lecturer or highaand 1
PSS below grade 7).

We have had little
representation from
researchonly staffin
particular those on FT(
to understand whether
our offer idelpful to
them.

Full membership review, seeking network input on how best to en:
junior staf{PSS, ECR and otheeg)resentation is maintained.

Develop role expectations for any RECSAT members who are not
appointed specifically by role.

Institute June quick membership review annually thereafter.

May
2025

June
2025

RECSAT
Co
chairs

Associate Director EDI;
Deputy Director HR. BAME
and International Staff
networks, PSS EDIG.

Outputs:Review complete and mini
review instituted; role expectations
developed.

SuccessRECSAT has junior BAME
(below grade 7) and grade 7 acaden
membershipinclusive of FTC staff

FAP
77

Whilst there has been i
vast improvement in
BAME representation ¢
EDI committees (which
evolved from our Ather
Swan committees)
overburdening of BAMI

staff in Schoelevel

School EDIGs and PSS EDIG to ensure specific annual review of
membership with regard to ethnicity (taking a corrseose approach
rather than asking for personal data) and to routinely consult all
members on issues of being overburdened and address with bfe
Schools / COO, particularly taking into account intersection with g

Sep
25

Ong
oing

Associat
e
Director
EDI

PSSEDIG Chairs, FEDILs w
SEDILs

Output: Annuaimembership review
findings reported.

SuccessAll FacultyandPSSEDIG
committees have representation
broadly matching the staff body
(skewed to the academic

representation in Faculties). School
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Description of Issue

selfassessment may
now be a concern, give
higher representation
than university staff on
School EDIGs.

Actions

Start
Date

End
Date

Owned
By

Project Team

Success Markers

EDIGs with 10 or more staff have BA
representation (unless very low with
the School), in which case members
must have BAME allyship training.

Staff report unequal WAM to be applied equitably across EDI roles. Sep | Jut | Associat | Deans & Heads 8thools Output: Clarity ofvorkload allocation
FAP | application othe 25 26| e for EDI roles with report to EDISG
78 Workload Allocation Director
Model WAMN for staff EDI Success Measuréestaff report
network lead roles. equitable treatment, as evidenced by
WAM.
Only FHUmSS has Carry out research funding and research leave equality analysis (4 full | Deans FacultyResearch Directors | Output:Internal research funding EIA
FAP | routinely analysed assessment actions) in all facultiensuring scheme design is impl and HR (for staff data) of each faculty.
79 internal funding and supportive of equitable representation eme
research leave by ntati Success Equality analysis indicates
ethnicity. on BAME underepresentation in interna
2026 funding.
Selfassessment to Culture and Communications will become two separate standing if Sep | Ong | Director | RECSAT secretary and Output:Routine schedule of
FAP | informPriorities 3 and 4 on allRECSAT meetings, with routine annual communications plaf 24 | oing | Strategic | membership communications and events agreed
80 (Sense of Belonging ar| reviewed in summer RECSAT meeting together with any reactive Commun and are inclusive of University policy
Speaking Out) needs @ messaging or events. ications andlinks to assistance for staff and
more routine focus. & Brand students,as well as highlighting
Give wider communications of EDI achievements against KPIs, in celebrations, awareness days,
Culture Climate looking over longer time periods via (i) pwrib our annual EDI repol individuals and raceelated research.
responses were lower | in internal communications and (ii) through senior management te
fornonBAME staff but | communications, as well as continuing to ensure reports of our ac| Reactive messaging to World eventg
also low for BAME are heard at committees including Senate. remains unbiased arieelpful.
students.
See alsd-AP390n intranet reporting of REC activities. SuccessREC survey scores to Culty
Climate questions increase by 10%,
especially amongstonBAME
colleagues.
Staff consultatiorREC | Racespecific surveys (at mjbint) and to inform our next submissig Nov | Dec | Associat | BAME and International Stal Output: Severatoutes to feedback
FAP | staffsurveys have had | to have 2026 | 2026 | e network Leads remain open (raespecific and other
81 low response rates. (i) clearly identified comms route and Director surveys, with options for feedback vi
(i) to have input from BAME staff network on how they should be | & & EDI networks) With RE&pecific surveys
analysed (e.g. through an external provider or an appropriate netv as in start and end dat@mless these
member with workload time allocated for this task) and how result| Nov | Dec clash with others).
fed back to the network. 2028 | 2028

(iitimetabling that is broadly at the periods shown but will be adju
depending on others scheduled.

Success:Adoubling of responses to
the REC staff survey
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Actions

Owned
By

Project Team

Updated Race Equality Charter
Silver Application Form

Success Markers

Student consultation: | Racespecific surveys (anid-pointand to inform our next submissionf Nov | Dec | Director | Associate Director EDI, Output: Several routes to feedback
FAP | surveys, except for to have (i) clearly identified comms route and (ii) to have input fror) 2026 | 2026 | Student | KeeleSU, KPA remain open (racspecific and other
82 international student | BAME student network on how they should be run and fed back tq Services surveys, with options for feedback vi
surveys, have had low | network (iii)timetabling that is broadly at the periods shown but wil| & & and networks).With RE&pecific surveys
response rates. adjusted depending on others scheduled. Success as in start and end dates (unless the
Nov | Dec clash with others).
Continue to analyeSSby ethnicityfJuly annuallygnd other surveys | 2028 | 2028
where available, benchmarking to the national picture
Success:Adoubling of responses to
Report of BAME student network concerns to be requested for seq the REC student survey
semester RECSAT meeting annually (via sabbatical officer) in add
raising ad hoc concerns.
FAP | RECSAT does not hav| KeeleDoctoralAcademyreports to RECSAT on PGR relategdties | Nov | May | KDA Output:KDA reporteeviewed as part
83 comprehensive (i.e. emerging through surveys such as the Postgraduate Researg 2024 | 2025 | Manager ofannual seassessmenschedule
overview of EDI issues| Experience Survey and other student voice surveys) (end
andinterventions of Successinterventions planned
related to postgraduate plan scheduledexecutedand evaluated
research students ning
phas
PRES has not been e)
analyseddy ethnicity (in
part due to some years
without sufficient
uptake for data to be
returned to Keele).
Low response rate to | Establish a routine analysis en@énthly pulse surveys by ethnicity arf Nov | Ong | Associat | Organisational Development Output: (i) all institutional surveys
FAP | REC staff surveys. academic / PSS job family. 24 oing | e Manager; Deputy Director | analysed by ethnicity and reported o
84 Director | Campus Services Intranet site, (ii) focus group held wit
Also, low response ratq Focus group with Estates staff to see how we can better enable si EDI Estates staff.

from Black respondent;
in Estates (too few to
analyse; yet this should
havebeen our largest
singlegroup of Black
PSS

We have insufficient
data to be able to
identify any differences
in satisfactiorby part

time status.

completion, including to understand experiences of those largely i
parttime domestic and catering roles.

Success:Sufficient survey results to
analyse by Black ethnic group from
Estates.
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Description of Issue

Actions

Owned
By

Project Team

Success Markers

Staff andStudents in thg Seek external advice in relation to staff and student survey respor| Nov | Mar | REC Ce | Associate Director EDI Output:conversation with experts in
FAP | Mixed grouping indicat{ the Mixed groupingsing AdvanceélE connect and other networks to | 24 25 chair this area.
85 lower satisfaction in seek collaborations about survey benchmarking and understandin
institutional staff Successwe have greater confidence
surveys (at Keele and ¢ If progress is found, that can User"y inform REC aCtionS, extend | in interpreting survey results and in
reported by other groupings that show differential responses (eugderstand why putting forward future actions.
Manchester) and NSS | Black students on average show higher satisfaction in NSS).
(at Keele and in the
sector).
Leavers forms have Repeated prompts to be sent to leaving employee at times related Start | June | HR Associate Director EDI, Output:improved procedure for
FAP | captured less than 20% their length of notice (this will be different depending on role e.g. g ed 25 Manager | Deputy Director Campus remirding staff of leavers
86 of leavers and respons| couple of week for operational staff to several months for academ| (Policy &,| Services guestionnaire and possibility for exit
rate from some areas i{ and senior PSS). Projects) interviews.
very low (e.g. only 3
responses in total from| Regular prompts to remind leavers that exit interviews are availab Successan increase by 20% of staff
Estates, where we kno! valued by us, and can be held with a range of people inClUding thq responding to questionnairesl
it may be trickier to get| With EDI expertise.
staff to complete onling o ) ) ,
forms and we have Provision for help with online forms for those staff that might need
greater BAME (more likely in Estates roles).
representation).
Our exit interview offer
also has low uptake.
Hence, datalpBLEGG)
is limited.
Academic staff Provide standardisation in recording relgs in an Excel template to | Sep | Apr | EDI Faculty administration Output:oral report to RECSAT on da
FAP | leadership roles have | ease equality analysis with full names separated by first name; 25 |26 Officer collation methods.
87 been timeconsuming tg surname.

collate.

As above but for other
administrative
processes (i)
Committee
membership and (ii)

research funding.

Standardise collation of:
(i) committee membership and

(ii) research funding allocations
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(i) Chief of Staff

(i) Faculty administration

Successa solution is found for
efficiently recording and evaluating
leadership rolesacademic
opportunitiesand role shadowing.




Description of Issue

There is no central
repository of
applications to
significant and career
enhancing leadership
opportunities (except
where role is integral tg
a formal vacanog.g.
HoS. Hence, equality
analysis on this has
been limited.

Actions

(iif) Formalise list of Academic Opportunities (e.g. Faculty Deans o
Research / Education / Internationalisation / any rotatia&bt¢hool
Directors of Education / Research etc.) for which HR should hold ¢
for equality analysis to be conducted.

As abovethere is no
central repository of
shadowing or acting uf
opportunitiequnless a
formal change of role)
for staff.

Investigate whether our new mentoring platform could be used for
purpose.

Start End Owned

Date

Date

By

Project Team

(iif) Deputy Director HR

Organisational Development
Officer

Updated Race Equality Charter
Silver Application Form

Success Markers

Recruitment data Pilot a study to see if applicants coming via Executive Search Age Dec | May | HR Output:oral report to RECSAT on ES
FAP | provision from External would also complete a minimal Keele application. 24 25 | Manager use and impact on our own ability to
88 agencies (e.g. where w (Resourci monitor data.

recruit some senior or ng &

hard to fill posts using Talent Success:a solution is found to monit(

an Employment or Manage diversity data of applicants, shortlists

Executive Search ment and successful candidates to roles

Agency) has been advertised through ESAs.

limited due to

confidentiality / GDPR

considerations. This

impacts not only

reliability of ecruitment

data but also ongoing

ethnicity declaration

rates (as our

recruitment forms link

to our employee

database).

Routine Staff EDI Extend routine public sector duty reporting to consistently include| Oct | Ong | HR Management Information Outputs: Tableau report available by
FAP | reporting is time minimum of 5 years, such that top level graphs can be incorporate 24 | oing | Manager | Advisor; EDI Officer December 2024. Review impact via
89 consuming with limited| straight into Charter submissions. (Policy & engagement and usage by Dec 202}

resources to do this. Projects)

Develop a greater number of standard reports which are more
accessible to a greateumber of senior leaders but are at a level th
appropriately anonymised.

Success:REC submission authors
report decreased duplication of work
but with sufficiently flexibility to

analyse detail.
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Description of Issue

Actions

Start
Date

End
Date

Owned
By

Project Team

Success Markers

Routine Student EDI | Extend routine public sector duty reporting to consistently include | Oct | Ong | Head of | Head of Student Participatio| Output:Routine and automated
FAP | reporting is time minimum of 5 years, such that top level graphs can be incorporat¢ 24 | oing | Corporat | and Success student reports are available.
90 consuming withimited | straight into Charter submissions and are separated by Faculty fol e
resources to do this. | of FEDIG and FEG analysis and that REC arepARIRg requirement Informati Success:Feedback frorREC
are streamlined. on submission authors report decrease
Services duplication of work but with sufficien
flexibility to analyse detalil.
Staff turnover has beer Ensure monitoring of turnover remains for at least the next Jageary Ong| Jul | HR Management Information Output:Routine detailed turnover
FAP | identified as a concern| part of our statutognnual EDdeports in addition to informing REC | oing| 29 | Manager | Advisor; EDI Officer; HR reportsproduced.
91 especially for PS8t is | work and analysis is separated by contract status-(&xed/ (Policy & | Manager (Employee
not a mandatory indefinite) and national grouping. Projects) | Relations) Successreport findingenform further
requirement for REC. action (if not showing desired chang
to improvdurnover
Concerns that some of| Complete recruitment data analysis by internal / external status ar; Jan | Dec | HR Management Information Output:Recruitment data analyseg
FAP | the dropoff in BAME | is found that internal recruitment leads to reduced change in diver] 26| 27| Manager | Advisor; EDI Officer; HR internal / external candidate status fq
92 representation from consider what if any actions would be appropriate to address issu (Policy Manager (Resourcing & Talg discussion witliecruitment&talent
application to success | balancing internal career opporturstiwith increasing staff diversity. and Management) management tearfor consideration
may result fronmternal Projects and, if required, further action
candidate recruitment
for PSS. Lack of Success:recruitment methodand
knowledge about other measures lead to increase
internal recruitment wa candidate diversity in application anc
also raised in our 2019 to success.
submission PAP49)
but was not conducted
favouring a quicker
method of data analysi
to see if BAME staff we
underrepresented in
internal recruitment.
Analysis il AP49has | Review annual pay gap reports to ensure they remain most useful May | Apr | Deputy | Management Information Output: Analysis of reports,
FAP | created a baseline of | routinely include the BAME representation of PSS who progresst| 25 27 | Director | Advisor; EDI Officer considering necessary actions to
93 BAME representation il internal recruitment / job transfers or role regrades. HR ensureBAME representation as

internal PSS progressi
by one or more grades
Y211 Hqd6 ! 131}
(Gender Pay Gaygars
(4% from 2020/21,
202122 and 2022/23

GPG years).

outlined is adequately reported.

Successresulting recommendations
are taken forward amshhanced
reporting including BAME
representatiorof PSS whprogress is
developed

104



Ref.

Description of Issue

Actions

End
Date

Owned
By

Project Team

Updated Race Equality Charter
Silver Application Form

Success Markers

FMHS has a particular| Carry out a more-shepth study of recruitment into these roles (for | Oct | Mar | Associat | Management Information Output:Review is reported to

FAP | notable gap by ethnicity example international qualifications).determine 26| 27]e AdvisorDean of FMHS, HR | FMHSEB and RECSAT

94 for candidates from Director | Manager (Resourcing & Talg
application to shortlist | (i) reasons for not shortlisting and EDI Management) Succes: recommendations are taker
and from shortlist to (if) reasons for not appointing. forward and actions show a plausiblé¢
successful for E&S, TH link to reducing the gap by ethnicity
and Researchnly In addition taleterminngproportion internally recruite& AF92) candidates shortlisted and from
roles. UK noBAME shortlist to appointment [0%.
staffappear to be Orce FMHS irdepth study completed, review other recruitment areg
disproportionately for challenge (e.g. some schools in FNS are a little under sector Apr| Mar
successful. representation) 27 28
Whilst we focus on
FMHS weo not want to
risk ignoring other
priority areas.

Cross over activities from July 2023 Institutional Athena Swan action plan
Research literature is | (i) Form a library working group on diversifying & decolonising our | Apr | Apr | Universit | Head of Library Content & | Outputs:
dominated by white, collection (DDC). 23 26 y Collections and Head of (i) Statement, (iii) Consultation
male, N. American and| (ii) Provide a statement on DDC and draft a Collection Developmer Librarian | Academic Library Services. | workshops & CDF and DDC Strategy,

AS:6.2

FAP
95

European publications.

Decolonising the
Libraries workshop (Ap|
2023) was attended by
librarians; 2
subsequently presente(
at faculty workshops;
another is developing
library contacts iGlobal
South countries.

We recognise this will b
a longterm plan with
budgetary pressures.
Nevertheless, we can
acknowledge what we
know and work to
improve access to
authors from diverse
backgrounds e.g. femal
and gender minority
authors especiallydm
the Global South.

Framework (CDF), for Director approval

(iii) Consult the Student Library Advisory group & gain feedb@aak
draft strategy and CDF; encourage patrticipation in workshops to pr¢
DDC understanding & knowledge.

(iv) Promote existing & new resources through displays & Library e]
including invited speakers; describe work to Keele community with
"Lean About" webinar.

(v) Extend collections using demand driven acquisition & online reg
collections, such as the leisure reading service Libby, to diversify fi
and norfiction titles.

(vi) Allocate a library budget towards DDC.

Input fromMRECSAT and ASS

(iv) webinar, displays and speakers,
demand driven diversellections, (vi)
budget.

Success We have no baseline on wh
to gauge success and will judge this
based on completion of the outputs,
taking into account any feedback
received from the Keele community
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Description of Issue | Actions Start End Owned Project Team Success Markers

Date Date By

The libraries are also a
space for raising
awareness and have
significant footfall
especially from
students. For example,
the Health Library has ¢
display for Pride month

2023.
Sept | Jun | Head of | Colleagues in VCO and Output:Diverse role models remain

AS:6. | Learning from Building on work which has successfully highlighted diverse alumni| 23 27 | Alumni | conferencing as required. visible to students
7 CommunityCentric as alumni mentof87 BAME alumni mentors in June 2G@21] in and

Fundraising (CCF) student testimonials). We will ensure networking & fundraising ever Supporte SuccessWe continue to increase
(Extr approaches, which reflect a diverse range of alumni and supporters, working with colle r numbers of mentors for inclusivity
act) challenge Donecentric | in ViceChancellors Office and Conferencing where applicable. Engagem support by 10% and work to adjust a
FAP Fundraising. A core ide ' '
96 _ _ _ _ _ . ent gender imbalance. If any complaints

of CCE is that both Ensure philanthropic funding plays a role in addressing EDI needs received by the Alumni Office in relat

philanthropy and to lack of role models, these are

Develop Alumni Office Protocol to ensure diverse alumni are availa

fundraising can be
student role models and mentors.

inherently racially and
economically unjust
because othe power
they afford to donors
who are already
powerful and privileged
The relevance to Keele
occurs when we
consider the destinatior|
of our philanthropic
funding and how we
identify the need within
the institution

rectified promptly.
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Updated Race Equality Charter
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Appendix 1. RAG-rated previous action plan

NB numbering of the PAP has been changed since the original submission, which had
a small number of missing or duplicated numbers and a logical numbering system is
required to use the cross-referencing capabilities of Word.
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Objectivel: Increaseengagemenitviththe developmenofthe RECActionplanandfuturesubmissions

Ref.| Action Rationale Milestones SuccessCriteria, Outcome& Updates
Futureactionsto Increase Invitationto jointhe | Increasdan seniorleadershigy 2 Executivéevelmembersandprofessionabndsupport
PAP| involvemoresenior | diversityofthe | RECSAdresent, staffby2 members
:1 | manageandmore | RECSAand outliningparticularly
BAMEstaff/ gainamore underrepresented | Update:REGATmembershiperiodicallyreviewedo ensurememberships appropriate
students,and balanced group. andadjustedasrequiredeitherbyrole or by openinviteto BAME Internationaktaff
professional representation networkmembers Co-Chairrole openadvertacrossthe Universityo all PSSnd
supportstaffin fromacrossthe | UEOmembergobe | Academicstaff.
RECSAT university inviteddirectly.
Evidenceof Success:Seesectionl.5 (TABLE 1) Howeverfurtheractionwill betakento
improveuniorrepresentatiorfespeciallyP SSvhichhasnotbeensustained-AF76.
Establisitheroleof |Inorderto SATermsof 2 meetingsheldperyearto reviewprogressagainsthe actionplan.Increasdrequencyof
PAP| the SATgoing deliveragainst | referenceand meeting for Februar®022 renewa) fromFebruan2021.
2 | forwardpost this ActionPlan,| membershimgreed
submission andto maintain | byEDIS@Gnd SuccessfuR022submissiommadeto timescale.
thefocuson programmenf SAT

raceequality
andcontinue
workonthe
nextREC
submission

meetingsagreed.

Update: IncreasedRECSAMeetingdo threeperyear.RECCultureand
Communicationsubgroupretiredin Jan2022afterRECSAdonsultation Staffand
Studentsubgroupg2 meetinggeryear)requiredfor detailedself-assessmentConsider
meetingfrequencybusinessasusual(BAU.

Evidenceof Success:Meetingevisedsubmissiordate (July2024),resultingfrom
Advancee E ghlangedothe RECGawardvalidityperiodfrom3to 5years.

108




Updated Race Equality Charter
Silver Application Form

PAP

Faculty,
Directoratesand
schoollevelEDI
groupsarekeyin
supportinghe
implementatiorof
the REGactionplan.
BAME
representation
needsto bepresent
atalllevels.

BAME
representation
ispresent
withinkey
actionplan
deliveryand
communication
groups

Analysioffaculty,
Directoratesand
schoolEDIgroupsis
undertakerand
reportto the EDEG

Faculty SchoolandDirectorateEDIgroupmemberships analysedy EDIS@ndactions
in placeto addressanyareasof underrepresentationomparedo the Universityoverall
BAMEpopulation.

Update: TheDiredoratesEDIGvassetupasa PSSEDI@&nsuringnclusionof PSSn
Facultiesaswellascentralservicesareas DatahasbeenanalysedSchoolEDLsand
PSE&DICCo-chairsareresponsiblgor ensurindair representationT hisincludesnot
overburdeningBAMEstaffin Schoolswith lowrepresentation.

Evidenceof success:BAMEepresentations nowin everygroupexceptverysmallunits
withlowrepresentatiorflLanguag€entreandFoundatior eaj. Summaryata, April
2024 foundthat |k @il6) of SchoolFacultyEDLswere fromBAMEgroupsandca.
30%of schoolmembershipvasfromBAMEstaffbutthisis, in part, biasedbythelarge
MedicalSchoolEDIG
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Section3: Institution& LocalContex{(singleaction- 4)

Ref.| Action Rationale Milestones SuccessCriteria, Outcome& Updates
Increase Increaseu 1J 1J U |} Identifyindividuals | AtLeast3 linksmadewith localethnicminoritycommunitygroups.
PAP| engagement connectionswvith | whohavecommunity | Qualitativeevidencendicatesthatjob applicantshavebeenputin touchwith Keele
4 | withlocal localethnic linksthroughtheir University.
networks communities roles Increasan numberof BAMEstaffapplying/successfullgecruited(asperrecruitmentargets)
(particularlyto
supportPSBAME| Engagemenwith Update:Linkshavebeenestablishedvith ASHANorthRoadAcademylocallslamicSchool)

recruitment)

localBAMEroups

& SABLE Brookhouseamongsbthers,throughREOMuslimChaplain Keelé&SU& Language
Centrestaff. ConsideBAU.

Evidenceof success:Thereéhasbeenanincreasein BAMEpplicantsfor PSJobs& whilstwe
arenotableto evidencea causallink, we considerthatit is reasonablgo assumethat positive
contactmightlikelyaffectchangenoworin the future.
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Section4 StaffProfile

Objective2: TheUniversityaimsto increaseacademicstaff BAMEepresentationio atargetof 22.7%(UKHESectorUKaverageby 2028(reviewedgainst3
yearlytargets).Current:10.5% 2022:13.2% 2025:17.3% 2028:22.7%

Ref | Action Rationale Milestones SuccessCriteria, Outcome& Updates
Increasehe | Unknown Reducedinknowrstatusto 2.1%foracademicdn line withPSSUKHEBenchmarks 6.5%
PAP| numberof ethnicityfor 4.4%| Annualuniversal forall staff). Reduceoperationaktaffunknowrstatusto 2.1%in line with otherstaffgroups
15 | staff Academi® 2.1%| communicatiorto Specificfocuson Graded FNSStaffwhichshowsa 20.3%unknowntargetedequestfor
disclosing Professiona& encouragestaffto ethnicityto improvedataintegrity aimto reduceto 2.1%alignecdto overallpopulation
theirethnicity. | SupporiStaff disclosetheir unknowrlevels.
personabdata,
specificallywith Update:Anannualdataupdaterequestis madeof all staffandthosein areasof low
regardgo ethnicity | geclaratiortargeted.
fortheworkofthe
REC.

Evidenceof success:Theoriginalspecificareasof concernarenowin linewith others:
operationalnow3% (Jistaffon 1/12/23 remainunknowrprefernotto sayandgrade9

Ic?rrr?ritj:icatio 1o | FNSalso3%unknowr prefemotto say(kstaffon 1/12/23).

staffwhohave L
unknowrorrefused | Howeveroverall unknowrethnicityhasincreasedslightly Academiobe Ut U Yiavd) t w
ethnicityand increasedo 6%from5%(FIGURE 19) andPSSncreasedo 3%from2%(FIGURE 49) butas
operationaktaffwith | Weremainbetterthansector(10%academicand8%PSS)this actionmayhavebeenover
limited accessto ambitious Furtheractionwill addressunderreportingfromthoserecruitedviarecruitment
computers agenciegFAP 88).
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PAP

Develop
unconscious
bias(UB)
managerial
stafftraining
toinclude
examplesof
andstrategies
to addresUB
indecision
makingareas
including
probation,
career
development
profileraising,
grievancek
disciplinaries,
exitinterviews
appraisal,
promotions,
recruitment&
dayto day
BAMEBstaff
lived
experiences

Toachieveour
ambitioustargets
for BAMEstaff
representation
weneedto foster
acultureof
inclusivityto
ensurea positive
work
environmenand
experiencdor
BAMEstaff

(note:thisaction
appliesto both
academicand
professionak
supportstaff

equally)

Onlinetrainingis
developed

Onlinetrainingis

communicatedrom

seniormanagers

75%o0f all manageriastaff havecompletedonlinemoduleby Sep2020
Aimfor atleast75%o0f attendeedo rate outcomeof the trainingas effectivein improvingeDI
considerationn theirday-to-dayactionsandraisingawarenes®f potentialUB

Update:

Onlinetrainingavailablepriorto targetdatabut not mandateduntil Novembef021
Otherspecifictrainingmadeavailableasrequired(e.g.EDltrainingfor REFlecisionmakers
anddeliveredn bespokefaceto faceor onlinesessions).

Evidenceof success:completionratesof 90. 26 for Equityin the Workplaceand77.2%for
BiasAwarenesgasmeasurectn17/10/2023. Trainedeedbacks notmandatecbut has
beenpositive wheregiven

Trainings BAUandrevisedperiodicallypy ODin conjunctionwith EDlIstaff. Furthemworkwill
takea deeperookat differentcultureswithinthe HEcontext.
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PAP

Unconscious
Bias&
Cultural
trainingto be
providedo all
staff

Toachieveour
ambitioustargets
for BAMEstaff
representation
weneedto foster
acultureof
inclusivityto
ensurea positive
work
environmenand
experiencdor
BAMEstaff (note:
thisaction
appliesto both
academicand
professionak
supportstaff

equally)

Onlinetrainingis
developed

Onlinetrainingis

communicatedrom

seniormanagers

75%o0f all staffhavecompletedonlinemoduleby Sep2020Q Aimfor atleast75%of attendees
to rateoutcomeofthetrainingaseffectiveinimprovingeDIconsiderationin theirday-to-day
actionsandraisingawarenes®f potentialUB

UpdateandSuccess seePAP: 6 above.
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P

AP

Whilstoverall
atinstitutional
andatfaculty
level Keele
hasalower
BAME
representatio
nthanthe UK
HESector,tis
feltthat
further
scrutinyat
schoollevel
mayidentify
pocketsof
under
representatio
n

Assessmenat

Facultylevelmay

beinadequateao
address

representational

issuesatlocal
schoollevel

Schoolevelstaff
databyethnicityis
gatherechnd
presentedo EDI
schoolgroupsfor
analysisandaction

Actionsreportecdto
FEDGs

100%of schoolshaveanalysedheirdata,identifiedanyareasof underrepresentationand
developedtleast3 actionsto addresghe issuesidentified.

Update ActionswithlocalownershipgncludedSchoolandDirectoatesraceequityBLM
pledgesandlocalactionstakenbyE ? f fo iknproveinclusivityandcareersupport
Recruitmenpolicywhilstdrivencentrallyappeargo haveshownsuccessn manyareas.
Evidenceof success (TABLE 35) showsincreasesn BAMEstaffrepresentationbetweenAY
2017/18and2022/23,in 11 of our15academiaunitsthatwerein existenceat bothtime
points,2 showedno changeand2 haddecreasedBAMEepresentatiorflosingatotal ofl
BAMEstaff).

SLSSC&MandKBSall hadnotableunderrepresentatiorin 2017/18relativeto UKHE$ector
(by9%pts 8%ptsand6%ptsrespectively)all arenownotablyaboveUKHEflepresentation.
AllSchoolsn FMH$hadBAMEstaffunderrepresentationn 2017/18.Thisremainedhe case
in 2022/23andhaswidenedurtherin Schoolof Medicine(SoM) Schoolof Nursingand
Midwifery(SNaMandSchoolof Pharmacy Bioengineerin{Phab, from 3%pts 2%pts&
T%ptsrespectivelyto 8%pts 7%pts X2%pts InSoMandPhaB
thismightbe attributedto somerestructuringand,broadeningf subjects[Medicinenow
includesParamedicience Counsellingk SocialWorkandPharmacyncludes
Bioengineeringpgethemwith concurrentreductionin someresearchareas SAHRstarted
fromaverylowpointandhasnotablyincreasedBAMEepresentation
SCPSwhilsthavingnadesomeprogressalsohasalittle wayto goto matchUKHEI.
HKVetsGeologyGeographg EnvironmentGGEBandSchoolof HumanitieSoH all have
representatiorslightlybelowbenchmarkout ||| GG
I < xckiree Schoolshaveareasof challengesn theirsubjectsin attracting
BAMEstaffandstudents(asnationally).

Futureaction: FMHBAMEepresentations a priorityin our FARpriorityarea6).
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Objective3: Increaseghe academicstaff BAMEepresentatiorat seniorgradesasaresultof equalityin recruitmentensuringhat the proportionof BAME
candidatesat the applicationstageremainsconsistentat shortlistingandappointmenstage(objective8) andBAMEBromotionsratesalignwithnonBAME
succesgates(Objectived) [SingleactionT 9]

IncreaseGraded BAMEBpopulation:Current4.7% 2022:5.6% 2025 7.4%

2028:10.1%2031:13.7% 2034:18.2%.

IncreaseGradel0 BAMBpopulation:Current:7.6% 2022:8.4% 2025:10.1%
2028:12.6%2031:15.9% 2034:20.1%.

Ref | Action Rationale | Milestones SuccessCriteria, Outcome& Update
Increaseawarenes®f | Staff Promotevia Reviewesultsofthe nextREGstaffsurveyin 2021.

PAP| the Flexibleworking Survey internal

19 | policy. reported | communication | Aimto seenodiscrepancyetweenrBAMEandNonBAMEesponsego flexibleworking
lower channels relatedquestions.
levelsof
awareness Embedlexible | Update Keelehasembracedchangedo waysof workingiollowingthe COVIDpandemicasa
ofthe working resulttherearegreatepportunitiesor staffto workflexibly.Priorto thatandcontinuingo
flexible | workshognnew | date,flexibleworkings coveredntheHRled~ ¢ U ¢ ITablkittdurseandcoversthe
working | manager breadthof Keeleroles.
policy. induction

Evidenceof success FIGURE 9 (RECStaffSurvey2024)showsthat 79%of BAME
respondentsvereawareof flexibleworkingopportunitiesand21%somewhatware
(marginallypetterthannonrBAME 131 G Y (hlvddedess).t
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Objective4: ReduceAcademidBAMEstaffturnoverto alignwithNonBAMEstaffby2034 Current:16.2% 2022:16.0% 2025:15.5% 2028:14.8% 2031.:
13.9% 2034:12.8%

Ref | Action Rationale Milestones SuccessCriteria, Outcome& Updates
Institutean | Informatiorregarding | Exitinterview 100%of leavergo havebeenofferedexitinterviews.
PAP| exit reasondorleaving guestionnaireo
- 10 |interview | Keelésinsufficiently | beupdatedto Theexitinterviewincludesquestionsregardingnclusiveculture (genericqquestionsor all,
as clearascurrent includecultural analysedyethnicity)andto captureissuesraisedanyqualitativeRECGlatagatheringand
standard. | practiceisconfinedto |inclusivity actionis takento addressssuesidentified.
aquestionnaireWe guestions.
needabetterexit Update:Action completedwithanonlineform,analysisandinterviewsheld.
procedureto allow Exitinterview
leaverghe opportunity | procedureto Evidenceof Success;processs BAU

specificallyto raise
issuestheymayhave
had.

includechoiceof
interviewerto be
devisedcgirculated
to managers,
advertisenthe
E&Dblog,and
operationalised.

Futureaction: Weconsidergreateuptakemightbe possible FAP 86 explores mechanisms
for greaterparticipation.
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PAP
11

Analysis
and
reporting
undertaken
ondata
gatheredby
theexit
interview
andleavers
guestionna
ire
processes

BAMEstaffturnoveris
highetthannonBAME.
Thiswill providedatato
identifyunderlying
reasons

Dataonreasons
forleavingwhere
possiblebroken
downbyethnicity
andfaculty,shared
with EDIgroups.

100%of Facultieshaveanalysedheirdataandat least3 specificactionsdeveloped,
communicatedandimplemented.

Update:

Moredetailedanalysisof leaversdatafoundtwo mainareasrelatingto highBAMEstaff
turnover:

1. Fixedtermcontractuseforacademics

2. Operationaktaffturnoverfor PSS

Action:datacollatedfromleaverdormsandanalysedyethnicity(andotherprotected
characteristics)TheHREmployedrelationgeamis responsibldor organizingnterviewsbut
offersarangeof peopleto holdthesewithinandoutsideof HR andacts onindividualssues
raisedin leavergorms.Shouldanyconcernsberaisedin interviewsheseareexpectedo be
addressedsiathe interviewer.

Evidenceof Success

x 1J ¢ 2ddthakdlysiss shown(TABLE 66) butis limiteddueto pooruptakeof leaversorms.
Furthersuccesswill onlybe seenoveranextendedgeriodandwithgoodformcompletion
rates

Futureaction: will betakenasabove(FAP 86).
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PAP
112

Additional
support/
mentoring
made
availableo
internation
al staffat
induction
to
understand
Keeleand
wider
British
culture

Turnoveis higherfor
NonUKBAMEstaff

Additionakupport
requirementof
NonUKstaffare
identified

Additionakupport
programmesg
guidancas
developedand
communicatedo
100%0of
internationaktaff

50%of NonUKstafftakeup the additionalsupport,whichtheyreportasbeinguseful.

Update
Action: AninternationabtaffNetworkwaslaunchedn March2021,whichall staffare

signpostedo atinductiontogethemwith BAMEStaffandothernetworks.

AVISAeereimbursemenprocesswasestablishedeffectivefrom Septembe022,together
withloansforthe immigratiorhealthsurchargeandloansto assistwithemployee
dependent'visacostsandhealthsurcharges.

Evidenceof Success:

TABLE 71 52%of eligibleinternationaktaffhavetaken advantagef VISAeeorloan
reimbursement.

Thereare55 (to nearests) membersof theinternationaktaffnetwork(May2024,
membershipemainsconfidentia) amountingo ca. 21%of currentinternationaktaff. The
Networkcontinuesto supportstafforwhereneededpointthemto othersourcesof support.
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Objectiveb: Increasethe professionaland supportstaff BAMEpopulationto 10.3%(currentHEIPSSBenchmark)y 2034 Reviewegainst3 yearlytargets

of: Current:3.1% 2022:3.5% 2025:4.5% 2028:5.9% 2031:7.9% 2034:10.3%(to matchthe currentUKHEIstaffrepresentatiorandbe abovelocal population

by 3%)
Ref.| Action Rationale | Milestones | SuccessCriteria, Outcome& Updates
Further Assessment| Directorate| 100%of directorateshaveanalysedheirdata,identifiedanyareasof underrepresentatiomnddevelopedat
PAP| scrutinyat | of levelstaff |least3actionsto addresgheissuesidentified.
13 |individual | population, |databy
Directorate |grade, ethnicityis | Update:
levelmay recruitment, | gathered | Dataanalysigndicateslow BAMEepresentatiorn all directorateFIGURE 50- FIGURE 54) relativeto UK
identify turnoverand | and populationbutis asexpectedromlocal areain EstatesandGRSAandapproachingocalareain IDS.
specific internal presented | Action:
areasof promotion |to OveralDirectoratesactionincluded
under Directors | EstablishmenbfaPSEDIgroup March2022,to driveforwardall EDlinitiativesacrossprofessional
representati foranalysis serviceteamsto enablelocalizedactivitiesandPSwideactivities Frequency8 meetinggperyear.
onthat andaction | Greatempresenceon Universitye DISGvith COOCo-chairingfromMay2023 andCPOfrom May2024.
require 1 \Visible promotionof PSSEDI@ith dedicatedntranetpageJune2024.
targeted 1 APSSonferenceonthethemeof Divesityandinclusion,July2024,opento all PSSandsuggestion®ox
actions for RECactions
Evidenceof Success FIGURE 49 indicates thatthe 2025successmeasurehasalreadybeenmet.
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Continued
fromabove

Continued
fromabove

Continued
fromabove

Specificactionsincluded:

Inclusivity and Speakingout

1 Promotiorofanenvironmentn whichstaffcanraiseEDIconcerngourCOObecomingavisibleLGBTQI+
rolemodel;ourHR? R | 1J Blog¥riherdxperiencefreceivingBAMEnentoring).

1 Improvemenbfroutesto raisingconcernghroughananonymouseportingtool.

1 Regulapulsesurveysanalysedyethnicity(andothercharacteristics)to listento all staffandreactwith
visiblepromptactionplans.

Executive& CorporateGovernance

1 Actionto increaseBAMEepresentatioon committees(e.g, BAMECouncilapprenticesmarketingof
vacancieghroughroutesto attractdiverseapplicants);

1 EmbeddindelAin policydevelopment

Brand,reputationandcommunications

1 Demonstratingthnicdiversityin ourbrand&commsensuringhisis nottokenistic(e.g.consideringpower
relationshipsplacingofimagesetc.,andreflectingourownstudents& staff)

1 Demonstratiorof positiverole models(students alumni,honorarygraduates)

1 KeeleArtactivitiesincludingStrong British& Blackexhibition& the Settlingexhibition.

Estates,Services&local community

1 Revievof Estatesstrategyandapproachego be antiracist

1 WorldFooddays;Religious culturalcelebrationqe.g, Grandiftar;Langar)

1 Breakinghe Mouldawardswiththe explicitobjectiveof diversifyingi 13 1J Busikesscommunity

HRservices

1 Interestireeloanschemeforvisas/healtrsurchargdor staff & associateddependenapplicationsand/
reimbursemenbfvisafeesfor staffseePAP: 12.

1 Reductionn academigprobationperiod(from3yearsdownto 9 months)- increasessecurityof new
academicstaff(wherewe havehigherBAMEepresentatior-IGURE 32) andformalcommitmentforno
zerohourscontracts

1 Paymenbfthelivingwager increasingvagesoflowestpaidstaff,largelydomesticstaffwhohavehigher
BAMEepresentationhanotheroccupationaktaffgroups~IGURE 57).
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PAP
114

Takestepsto
makethe
numberof
BAMBPSS
staff
appointedo
FTC
equitableto
NonBAME
PSSstaff

Removehe
disparity
between
nonUKnon
BAMEand
nonUK
BAME
academic
staffon FTCs

Currently
15.8%0of
BAMEstaff
areonaFTC
comparedo
7.7%Non
BAMEBstaff

In2016/17,
27 .8%0f
nonUK
BAME
academic
staffareona
FTC
comparedo
20.8%0f
nonUKnon
BAMEstaff

Revievof
FTC
processes
toensure
adequate
scrutinyof
decisions
to appoint
to fixed
termrather
than
substantive
posts

Theapplicationof FTAs equitablebetweerBAME: NonBAME

Action:Policyreviewfoundnoinequityin the policyitselfwhichrequiresthat 'Fixedtermcontractswill onlybe
usedfortransparenandobjectivereasonsvherethereis a genuindixedtermneed..kandwereconfidentthe
HRTalentManagemen& Resourcing eanchallenga-TQuseat the PostApprovaFormsstageandensure
rationaleis justified.Excepffor namedgrants& successive-TCsthe decisionon FTQuseis madebefore
advert,sonotopento biasat outset.Ourpolicyalsostatesthat StaffingReviewsroupwill considemwhethera
transferto anindefinitecontractis appropriatdor staffwheretheyhave4 yearsor morecontinuousservice.

Update whilstFTQuseremainsthe Universitjhasformally committedto havingho zerohourscontracts.

Evidenceof Success Limitedsuccessfound- seeoverviewigures:Academic FIGURE 29 andPSS-IGURE
55.

UKAcademics:For UKBAMEndUKnon-BAMEcademicghe gapin representatioon FTCsappeardo have
narrowedOn01/12/202217.2%o0f BAMEand17.0%of non-BAMBJKacademicsvereon FTCsdropping
notablyfromthe meanoverthe period(23%o0f BAMBJKacademicon FTC<f. 17%o0f non-BAMEcademics)
TABLE 37. Howevernumbersaresmallandmaychange dependingpnsubject

International Academics:FTQuseremainshighwithinthe InternationaBAMEcademicstaffgroup(21 1 30%)
TABLE 38. ForinternationahonBAMEtaffFTQusehasdroppedfurthert thisis likelyrelatedto Brexit(the
majorityof nonBAMENternationaktaffwere Europeansregardles®f contracttype).

PSSThedifferencein PSBAMEindnon-BAMB-TQuseremainssmall(onaverage %pt) with 9%of BAME
staffand8%of nonBAMEtaffon FTG sincel/12/2017 We remainbetterthansector.
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Objective6: MaintainP&BAMEstaffturnovetin line with nonBAMEstaff (notingthe effectof fixedtermcontracts).

Ref.| Action Rationale Milestones SuccessCriteria, Outcome& Updates
Analysisand BAMEstaffturnoveris | SeeAcademicexit | Exitinterviewdatagatheredor all Professiona& supportstaffleavinghe Universityor moving
PAP] reporting higherthannon interview departments
: 15 | undertakeron | BAMEThiswill development
datagathered | providedatato plans(PAP10) Departmenspecificactionsdevelopedcommunicatecandimplementedspecifically
bythe exit identifyunderlying focusingonoperationaktaff)
interviewand | reasons Dataonreasons
leavers forleavingwhere | Update:Actiorstakenwere
questionnaire possiblebroken 1 Exitintervievs implemenationforthoseleavingKeele with a choiceofinterviewer.
processegfor downbyethnicity  Exitinterviewsofferedwithamemberof HRfor all staffleavingdueto VS.
bothleavers andfaculty,shared ¢ Onlineleaversormimplemenation
fromthe withEDI
universityand groups/Directors. | |nternalmovedatawere notroutinelycollatedandthereis nomechanisnto doso.However,
fromthe staffareencouragedo reportissuesviaformal,informaloranonymouseportingroutes.
department
followingan Evidenceof Success
internalmove) Dataanalysigndicatesturnoveiis highfromall PSSyroupsespeciallythe Operationaktaff

groupwherePSShavehighemrepresentation.
Leavergormdata(TABLE 66) wasinformedbybothacademicandPSSutfewPSSrom
EstateqwheremostOperationaktaffaremanaged).

122




Updated Race Equality Charter
Silver Application Form

PAP
116

Staffsurveygo
be
administeredat
thebeginning
andendofthe
reportingperiod
to providea
baselineand
measure
success.

Includea
sectionon
experiencef
raising
concerns

Asurveyfocussingon
staffexperiencesnd
the universityculture
to gatherbaseline
data,includinga
breakdowrof staffby
academidincluding
teachingocussed
staff)/PSSo allow
targetednterventions

Surveyuestions
aredeveloped

Surveys
communicated
andcompleted,
andparticipation
fromteaching
focusedstaffand
PSSsencouraged

Responses
analysed

Surveys conductedwithhigherengagementhanoriginaREGsurvey(77,responsesca. 62%
BAMEstaff completion, Januar018)andhigherengagemenfrom PS Sstaff.

Atargetedactionplanis developedromthe analysis.

Update: Actiontakenincluded:

Engagemergurveydanuar®019:(TABLE 10) Little differencebetweerBAME White
responsesexceptin relationto (i) BH&Vandabilityto dealwith thisand(ii) payandbenefits.
#NeverOKampaignanonymouseportingoolandREQnentoringdevelopedandthe latter
hasbeenaddressedhroughvisacostsaction(benefittingargelyacademicdBAMEstaff)and
paymenbfthelivingwage(benefitinglowerpaidstaff)

COVIDpulsesurveysMay2020T Feb2021(FIGURE 8, TABLE 11). AreasvhereBAMEstaff
werelesssatisfiedwere(i) clarityof seniormanagement/COVIEbmmunications(ii) regular
contactwith colleaguegalthoughcontactwith line managemwasOK)(iii) impactonworkand
welkbeingof childcare homeschoolingor otherhouseholdcaringroles. Theseareaswere
addressedvithrevisedmanagecommunicatiosand[ AK t 1O

Actionswereformulatedandtakenbecauseof the surveyto addressconcernsraised.

Evidenceof Successis limited,in partdueto poorREGsurveyuptake.Quantifiablaneasures
arelimited, howeverwecanreportthatthat, BAMEandnon-BAMEurveyrespondentarenow
equallyawareof howto reportBH&\(FIGURE 9,

TABLE 12).
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PAP
217

Implementation
ofan
anonymous
bullying&
harassment
onlinereporting
tooltorecord
trends.
Applicableto
both Staffand
students(and
will coverall
protected
characteristics)

Toprovidean
institutionaloverview
ofracialB&H
incidents,comparing
anonymouseportsto
formalactual
reportingjdentifying
themesofthetypesof
issuesbeingraisedto
guideworkstreams

Proposato
EDBGUECto gain
support,n
principalandfor
potential
budgetary
requirements

Surveylatformis
identifiedas
system(withIT)

Questionsagreed
alongwith
guidancenotes

Systemis
launched

Annuaklnalysisof
trendsbyEDBG

Closethe gapbyatleasthalf, betweenperceptionsof nonBAMENdBAMEtaffto questions
surroundingonfidencan raisingissuesfromstaffin RECandstaffsurveys

Qualitativeanalysisof BAMEexperience®fracialB&Hviafocusgroups successmeasuredy
reducedperceptionofincidentsandincreasecconfirmedin reportingformally.

Annuaknalysisof anonymouseportandstafffeedbackoythe EDBG identificationof atleast
3 actionsperyearto addresgssuesidentified.

Update Actiontakenincluded:
#NeverOkKanonymouseportingoolimplementedSpring2021

REGCcollationof informalfeedbackirom BAMEstaffnetwork
IssuesarisingthroughformalrouteaddressedyHRstaff.

Evidenceof Successtoolisin useandthoseresponsibleHeadof Residencé.ifeandHR
Managereportactionis takenonanonymousssuesraised. Datais available(TABLE68: Staff
AnonymoufReportdby BAMEStatus) indicatingusein relationto raceandstaffdonowraise
issuesformdly (TABLEG 7: StaffGrievanceandDisciplinariedy BAMEStatus(nearest 5),
whichareaddressedvithinHR.

124



https://www.keele.ac.uk/students/lifeoutsideofstudy/neverok/anonymousreportingtool/

Updated Race Equality Charter
Silver Application Form

PAP
118

Revievof
Bullying&
Harassment
procedure

FeedbackromBAME
staffviathe
qualitativedataand
consultationevent
suggestedhatthere
isalackof
confidencean
incidentreportingdue
aperceptionof
inactionor lackof
understanding

Consultatioron
proposed
procedure
undertakerwith
BAMEstaff
network.

Updated
procedure
approvechyUEC

Newpolicyin
placeand
communicated.

Measureof staffexperiencegasin actionabove.

Reductionn differencebetweeranonymousndformalreportingevelsasa measureof
increasedconfidencan reportingncidentsofracialBH&Vwithinthe first 3years(arisein
reportings expected)

Inthelongtermto thenseeareductionin bothanonymousndformalreporting
Update Consultationheldandthe newpolicylaunchedwith staf-widecommunicationJune

2020andReviewe@023:Dignity& RespecPolicyandProcedurdo dealwith BH&V, staffare
pointedto it in EDltrainingincludingfor newstaffas partofthe KeeleWelcomeprogramme.

Evidenceof Success: BAMEandnon-BAMEstaffequallyawareof policy. Thereareincreasing
numbes of grievance®eingbroughtoy BAMEstaffanddisciplinal actiontakenin relationto
race(TABLEG 7: StaffGrievancendDisciplinariedy BAMEStatus(nearest 5). Seealso
anonymouseportingactionabove.
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PAP
119

Afocuson
encouraging
staffto havethe
confidencean
theinstitution
toraiseissues.

FeedbackromBAME
staffviathe
qualitativedataand
consultationevent
suggestedhatthere
isalackof
confidencan
incidentreportingdue
aperceptionof
inactionor lackof
understanding

Baseline:iin2018
REGsurvey38%of
BAMEespondentws
58%o0f non-BAME
respondentsagreed
stronglyagreedhat
il reportedarace
relatedincidentto my
institution,
appropriateaction
wouldbetakernb

Extendhe
#neverolstudent
ledcampaigrto
raiseawarenes®f
132 131 !rofethld
speakingout
against
harassment

Closethe gapbyatleasthalf, betweenperceptionsof nonBAMENdBAMEStaffto questions
surroundingonfidencan raisingissuesfromstaffin RECandstaffsurveys.

UpdateAction:The#NevelOKcampaigrwasextendedwvith agreatefocusonrace, including,
but notlimitedto, (i) theanonymouseportingool and(ii) #BLM A#BLNMblogwrittenbyDean
of FHumS&ndpledgeswveresignedoy DeansandDirectorsandourtrainingdevelopedand
implementasreportedn PAP: 7 & PAP: 8)

Evidenceof Successis limited. Allsurveysconductedindicateongoingdissatisfactiorwith
handlingof BH&Mbutnot necessarilyexperiencef beingbulliedor witnessindullying as
notedin the AthenaSwansurveyanalysishyethnicity).

Jan?019Engagemergurvey(TABLE 10): l wouldfeelableto reportbullying/harassment
withoutworryingt wouldhavea negativémpactontl 1J BAMEespondentsvere46%positive
vs57%for Whiterespondentgnotepositiveis a disagreemento the statemeny.

ASSurvey023(
TABLE 12)rbamsatisfiedhowBullyingk Harassmenaredealtwithin mydepartmenid_ikert
[3.0BAMEef. 3.5non-BAME].

REC2023urveyTABLE 14) 1 fydureporteddiscriminationharassmentorabuseonthe basis
ofraceor ethnicity howconfidentareyouthatappropriatenvestigativand/ordisciplinary
actionwouldbeq ¢ t IBAMEESpondentsgt2%positivevs46%for WhiterespondentsLikert
[2.8BAMEET. 3.3non-BAME]notablylowerthanasimilarquestionaskedin the REC2016
survey[3.4BAMETf. 3.8 nonBAME

Howeverunlikein the previougperiod, BAMEstaffarenowmore awareof policy& procedure
(63%vs48%for Whitestaff, FIGURE 9) and, asnotedin actionsabove more likelyto raise
grievanceshannonBAMBpeers(TABLE 67) andstaffanonymouseportincidentsrelatingto
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race(TABLE 68).
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PAP
: 20

Trainingor
manageron
howto respond
effectivelyto
issuesraised
aroundrace
(andother
protected
characteristics)

FeedbackromBAME
staffviathe
qualitativedataand
consultationevent
suggestedhatthere
isalackof
confidencan
incidentreportingdue
aperceptionof
inactionor lackof
understanding

Trainingourse
developed.

Training
programme
communicatedo
targetgroup.

100%Headsof Schoolandmembersof the Universityeadershigsroup(ULQ groupto have
attendedthetraining.

Perception®f racialB&Hincidentsandreportingmprovedn the REGstaff surveyto align
BAMEesponsesvithNonBAME.

Qualitativeanalysisof BAMEexperiencesfracialB&Hviafocusgroups successmeasuredy
reducedperceptiorofincidentsandincreasecconfirmedin reportingformally.

Update Actionwastakento providetraininginformationto ULGinitially. TheHRToolkitfor
ManagersletailsHRProcessaandProceduresind additionall the EqualityandDiversity:
Inclusivel_eadershipsessionis partof our NewLeadeks ProgrammeHowever Keele
leadershiptrainingremainsoptional unlikeourmandatoryonlineEquityin the Workplace
training whichall arerequiredto take (has90.2%uptake)anddirectsstaffto the procedureto
dealwithBH&V

Evidenceof success:is limited. The gapin BAMENndWhiteperceptiornof effectiveaction
beingtakenonreportedBH&\Mncidentsappeargo havenarrowedaccordingo somesurveys,
butthisislargelydueto reducedconfidenceof Whiterespondents(11%ptdifferencen
Jan201%urveyand4%differencen REC2023urvey forexactquestionsseePAP: 19) but
incomparisorof ourREC201@andREC2023 surveyswe actuallyseeawideningofthe gapin
confidencewhenthe questionis specificallyrelatedto addressingacialdiscrimination,
bullyingor harassmentbasedonLikertscores).

Future action: will focusonculturalawarenessn line managemenfFAP 25).
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PAP
121

BAMEstaff
networkio
providesupport
andempower
staffto feel
confidentin
raisingissues

Asabove

BAMEstaff
networkinvolved
inthe promotion
anddissemination
ofthe#Neverok
campaign

Closethe gapbyatleasthalf, betweenperceptionsof nonBAMENdBAMEtaffto questions
surroundingonfidencean raisingissuesfromstaffin RECandstaffsurveys.

Update The BAMEetworkareactive havingmorethan80 membergJune2024)andoffer
helpwithincidentsrelatingto raceforall in ourcommunityregardlesof ethnicity.
TheREQwasinvolvedn promotionanddisseminatiorof the #Neve©Kcampaigrandworked
closelywith network.

Evidenceof success:the successmeasureaswrittenwasmet(see PAP: 19 & PAP: 20
above), i.e.the gaphashalved butthiswasbecauseof areductionin confidencefromnon
BAMEespondentsatherthananincreasen confidenceof BAMEespondents.
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Objective7: IncreaseBAMEepresentationvithinthe UniversityCouncilto a minimumof 15%BAMBy 2021

Ref | Action Rationale Milestones SuccessCriteria, Outcome& Update
Annual Wewantto Invitationgo observe | Targeteflectiveof BAMEstaff populationof 14.4%as Senate/Councilobserverdy
PAP| opportunityto | persuadeBAME | Senatassuedannually | 2022(in line with AcademidBAMEpopulationtarget).
: 22 | applyto staffto put to all staffandwill be
observeSenate | themselves sentdirectlyto Update
andCouncil; | forwardfor membersofthe BAME
preferencdo | electionforthese| staffnetwork. Action: Governancéave
begivento roles. 1 offeredandfilled SenateEDlobservespaces(ca.50%BAMEBverthe period).
BAMEand/or Expressionsfinterest workedwith externabrganizationso attractdiverseapplicationsto Council
female to observeotherhigh positions(recruitedexternally)
applicantsif levelcommitteesto be T engagedCouncilb¢ GG 1Jt0divBrifithie peol of peoplewillingto takeup
spacesare invitedby Deanswitha futuregoverningodypositionsat Keeleandelsewhere.
limited. positiveaction _ 1 includedpositiveactionstatementsn relationto vacanciegelectedor lay
statementencouraging member)
BAMEstaffto apply

Evidence of success ABLE 57 & TABLE 58 (Senate now 15#AME; Coundfieo
BAME from baselineJpb andfos respectively).
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PAP
123

Senior
managerso
cascade
learningfrom
therace
equality
mentoring
scheme

Shareknowledge
andlearningrom
theschemeand
promotethe
importanceof
raceandraise
awarenes®f
racismwithinthe
workplace

Communications
fromsenior
leaders
(includingblogs)

Recommendatio
nto extendthe
pilotscheme

Includea
guestionwithin
thenextREC
surveyaboutthe
confidencen
managergo deal
withdiversity
issues

Atleastoneblogpersemestefromamemberofthe seniorleadershigeamto sharetheir
experience®fthe mentoringscheme.

Evaluatiorfollowingthe RaceEqualityMentoringpilot schemeto showat least75%satisfactionand
increasechwarenes®fraceissues.

Followinghe pilot schemeto embedthe schemeasanongoingorogramandextendto at least2
furtherseniorleadersandconsiderotherprotectedcharacteristics.

REGsurvey anydifferencein opinionsof BAMEandnon-BAMEstaffis not statisticallysignificant

Update
1) Mentorsandmenteeswveretrainedaheadof eachcohort.

2) TheBAMEnentoringpilot wassuccessfurr initiallymentoed4 UEGmembersncludingthe most
senior

3) AblogwaswrittenbyDirectorHR Shamgherexperience®f BAMEnentoringOct2019). Others
werenotcompletedbut differentcommunicatiormadeinstead(TABLE 125).

4) In2022/23 followinga breakdueto COVD, BAMEnentoringvasextendedo nexttier of
universitymanagemenfHeadsof Schoolsandmembersof professionabervicessroup)with 7
partnershps,oneofwhichl R I cohiplgte.

5) In 2023/34afurther8 partnershipsvereestablishedromacall to seniormembersofthe
Universitf{DeansDirectors Headsof Schooloneof whichis our ChiefOperatingOfficer(the most
seniorPSS)

Evidence of succesualitative feedback from both mentees and mentors is positlyel

Gel qUII t 6 R G KlleRd worklaptdf rvieinteali 1J a) 1J

Future actionWe acknowledgdatthis action takes timend emotionadabourof BAME staff and
whilst it imowembedded in annuabutine,wewill continue to review tlests andenefisit brings
both mentors and menteé@sAP 26).

131



https://blogs.keele.ac.uk/reflections-on-the-ehrc-racial-harassment-inquiry-1948f4c8e67c

PAP
124

Enhance
attentionto
E&Dissuesat
policy
development
stage.

Wehaverecently
updatedourEIA
processand
trainingis being
providedorall
Academiand
CentralService
areas.Monitoring
of complianceis
required

Quarterlyreportingo
DeansandHeadsof
ServiceonEA
completionprovided.

100%ypolicieshavean EAbeforebeingsentforapproval.
MonitoringakesplacewithinHR/Academi&ervices/EDBroups

Update Actiontakenincluded
1) EAtrainingprovidedo keystaff
2) Online materialsandassociatecelectronicformupdated
3) EAprocessformalisedwithinpolicyapprovalprocess

Evidenceof success apolicyor procedurewill notbe approvedvithoutdevelopment
ofan EA(i.e.nowembeddedn policydevelopmenandapprovalprocess).

PAP
125

Conducta
BAMEEqualPay
Auditannually
inlinewiththe
GendefEqual
PayAudit

Whilstthe overall
BAMEequalpay
auditshowsin
favourof BAME
staff,therearea
significant
numberof
grades/job
groupsthatshow
asignificant
differencenotin
favourof BAME
staff

AnnuaEqualpayaudit
andanalysigs
providedo the RECSA

BAMEEqualPayAuditandanalysigeceivedoyRECSAdndat least3 newactions
developed/existingctionsrevisedo addressareasof inequalityasidentified.

Update Equalpayauditsbyethnicity(EPAEAndethnicitypaygaps(EPGare
routinelyconductedandareformallyreportedat EDIOG.

Evidenceof success noequalpaygapsarefoundthat cannotbe explainecandthe
EPds small(2023:mean2%)or in favourof BAMEtaff (2023:median-10%) dueto
the distributionof BAMEtaffacrossjob groupsmoreBAMEstaffin theacademic
group,whoareonaverageghaidhigherthanthe PSSyroup)andis publishedonlinefor
transparencyFIGURE 66). TheEPAHKS not publisheddueto smallstaffnumbersat
somegradesandin someroles(butis reportedinternally)

Section5 AcademicStaff: Recruitment,Progressiorand Development
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Updated Race Equality Charter
Silver Application Form

Objective8: Ensurehatthe proportionof AcademidBAME candidatesat the applicationstageremainsconsistentat shortlistingandappointmenstagesoy
2028/2034respectively.

Shortlistingstagereviewedagainst3 yearlytargetsof: Appointmenstagetargetreviewedagainst3 yearlytargetsof:
Current21.2% Current:19.2%
2022:24.1% 2022:22.2%
2025:28.4% 2025:25.2%
2028:34.1% 2028:28.1%
2031:31.1%
2034:34.1%

Ref | Action Rationale Milestones SuccessCriteria, Outcome& Update
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PAP
1 26

Develom
poolof
BAMEstaff
membergo
diversify
recruitment
panels
prioritised
forgraded+
recruitment

Poolmay
alsoinclude
external
members
fromBlack
Professors
Network

Lowersuccess
ratesof BAME
candidatesn both
shortlistingand
appointment
stages.

Recruitapoolof
BAMEstaffviathe
BAMEetwork/other
area.

Develogdinkswith
potentialexternal
BAMBpanelmembers

Embedprocessego
monitorandreporton
compositionof
interviewpanels

Apoolof BAMEstaffis engagedindtrainedfor inclusiononrecruitmentpanels(both
internal& externalstaff).

Originakargets:(i) 50%o0f Graded andaboveacademigostshaveat leastoneBAMBpanel
member(ii) contributionto yourrecruitmentargets.

Update:Theactionandsuccessmeasure(i) weremodifiedasthe originalactionwould
overburdenhe smallBAMEpoolof staff.

Modifiedaction wasto reviewrecruitmentpanelguidancevhichnowincludesrequirement
forthe COO(whohasresponsibilityfor EDloversightjo chairall PSS$anelsfor G9and
aboveandFacultyDean(withresponsibilityfor EDI)to chairacademigpanels.Additionally,
for professoriapanelsanEDlexpertis requiredaspartof the panel.

Modifiedsuccessmeasure actioncompleteand,anecdotallycontributesto overalitarget
measuresat gradesd and10, withincreasedecruitmentat graded (FIGURE 44) butlittle
changeatgradelO (FIGURE 45). NBonlyacademiadatagivendueto smallnumbersof PSS
attheselevels.

134




Updated Race Equality Charter
Silver Application Form

PAP
127

Trainand
equip
recruiting
managerso
improvethe
diversityof
panels

Lowersuccess
ratesof BAME
candidatesn both
shortlistingand
appointment
stages.

HRPolicies&
Proceduresire
reviewedo allow
flexibilityin panel
membershigo
supportdiversity

Toensurethateach
panelchairis
requiredto take
reasonablestepsto
ensureadiverse
panel.

ReviseRecruitmen®
Selectiortrainingto
reflectnew
requirementsand
resources

Developgeportingn
KeelePeopleto be
abletoreportonthe
compositionof
recruitmentpanels

Allrecruitmentpanelshavetakenreasonablestepsto avoidbeingall nonBAME.

Targehasnotbeensetasbaselineneedsto beassessedndtargetdevelopedasedon
poolof BAMEstaffnumbers.

Update Actionwastakento changeo panelcompositionguidancewhichis monitored.
Additionallyall panelmembersnusthavecompletedUniversityrainingandbriefingnotes
areprovidedo the panelchair, whichincludeareminderon UBandtheirrole onthe panelin
remindingothermembers

Modifiedsuccessmeasure actioncompleteand,dataindicatethis mightbe helpfulin
BAMEstaffrecruitment(givenincreasingecruitmentrendsincecommencingction).

Notewhenlookingat paneldatabyethnicity(TABLE 43) thereis someannualvariability
reflectingvacancysubjecttypee.g.in oneyear,a seniorBAMEtaffmemberchaired
numerougpanels associatedvitha singleresearchproject. Theras anindicationthat
greateBAMEepresentatioron panelsis linkedto greatersuccessby BAMEandidatesut
wenotethatthis maynotbe causative.
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Corporate |DocumenbnEDI | Reviewofsource Reviewof all marketingnaterialasrepresentativefthe Keelepopulationr at least14.5%of
PAP| communicat| forthosewhowrite | photographshatare | staffimageshaveBAMEepresentationhbasedon currentUKHEsectorbenchmarkto
- 28 | ions& webpaged generatedo improve | increaseasthe KeeleBAMEstaffpopulationincreases).
websiteto marketing thebankof diverse
include materialsetc.has | photographs Update Actionwastakento embedSCBguidance
images alreadybeen availableforuseby
BAME circulatedacross |the Marketing& Evidenceof success
individuals | campus Communications () webpagesre,in generalaroundl/3“ BAMEo reflectour students.
(SeptembeR018). | teamandacrossthe | (ii) Exceptionsirestaff profilepicturespagegnormallyl perSchooljandaredirectly
Wewantto embed | University reflectiveof Schoolstaff (mostPSSholongerhaveexternalprofile pictures,but someoptto
theuseofthe havetheseonIntranetpages)
documentand Annuakeviewof (iif) SCBstaffengagea rangeof staffin takingpictures/ videosto reflectschoolteaching.
ensurethatour webpageso be
webpagesare undertakerbyeach
reflectiveofthe schooland
Keelecommunity | departmentgainst
the EDIdocument.
Developmen Tosupportearly | Externafundingis Fellowshipschemeisrecruitedto, anda BAMEcademiccompletesthe scheme
PAP|tofa careerresearcherg obtainedandscheme | successtully.
: 29 |fellowship |inobtaining launched
scheme experience Update Keelewasnotsuccessfuin receivingunding.Efortshavebeenputinto
targetedat developmenbfthe KDAo supportdevelopmenof all KeelePGRstudentsandearlycareer
earlycareer academics.
BAME
academics
(funding
pending)
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PAP
: 30

Whenusing
head
huntersto
appointto
seniorroles
ensurethat
diversityisa
key
consideratio
nandthat
monitoring
information
isrecorded
and
reviewed

Informatiorother
thangendemot
previously
collectedbyhead
hunters

Headhunterdbriefed
to collectthis
information.

100%of applicantshavedataprovidedromthe headhunters.

Headhuntersto providea diversecandidatelist otherwiseadditionalcandidatego be
sourced

Analysiconductedandatleastl actionidentifiedasrequired

Update Actionhasbeentakento ensureExecutivesearchAgenciegESAsarebriefedwith
u 1J 1J adgirationgegardingliversityandaskedto sharedataon applicantsafterthe
interviewprocess Howeverthis hasnotalwaysbeenachievedin partdueto issueswith
GDPRanddatasharing.

Evidenceof success:wearenotableto evidencesuccessorthis action.MostESAdhave
notprovidedKeelewith monitoringdata(dueto the additionalregulatorypburden).

Futureaction: to seeif we canprovidean alternativesolutionto datarecording FAP 88)
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Objective9: IncreaseBAMEstaff successrate at SeniorLecturer(Grade9) promotionsto alignwith nonBAMEsuccessrates. Reviewedagainst3 yearly

targets:Current:1.3%(1in 3ayearperiod)
2022:2.1%
2025:2.9%
2028:3.6%
2031:4.4%
2034:5.2%(5in 3 yearperiod)

Re| Action Rationale Milestones SuccessCriteria, Outcome& Updates
f
Developan UCLMRQab Appraisalshecklist | Linkedto promotiontargets- Objectivelncreasenumberof BAMEtaffapplyingand
PA| appraisakhecklist |appraisalhecklist |createdand beingsuccessful.
P: | (basedonthe UCL | putstheonuson communicatedo all
31| MRCLaboratoryor | managergo give staffviablogpost. Update additional checklists and guidance were provided as part of the SPRE p
MoleculaBiology |concretereasongo nowBAU
model)and explairvhysomeone
incorporatdtinto | isnotyetreadyfor
appraisaldraining. | promotion. Evidence of succes8BAME and neBAME staff are equally satisfied with SPRE (

TABLE 12: Athena Swan survelylcreasindBAMEstaff application to, and success ir
promotions is evidencddABLE 44 - TABLE 47) at least foBLpromotions.

PA

32

AllBAMEstaff
identifiedat
appraisalsasbeing
within2 yearsof
promotionto be
offereda mentor
and/ortrainingto

Toincreasenumber
of BAMEstaff
applyingor
promotionand
improvethe number
of successful
applicationsrom

Reporto EDISG.

Linkedto promotiontargets- Objective Increasenumberof BAMEstaffapplyingand
beingsuccessful.

Update organization of promotion mentoring is an expectation of Heads of Schd
BAME staff within-2 years of promotion and should be BAU. Hoveensadotally not
all staff are receiving this mentoring.
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helpthemreach BAMEstaff. Evidence of successvhilst weknowthat not all staff haveeenenabled to access
requiredstandards. promotion mentoringthershave and thikas beena factor in the success seen in
promotionat senior levell ABLE 44 - TABLE 47), as above
Future action: we haverecently purchasedmentoringplatformwith the aim of
increasing efficacy and reducing administrative burden fafst&ffc 0).
Promotiorofthe Wehavepromoted | Programmeromoted 3 membersof BAMEtaffenrolledontoprogrammeFeedbacKromparticipants
PA| AdvanceHE's h e Ifordndémber | in Organisatioal reviewedo informfuturepromotionof the programme
P: | 'Leadership ofyears havehad Development Succes®ofattendeeds measuredvera 3 yearperiodfollowingthe course
33 | Foundation verypositive marketingmaterials | completionto assesssuccessoftheintervention.
programmeor feedbackandhave
FutureBAME seenincreased Programmenarketed| Updatk: Advancec E prbgrammevaspromotedviaOD.Otherethnicityspecific
Leaders' female directto HoSshefore | developmenbpportunitiesverealsoadvertisedvithinrelevantfaculties(e.g.
representationn appraisalstrequest | opportunitiego learnaboutEPSR@undingtargetedat Blackresearchersvas
higheracademic theysharewith promotedviaEDLs andANSFacultyResearctbean).
gradegduringthis appropriateschool
period.Wehopethis | staff. Evidence of succes$\o staff approached OD for further information on the Adva|

programmecould
havea similarimpact.

HE or similar courses. Attendance at Aurora, with representation from BAME w(
continues from Kee(@ ABLE 70) and we note succes$ms beerseen in promotioof
bothBAME womesnd men at Keele

Future actionFAP 69 - FAP 73): will continue to promote programmes and
underline Keele support available.
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34

Offer
shadowing/observg
ilonopportunitiedor
BAMEstaffwho
attendleadership
development
programmes
(Auroraorh [ 2 q @
BAMEK 1J¢ T 1J1

ToenableBAMEstaff
to makeinformed
decisionsabout
possibleleadership
opportunities.

Askall Headsof
Schoolto identify
shadowing
opportunitiessecure
agreemenfrom
Deango allow
observatiorat Faculty
Executivésroups.

3 BAMEstaffmembersannuallyto participate.
Qualitativdfeedbackgainedromparticipantsto assessmpact.

Update Limitedactioncanbereportedandincludesstaffopportunitiedor observing
Senatg EDIObserversTABLE 57). Otheractionsarearrangednanindividualevel
andnocentralrecordkept.Auroramentoringcontinuesona 1:1basisaspartofthe
Aurorgprogrammendis organizectentrallythoughOD.AKeeleAurordeadership
networkhasbeenpromotedioall 2 | Y khnildiherswhoareinterestedns Y 0 1J|
leadershipandthis doesincludeBAMEnembership.

Evidence of succes£DI Observers on Senate reported this as being initially use
since some of them are now full members and EDI is embedded in all policy
considerations (through an EIA) their role may be less needed.

Data collation at school level for this type of activity has been problemaE&\P self
assessment section will determine whether there is a way to streamline this type
collation.
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PA

35

Ensureequitable
BAME
representationn
school
administrativeoles

Additional
administrativeoles
withinschools.e.g.
researcheads,
programmaedirectors,
etc.cancontribute
greatlyto promotions
success.

CurrentlyBAME
representations
unknown

Gatherdataon
ethnicityof current
postholders

Datafor 100%of administrativeolesis gatherecandanalysedOutcomeof analysis
to bereportedto the EDEGandactionsidentifiedandembedded.

Update Thereareawide rangeof administrativeolesusedin Schools So,amore
limitedset, of thosemostcommonlyin use havebeenanalysedSeeT ABLE 60.

Programmaelirectorrolesarenowbroadlyasexpectedrom BAMEcademic
representatiorof lecturerstaff.

Evidenceof success Actionstakento datehaveincludedthosein relationto
mentoringor promotion Otheractionswhichfocusonresearchvisibilityandsupport
forBAMEstaffare(FAP 74 & FAP 76) andmorebroadlysupportfor career
developmen (FAP 69 - FAP 73).

PA

36

Issuestrongsteerto
all Schoolgo
advertisdeadership
opportunitieswitha
positiveaction
statement
encouragindBAME
applicantsandto
statetermsof office.

Togiveall staffan
equalopportunityto
applyforcareer
enhancingositions
inatransparentvay.

CurrenthBAME
representatiorat
applicationand
appointmento such
rolesis unknown

AllIFEDGs to offer
exampleof email
advertisingeadership
opportunitiesall
SchoolEDIGroupgo
agenda
advertisemenand
decidehow
monitoringcanbe
undertaken

Atleast75%o0f Schoolgo haveinternallyadvertisedall keyleadershigositions with
termsof office,by2022andFEDGs to monitorapplicantsandsuccessrateshy
ethnicity.

Update Advertisingicademideadershipppportunitiess nowBAU Datais not
routinelycollatedonapplicantsandoftenthereareveryfew.

Evidenceof success:SchoolEDILsurveyindicatesthatthe 75%targetwasmetin
Schools
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Gatherandanalyse
recruitmentdatafor
bothactingupand
school
administrativeposts

Toassesdiversityof
applicantsand
equalitywithinthe
recruitmentprocess

Applicantdatais
gatheredat school
level

Datais analysedy
SchoolEDland
reportedto FEDG

Atleast75%o0f Schooldo havegatherecandassessedctingup/keyleadershipgoles.

Update Asforaction34,theseopportunitiesareadvertisedor academicstaffwithin
Schools

Evidenceof success:

In termsofformalinternalsecondmentno successcanbe shownbecauseheseare
rarelyused.Onlyffacademicshadaninternalsecondmenbverthe last5 years
(TABLE 69). Therewasno ethnicdiversityobservedn thesepostsbutgivenonlylthis
IS notunsurprising.

Inaddition we haveha?instancesof HoSpositionsrequiringnterimarrangements
andXFacultyEDL. ForoftheinterimHoSroles(i.e.jli%)a BAMEpplicantwas
successful.e. representatiomf.%,hxxxx
InternalHoSappointmentgnorinterim)haveshownno BAMEuccesseg TABLE

60).

PA

38

Toencouragehe
Promotions
Committeeto seek
inputto the process
fromamorediverse
rangeof external
assessore.g.
BlackFemale
ProfessordNetwork

Increasdliversityof
inputto the
promotiongpanel
withtheaimof
reducingBAME
candidate
inequalities

Guidancdo be
presentedo
PromotionReview
Committee.

Shorttermoutcome:morediverserangeof expertassessorcontacted
Longetermoutcometo reachtargetsasoutlinedin Promotionsactionl

Update Promotiorpanelguidancenasreviewedandupdated Aswellasaimingfor
greateriversityin reviewerdgor promotionto ProfessoandReaderywe haveremoved
the needto approachreviewersn the caseof promotionto SL(from22/23) andthus
reducethe chanceof externabias

Evidenceof success:BAMEstaffapplicationto, andsuccessn, promotionss
evidencedTABLE 44 - TABLE 47, FIGURE 46, FIGURE 47), in particularat SLlevel.

142



Updated Race Equality Charter
Silver Application Form

DeveloEDI Lowenrepresentation| EDIstatement Reductiorof differencein BAME/NoBAMEubmittedratesto be reducedoy50%in
PA| statementsaaspart | of BAMEtaffatboth |requiremenisraised | RERR2021 Equalityof eligibleandsuccessstagesbynextRER2028.
P: | ofthe Unitof REFeligibleand withintherelevant

39 | Assessment successstages REMplanninggroup | Update EDIstatementscoveringREFenvironmentwereproduced.
environment
statementsr Eligibilityfor REF Evidenceof success:ourfinal EIAfor RER2021foundthat, asa proportionof ourtotal
monitoredonthe 2014waslower academicstaff, BAMEtaffweremorelikelyto be submittedto RERhannon-BAME
UoAlevel. amongBAME43.3%) staff. BAMBvomenweremostlikely to be submitted followedbynonBAMEnen,
comparedo non thenbyBAMEnen.Therevasa smalldifferencein numberof outputs(BAMHE..8and
BAMEG66.9% staff. nonBAME2.0onaverage).
Likewise,
submissionavere DatabelowareextractedromourRER2021EIAindicatingsignificantresponsibilityfor
loweramongBAME research(SRFRJ usedto determinevhowassubmittedto REF.
(27.8%)omparedo
non-BAME38.8%)
staff. Takertogether, Female Male =
the percentagef ﬁ
eligiblestaff m = g
submittedwaslower w = w = £
s < s < o
amongBAMEstaff = 'E = 'E
(51.3%)comparedo Row Lahals @ S @ S
gtoar];l-BAME’SS%) SRFR 82.1% 57.2% 72.7% 79.6% 71.3%
Mo SRFR 17.9% 42.8% 27.3% 20.4% 28.7%
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EmbedEDI Lowerrepresentation| EDITraining Reductiorof differencein BAME/NoBAMEubmittedratesto be reducedby50%in
PA| considerations of BAMEstaffatboth | specificallytailoredto | RER2021 Equalityof eligibleandsuccessstageshynextRER2028.
P: | withintheREFCode | REFeligibleand REFRs developednd
40 | of Practice successstages deliveredo allREF | Update
decisionmakers Actiors takenincluded:
I. EDltrainingprovidedorthoseresponsibldor REF,
Aprotected ii. Mockexercisesor REFwerecarriedoutandimpacton EDIreviewed
characteristic iii. AnEDIstatementandB Awereproduced.
analysisof
eligible/submitted | Evidenceof success:Seeactionabove.
staffis undertaken
Develogaculty Wealreadyprovide | Annuaworkshogn | Anaveragef20%BAMEttendeego signup annuallyforeachCareermplanning
PA| basedEarlycareer | promotionworkshops eachFaculty. workshoppositivefeedbackiromworkshopevaluations.
P: | workshopon to SL/ STR.Reader/
41 | careermlanningo | Chair. Longtermoutcome:helpsachievefutureincreaseBAMEBtaffapplyingor promotion
augmenthe to SL/STF/SRF
institutional Aworkshoponcareer
workshopsve planningat early Update:Facultylevelactionhasbeensporadicand,whilstattendeessaluedthe
alreadyrunon stagecouldcover FacultylevelapproachjssueswerealsoraisedaboutconsistencyHence mostwork
promotionto SL/STH issuessuchas hasbeencentralizedwith:
andChair. prioritisingtime i. thedevelopmenofthe KDA
managementand ii. ongoing<eelePromotionworkshopsith earlycareeracademicsalsoencouraged
otherEarlyCareer to attendin orderto receiveadviceon careerbuilding.
(EC)issues.

Evidenceof success:
BAMEstaffapplicationto, andsuccessn, promotionss evidencedTABLE 44 -
TABLE 47, FIGURE 46, FIGURE 47), in particularat SLlevel.

InthelasttwoyearsUniversitypromotionworkshophasbeenl1/3“ BAMEi.e. higher
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thanacademicstaffrepresentationfTABLE 48). TheFNSE&Rearlycareerworkshop
(2023)wasjeoBAMEagainabovethat expectedromcohort.

PA

42

Evaluate
Humanities
postdoctoral
fellowshipscheme

Evaluatescheme
whichprovides
accessto key
facilitiesofthe
Universitye.qg.
library,email
account)for
postgraduates$orup
to 2yearsafterthey
graduateassisting
thetransitionfrom
educationo
employmentallowing
themto publish
throughKeeleand
buildtheirnetworks.

GatherdataonBAME
participationand
employment
outcomes

Monitorschemeattendanceio ensureBAMEepresentatiomlignswith postgraduate
BAMBpopulation.

Evaluateemploymentlatafor schemeparticipantsto ensureBAMEmMployment
levelsalignto NonBAME

Whereissuesof underrepresentations evidentdevelopanactionplanto achieve
parity.

Update TheFHumS$ostdoctoraschemewasavailableto all. Hence aligningwith
the population Howeverthe costof providingemailaddressesandITsupportfor
theseexstudentscombinedwith concernsoveradditionalsecurityriskhasmeantthis
actionhadto bediscontinued
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Providecareer
development
opportunitiedor
earlycareer
research(and
teachingocused)
staff

Ensuresquitable
supportis offeredto
all BAMEstaffwithin
research(and
teaching)areer
pathways

Investigatdurtherthe
experience®f BAME
research(and
teachingfocused
staffbydefiningthe
rolewithinthe next
REGstaffsurvey.

Analyseesponses
fromresearchiand
teachingfocused
staffanddevelop
targetedactionplan

ActionPlanis formulatedto supportcareerdevelopmenbfresearchergandteaching
focusedstaff)

Update

() TheKDAwasdevelopedo supportPGRstudents& ECRs

(i Acareempathwaywasdevelopedor staffwhofocusonscholarshipwithmost
TeachindrellowsandsomeE&Recturerstranslatingo E&S_ectures

(i) Aquestionwasformulatedon careeroute (E&Sf E&RWwithinthe ASsurvey.

Evidenceof success:
Actiors wereformulatedandexecutedasabove.

TheKDAoffersarangeof careerdevelopmentvorkshopsandBAMEepresentations
atleastrepresentativef PGRandresearchactiveearlycareerstaff.

InAHumSSEIAshavebeencompletedandthereis noindicationof anyunder
representatiorof BAMEtaffin metricssuchasinternalgrantapplicationor fundingor
researcHeave OurFAForingsotherfacultiesinto this activity.

TheASsurveyfoundthattherewasno differencebetweerBAMEndWhite
respondensatisfactionof equityin E&SandE&Rcareerswith freetextcomments
indicatingthat somerespondentshoughtthe E&Soutewaseasierandothersthe
reversgoratleastthatit waseasierto demonstrateE&Rcareersuccessthrough
metrics).
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PA

44

Itisacknowledged
thatopportunities
priorto promotion,
researcheave,
conferencedunding,
etc.canhavean
impacton
promotion
readinessand
succesgates.
Thereforeyptakeof
suchactivities
shouldbe
monitoredoy
ethnicityandaction
takento ensure
equalityof access.

TheUniversitydoes
nothavesystemsn
placeto either
formallypromoteand
allocatesuch
opportunitieso
ensuretransparency
andequitable
opportunityfor BAME
staff

Theschoolof
midwiferyandnursing
(SNAMhavea
systemin placeas
partoftheirAthena
SWANthissystem
shouldbe promoted
withinall schools,via
EDIChampionsasan
exampleof best
practice

Asystemof monitoringof profile-raisingopportunitiesundertakerby staffis shared
withall schoolsthat meetsthe needto monitoraccessto profileraisingopportunities
analysedyethnicity.

50%o0f schoolshaveimplementedhe suggestear similarsystemof monitoring.

Wherethe analysisshowsanyinequalityin accessto profileraisingopportunitiesat
least3 actionswill be putin placeto addresgheissues.

Update GoodpracticefromSNAMvassharedviaEDILg0 otherSchools.

Evidenceof success Theinitial targetof 50%of schoolshavngimplementedsimilar
practiceto the SNAMvasmet(asevidencedythe SEDIIsurvey. However,Schools
donotholddataon staffethnicity(thisis heldin HRonly)andsharings problematic
wherenumbersaresmall. Hence quantitativeequalityanalysisvasnotenabled.
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Sectionb

Re| Action Rationale Milestones SuccessCriteria, Outcome& Updates
f

Objectivel0: Ensurehatthe proportionof PSS BAMEandidatesat the applicationstageremainsconsistentat shortlistingandappointmenstagesby 2034
Shortlistingstagereviewedagainst3 yearlytargetsof:
Current:8.6%

2022:9.3%

2025:10.0%

2028:10.8%

2031:11.5%

2034:12.3%

Appointmenstagereviewedgainst3 yearlytargetsof:
Current4.9%

2022:6.4%

2025:7.9%

2028:9.3%

2031:10.8%

2034:12.3%
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PA

45

Diversificatiorof
recruitmentpanels,
howevergiventhe
smallpopulationof
BAMBP S Sstaff,
involvemenof
academicstaffor
studentofficers(for
studentfacingroles)
will beconsidered.
Prioritisefor grade
8+PSSolesand
dueto lowestBAME
representatiorand
greatesteductionin
BAME
representation
throughout
recruitmentstages

WhilstKeeleattracts
alevelof candidates
inlinewithlocal
demographicsthe
shortlistingand
succesgatesfor
BAMEandidatess
low.

Amendedganelready
reckoner

Poolof BAME
recruitmentpanel
membersbeing
contacted

Reportingn
recruitmentpanels
established

Reportingonrecruitmentpanelspresentedcannualto EDSG

AllBAMEstaffwithinthe poolreportthattheyarebeingcontactedbyrecruitment
managergo joinpanels

30%of panelshaveBAMEepresentationraisingto 50%for grade8+job panels
Shortlistingandappointmentargetsareachieved

Update Thisactionwasupdatedto: /b A 1J ZrdRidisnentpanelguidancewhich
includesrequirementorthe COO(whohasresponsibilityfor EDloversight}o chairall
PSanelsforG9and¢ H Y 2A&iHOimitial actionwouldhaveoverburdenea very
smallnumberof staff.

Evidenceof success:Progresss seenin BAMBPSSecruitment(TABLE 51 - TABLE
55, FIGURE 60 & FIGURE 61)

Therds alsoincreasindBAMEepresentatioronrecruitmentpanek by ethnicity
(TABLE 56) withanindicationthatgreateBAMEBpanelrepresentatioris linkedto
greatersuccessbyBAMEandidatesHoweverwenotethatthis maynotbe causative
andmayjustreflectthatthetwohavebothincreasedn recentyears BAME
representatioron panelsis nowbroadlyrepresentativef PSS
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46

Trialananonymised
applicationprocess
in SASsandMACfor
lyear(identifiedas
keydepartments
with studentfacing,
supportand
recruitment
responsibilities).

WhilstKeeleattracts
alevelof candidates
inlinewithlocal
demographicsthe
shortlistingand
successratesfor
BAMEandidatess
low. Wewouldliketo
reviewthe impactof
anonymised
applicationsonthe
shortlistingrates

KeelePeople
amendedsothat
anonymised
applicationscanbe
sentto SASandMAC
aspartofthetrial.

Reviewdataand
impactof
anonymised
applicationsand
reportto EDSG

Ifthe dataanalysisshowsthatthereis anincreasen shortlistingratesof BAME
applicants EDBEGrecommendheroll outof anonymise@pplicationsorall PSS
roles.

Ifthisactiondoesnotyieldthe desiredoutcome furtheractionswill be devised

Update Thisactionwasdelayedasissueswerefoundinimplementatiorof
anonymizatiothroughour HRdatamanagemensystemanda moremanual
interventiorwasrequiredwhichin turnrequiredobtainingnternalfundingto over
additionalstaffcosts.Hence applicationanonymizatiommasbeenconductedsince
Spring20240nly.

Evidenceof success notyetavailabledueto delaysin commencingactionand
insufficientdataavailable
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Re| Action Rationale Milestones SuccessCriteria, Outcome& Updates
f

Objectivell:Increaseprofessionak Supportstaff BAMEepresentationwithinseniorgradego 10.3%(UKHESectorBAMEBstaffpopulation)y2034Reviewed
against3 yearlytargets:

Current:1.2%

2022:1.8%

2025:3.0%

2028:4.8%

2031:7.2%

2034:10.3%

Action47 - 48: Professiona& SupportStaffoy Grade Action49: Professionaandsupportstaffcareerdevelopment

Technicians ToensurethatBAME | Technician$teering | REGandInclusionto beanagendatemat a Technician$Steeringsroupmeeting.
PA| commitment techniciansare Groupto consider Specificactionsto enhancanclusivityagreedandfeaturein the Technician
P: | ensureequalityof | activelyincludedin howtheycanensure | CommitmentsubmissiordueJune2020
47 | accessand theagreednitiatives | thatactivitiesarefully
participation to supportcareer inclusive. Update EDITeanstaffled EDIsessiorsatN 1J £ 6 U Rdnferénde@hdprofessional
developmentor serviceconferencs (July2019andlater).
Technicabtaff
Evidenceof success feedbackwaspositiveandhasresultedin furtherengagement
with EDlasnotedbelow.
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48

PS3Networkevents,
careerdevelopment
workshopspther
events ensure
equalityof accessand
participation

Toensurethat BAME
PSSreactively
includedin the
initiativesto support
careerdevelopment
for PSS

Networkorganising
groupto consider
howtheycanensure
thatactivitiesarefully
inclusive.

RECandInclusionto beanagendatemat a NetworkOrganisingsroupmeeting.
Specificactionsto enhancenclusivityidentifiedandagreedandfeaturein the next
PSSonference.

Update
1) ASOed asessionon EDI(includingraceequality)at PSSetworkpriorto routine
twiceannualPSSonferences.
i) PSS onferencesheldsince2019 havehadEDirelatedtalks
- Staffnetworkmembershavespokenon EDlissuesandindividualshaveshown
themselvedo berole-models.
- Atleastoneinvitedguestcoveredhediversitybusinesscasein histalk
(keynotdromexternakonsultancy)
iil) PSSConference023ledto agreedKeelePSS/alues& Behaviourswhichincludes
rWeinsiston honestyjnclusionandrespectforeachotherin all thatwel Y ws
iv) Thethemeof the July2024PSSConferences /b E hudnRlaplor@and7 13 G Y U,N F
witharangeof internalandexternakpeakers.

Evidenceof success increasingengagemenvf PSSn EDIis evidencedasshownby
actionsandPSSEDIG@G visibleto all staffthrougha dedicatedntranetpage,
advertisedhroughinternalcommunicationgmail

PA

49

Identifyinternal
recruitment
candidatesand
thereforebeableto
reporton
professionak&
supportstaff
internalrecruitment

Tomonitorinternal
promotionsasaroute
forcareer
developmenand
analysesqualityof
BAMEstaff

Specifyand
implement
amendmentgo the
HRsystem.

ReporonPSS
internalpromotions
totheEDIS

AnnuakeportingoninternalPSSecruitmentn place.
Actionsidentifiedanddocumentedasedon analysisof data.

Aimfor BAMEepresentatiomn linewithinitial applicationthroughouinternal
recruitmentstages.

Updat: Limitedprocessingfinternalcandidatesdlatahasbeenconducted.Insteada
focusonidentifyingorogressionwhichfor PSSs largelythroughinternalreporting,
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hasbeentaken

Evidenceof success analysisofthe lastthreecompletepayperiods(20201 2021,
202112022and20222023 datesasgovernedyGendePayGapreportingforour
EthnicityPayGapandEthnicityEqualPayAudit foundthat4%of PSSvhoprogessed
(andhadgivenan ethnicity) wereBAMEincludnganyPSSn postonbothcensus
dateswhoprogressedip onegradeor more(fromgrades2 to 9) orjoinedthe spine
fromanoperationatole orwasrezonedvithinagradelOrole). Representatiors
broadlyasexpectedromoveralBAMBPSSepresentationgonsideringncreasing
trendto representatiomndnumberof staffin lowestpaidoperationaloles,who
historically infrequentlyprogresso highergrades.

Futureactions: defineclearersetofreportsto addvalueto ourpaygapreportsand
addcareersupportactionsforall PSSolesandgrades.

PA

50

Analyseall
temporaryActing
Upappointments
andensurethese
areinternally
advertised.

Wehavealready
issuedguidancehat
temporarypositions
shouldnormallybe
advertisedyewishto
makesurethis
happenssoasto give
all staffanequal
opportunityto apply
forcareerenhancing
positionsina
transparentvay.

Reportannuallyhow
manyActingup
appointmentdave
occurredandwhat
proportionhavebeen
advertised.

Revievapplication
anduptakeof BAME
staffcomparedo
NonBAME

Atleast75%o0f ActingUppositionsareinternallyadvertisecby2019.

Consistencyf BAMEepresentationhroughoutpplication shortlistingandsuccess
rateis evidentfromthedata.

Update HRscrutiniseall roleswhichleadto contractvariationsHoweverdepending
onrole,PSYobsmaynotbe advertiseutsideof localareaand,hence wearenot
fully ableto measureconsistencyof representatiothroughouthe process.

Evidenceof success cannotbe shown-thosePSShotedasbeingoninternal
secondmen{TABLE 69)wereall nonBAME
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51

Promotiorofthe
AdvanceHE's
‘Leadership
Foundation
programmeor
FutureBAME
Leadersand/or
wideropen
leadershigraining

Wehavepromoted

h e Ifordandémber
ofyears havehad
verypositive
feedbackandhave
seenincreased
female
representationn
higheracademic
gradeduringthis
period.Wehopethis
programmesould
havea similarimpact.

Programmeromoted
in Organisation
Development
marketingnaterials

Programmenarketed
directto Headsof
SchoolandULG
beforeappraisals
witharequestthat
theysharewith
appropriatestaffin
theirschool.

3 membersof BAMEtaffenrolledontoprogramme
FeedbacKromparticipantsreviewedo informfuture promotionof the programme

Succesfattendeess measuredvera 3 yearperiodfollowingthe course
completionto assesssuccessoftheintervention

Update Advancec E prbgrammevaspromotedviaOD.Otherethnicityspecific
developmenbpportunitiesverealsoadvertisedvithinrelevantfaculties(e.qg.
opportunitiego learnaboutEPSR@undingtargetedat Blackresearchersvas
promotedviaEDILsandFacultyResearctibean).

Evidence of succes$o staff approached OD for further information on the Adval
HE or similar courseAttendance at Aurot@as had good peesentation from BAME
women(TABLE 70).

Futureaction (FAP 69 - FAP 73): will continueto promoteprogrammesnd
underlineKeelesupportavailable.

PA

52

Offer
shadowing/observg
ionopportunitiesor
BAMEstaffwho
attendleadership
development
programmes
(Auroraor Future
BAMK IJ¢ T 1J1

ToenableBAMEstaff
to makeinformed
decisionsabout
possibleleadership
opportunities.

Askall Headsof
SchoolandDirectors
to identifyshadowing
opportunitiessecure
agreemenfrom
Deango allow
observatiorat Faculty
Executivésroups.

2 BAMEstaffmembersannuallyto participate.
Qualitativefeedbaclkgainedio assessmpact.

Update Limitedactioncanbereportedandincludesstaffopportunitiedor observing
Senatg EDIObservers)TABLE 57]. Otheractionsarearrangednanindividualevel
andnocentralrecordkept.Auroramentoringcontinuesona 1:1 basisaspartofthe
Aurorgprogrammaendis organizeatentrallythoughOD.AKeeleAurordeadership
networkhasbeenpromotedioall 2 | Y kntldiherswhoareinterestedns Y G 1J |
leadershipandthis doesincludeBAMEnembership.
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Evidence of succes©nly one of the EDI Observers on Senate \Ba@R$had not
completed Aurora osimilar programmene BAMEuroraPSSarticipant has
successfully progresslher career at Keele receiving promdtioough job
application

Data collation at departmental and school level for this type of activity has been
problematic: our FAP salfsessment section will determine whether there is a wa
streamline data collation

PA

53

Ensuresquitable
BAME
representationn
departmental
committees

Attendanceat
committeescan
contributeto career
development

CurrentlyBAME
representatiorns
unknown

Alldepartment
committeesto
undertake
assessmenbftheir
maincommitteesand
BAMEepresentation

Committeechairsare
providedwith
guidanceto consider
equalityissueswhen
appointingnembers
andto followanopen
andtransparent
systemof
membership

SchoolEDIGroups/eachdirectorateto identifyrelevantcommitteesandmonitor
membershiyethnicity.

Evaluateannuallyto monitorincreasen BAMEepresentatiomncommitteesto
mirrorBAMBpopulation(currently3%andincreasingn line with populationtargets)

Update

SchoolandFaculty ©@mmittees

Except foEDIGswhich follow clear guidance as part ofrtlierms of Referende$SS
involvement ischool Committeeis by role (note takeasadministrative gradeas
School Executive Teamembers foM&Sstaffand as members of Health & Safety
Groups for technical stafDirectorates do not have committees beyond thbse
University level but have senior team meetings etc.

Evidence of succes$SEDIG membershgrrossbothschools and PSSEERHLt ca.
.%,broadly represent8AME PSS staff representatidtimer committee membershi|
is by role and, so reflectivepoktholders.
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Section9: Additionalinformation

Ref. | Action Rationale| Mileston | SuccessCriteria, Outcome& Updates
es
Tocontinue| To Alecture | Toholdoneheadlineecturewhichwill be of broadappeatto the generapublic,aswellasstaffandstudents
PAP: | theRace |continue |series atthe Universityof Keeleandonerelevantventfromeachfacultyperacademicyear
54 Equality |to program
lecture promote | meis Update Actionwastakento delivera seriesof raceequalitylecturesfromOctober2017to May2022
seriesin antr develope | Followedoyamoveto embedraceequalityin ourhighprofile GlobalChallengefGC)lecturesseriesto
subsequen| racist dand ensureissuesofracewerenot marginalizedvithina separatgprogrammebut broughtafocusof our
tacademic|dialogue | communi | mainstreanwork(BAMEinternationabndEqualitiestaffareonlectureseriesworkinggroupasis
yearsand cated representatioriromall Faculties).
engagall eachyear
facultiesin Evidenceof success Somekeylecturesarehighlightedn Appendixs. Wemarkthis asgreenbut notethat
thedelivery frequencyandstipulationof 1 perFacultywasexceededn earlieryearsbut requiredirequencyessenednore
ofthe recentlyin favourof embeddingnto mainstreantGCseries.
series.
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Tosupport | Wewish | Implemen| Update NEWACTION
PAP: | lowerpaid |topayall |t
55 staff, staffthe | Voluntary| Actionwastakento paythe voluntanlivingWagefor all employeesrom 15t Januarp023
wherefor | voluntary | living
PSSBAME]| living wagefor | Evidenceof Success:anuplift wasseenin the lowestpaidsalaries whichwasparticularlyimpactfulfor our
represental wage allstaff | lowestpaidstaff(e.g.domesticassistantsvhereBAMEepresentations highes}. Wehavenotyetseena
ionis Thismay decreasan turnoverbutthereis insufficienttime sinceimplementatiorto measure.
highest inthe
(bothfor longterm Additionaimeasuresverealsoputin placeto reducefinancialburdencausedbythe cost-of-living crisis
substantive reduced includingsubsidizedusfaresandcampusfoodandprovisionof financialadvice.
staffand | turnover
casualst | from
thelatter | domestic
oftenbeing | assistant
student roles.
ambassad
ors)
Toincrease| BAME Reduce |Update NEWACTION
PAP: | senseof staffare |academic
56 belonging | dispropor | probation| Action:wassuccessfulljtakento reduceacademigprobationfromthreeyearsto ninemonths
andjob tionately | period
securityfor | innew from Evidenceof Success processhasbeenimplementedand dueto relativeoverrepresentatiorof BAMEstaffin
new academic| three earliercareermoles,this hasbenefittedthis staffgroup.
academic |staffroles|years
staff.
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Objective 12Undertake further analysis of admissions data to support a reductitinerpercentage point difference between the offer rate & the average
rate for BAME students to zero by 2039 in line with attainment gap targets

PA
P:
57

Unconscious
Bias in
admissions
training for all
staff who
have Level 1
decision
making
responsibility
in the
admissions
process
bothcentralis
ed&within

schools

To support
best practice
in the
admissions
process

Specific admissions
training is developed (an
existing online training
course admissions in
pharmacyexists which
could beused as a
foundation)

Faceto-face training is
developed or suitable
external training package
identified

Training programme in place & 100% of Level 1 admission decision makers have coni
training
Training feedback shows at least 75% of attendees feel more able to actively consider
issues & potential UB in admissions

Update:Initially a focus was on training these staff with bespoke and locally arranged t
Since Nov 202RiasAwarenessodulewast ¢ U1 ¢ a 1J T efhadlftballidtéffo k + H

Evidence oBuccess 77.2%6 ofall substantivetaffhavecompletedthe Bias Awareness
course Feedbaclon training isptional but, where given, has been posaiemet aim of
supporting all involved in admissions protesxctively consider EDI and potemtrgdact of
UB
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PA

58

Unconscious
Bias in
admissions
guidance
produced for
all staff who
have Level 2
occasional
involvement
in the
admissions
decision
making both
centralised®
within
schools

To support
best practice
in the
admissions
process

A guidance documeét
additional online training is
developed for Level 2
admissions staff

Guidance document included in induction pack for 100% new staff
Level 1 Training made available for those who wish to develop awareness, aim for 25§
2 staff

Update:As action 5 (above) training mandated for all from Nov 2022.

Evidence oBuccess 77.2% of all substantigtaffhavecompletecthe Bias Awareness
course.
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59

Unconscious
Bias in
admissions
guidance
produced for
all staff who
have Level 3
wider
admissions
process
involvement,
e.g. clearing
call centre
operatives,
openday/
offer holder
day
ambassadors

To support
best practice
in the
admissions
process

Specific online training OR
training/guidance to be
included in existing clearin
call centre/open day
training

100% of staff involved in cleardxgfudent ambassadors in open days have received this
guidance

Update:Action completed and target met

Evidence of Succes®edicatedraining slidand adl student ambassadoraust betrained,
or they will not be allocated work
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PA

60

Investigate
admissions
data analysis
UCAS tariff
points vs
Offer at
Faculty level
byethnicity
(and gender)

Identify
differences in
potential bias
within the
admission
process&
develop
faculty
specific
actions

Students Admissions tean,
to further analyse UCAS
offer data at Faculty level

Report for each faculty produced & considered at Faculty Learning & Teaching Comm|
specific actiondentification. 3 actions develop&dkmbedded in each faculty

Update:UCAS data on a university level, indicated that the offer/applicant ratio is lowel
BAME students, when taking predicted grades into account (but not interviews nor suk
specific exams e.g. those for Medicine). The offer/applicant ratio wasatgtsgaificantly
lower for Asian students in 2q18 %pts§& Black student®/5%pts)in 2021(FIGURE 88)

Evidence of Success:

No issues were found in FHUmSS or(FNSE 85), as expected from the standard offer
process, which is based on predicted or actual grades for all subjects, except Veterina
Surgery, whicis new but to date shows issues in application to offer conversion for BAI
applicants(not shown but 91% offer rate for BAME and 82&HBAME for the three years
2020/2112022/23)

FMHS had a lower offer/applicant ratio for BAME appliCants 85). Despite this, on
average subjectsowhave representation of BAME students above that expected from t
population Action taken included te&aff Bias Awareness trainangdsubjectspecific

actions including EDI information for applicants (in Physiotherapiyiued work with
initiatives such aSteps2Medicinewhich gives guidance on the UCAT examigation
interviewsand in Nursing & Midwifery opening up new routestegstation nursing.
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Investigate | Gather data t¢ Quantitative analysis of | Report considered at Faculty Learning & Teaching Committees for specific action
PA [ further the support entry qualification&their | identification.
P: | relationship [ further work | relationship to student
61 | between offer| to reduce progressio& attainment | Update:Data analysis found ficst-degreeaward gap in terms of good degrees by ethnici
tariff & attainment conducted. Provide Red, | those with higher-level grade€ntrants with either loweddével grades or other entry
student gaps Amber, Green ratings for | qualifications, e.g. Btecs, have an award gap by etlinicity= 102). Additionally, a greater
progressiom each faculty to guide proportion of BAME students enter Keele with leleeeligrades or other qualifications tha
attainment discussion nonBAMEstudents(TABLE 103). Data has not been divided by Faculty as numbers are
when subdivided by Aevel grades and other qualifications on entry to tdityvéHowever,
overall attainment issues are known by faculty and School
Evidence of Success: suite of student suppadtionshasbeen taken to date and further g
detailed in our FAP priority 1.
Ref | Planned Rationale Key Outputs Milestones | Success Criterig& Outcome & Updates
Action /
Objective

Objective 13: Investigate BAME representation at local i&weéntify specific actions
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PA

62

The
undergraduat
e student datg
shows a
higher than
sector
benchmark
BAMEtudent
population in
all three
Faculties,
therefore
further
investigation
at school leve
will be
undertaken to
assess
potential local
areas of
underreprese
ntation

To ensure
BAME
representatio
n across all
schools

School level data is
gathered® analysed by
each school EDI committe
School level actions are
developed

Further informationmrBBAME population at school levgjathered & 3 actions feach school
with lower than UK HE sector benchmarks are idestgimtbeddel.

Update:In2019, detailed education datasetsre first routinely preparég ethnicity& other
factors covering representation, continuation, completion, attainment (including by mo
andprovided to Schoalsvith é@tacontributing téAnnual Programme Reviews.

Evidence of Succesgireas which formerly had low BAME represent&tibodls of Allied
Health Professiona&Nursing& Midwiferynow have representation @t aboveage
adjustedpopulation Nursing has introduced a new-pegistration route (degree entry, whig
has high BAME representation) but even without this course BAME representatiam in |
nursing hagcreasedFIGURE 78); SAHPRas added new courses with Radiography havit
high BAME representation relative to population. Physiotherapy is now better benchm
not below sector, and has increasing BAME represeitatiorie 79). Some of this succes
is attributed to new clinical practice measures (related to undress/touch) and descriptic
how the School works to address issues relating to #éimislinant informatiorStudent
testimonialstates/B the continuously expanding diversity among staff and cohort mem
has been empowering and condadn creating an inclusive environment

The new HK Vet School has acted at the outset to encourage BAME student represern
(lower tariff scoref competitorswork with a BAME vets organisatBwjilstrepresentation
in their subjectibelowageadjusted populatiorepresentationit ismarginally aboveubject
benchmark.

Chemistryat Keele, isot belowsector(TABLE 76 - TABLE 77), buthasa Royal Society of
961WGRY ql ! Hna Ul UT Hm~Rt +t RUNHEGUAWUqt wHGI
and cultural barriers to academic chemistry, which, nationally, has beladjasied
population representation of BAME students and academics.
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Continue to

To celebrate

Annual diversity calendar

Continual revision & production of calendar, increasing awareness of cultural events.

PA | build on a the diversity | populated Events are widg Increase percentage of students attending key events witki& Bther relevant race event
P: | calendar of | of Keele, communicated
63 [ events reduce Update:Initially a print & electronic (P@IRJersitycalendar was produced. Following staff
throughout | potential Establish baseline of feedback, in June 2021 this was embedded in an Outlook calendar for ease dftsharing
the University| racial tension | attendance at key events.| diversity calendar is used by Campaigns & Events group to inform actoctidmatedy
to showcase theResidence Life Teamnd can be accessed by all staff
&share Review improvement in
awareness of following year. Evidence of SuccesStudent attendance at BHM events (films, book clubs, invited spej
other cultural events) has remained relatively low following COVID. However, events are cle
cultures. communicated & there is strong & increasingealigagement. The BHM webpages in 2
got 71 views, this increased to 359 in 2022 & 696 in 2023. On social media, & as in 2
Monitoring 2022, the top performing posts were not exadated but linked to the student BHM blog,
event which was the highest performingdgnt blog of the year (249 views). Diversity festival
attendance attendance increased from an estimated 200 in 2022 to 500 in 2023.
Religioarelated events include a Grand Iftar, new since 2022, & a(sandaBC artic)e
(both with freely provided food & sold out annually) & a Holocaust memorial event (20
which involved members of both religious communities & others.
Ref | Planned Rationale Key Outputs Milestones | Success Criterid& Outcome& Updates
Action /
Objective

Objective 14: Increase BAME UK student progression rate to align wHBAME studentCurrent: 89.5% BAME progression rate

20192022: 89.9%
20222025: 90.4%
20252028: 91.2%
20282031: 92.4% (NeBAME progression rate target)
2031-2034: 93.8%
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PA

64

Gather more
detailed
qualitative
data,
including
reasons, for
non-
progressiom
analyse by
ethnicity

Gain a deepe|
understaneh
gof reasons
for leaving the
university

Exit interviews analysed b
keygroups (including
ethnicity)& reasons for
leaving analysed. Analyse
uptake of faceo-face exit
interview by ethnicity
update process to enable
choice of interviewer
(including students union
representatives or ASK)

Ensure exit interview
guestionnaires are
designed to include
guestobns regarding
inclusivity& culture at
Keele.

Assess the percentage of students leaving who engage in the exit interview process, ¢
BAME & Non BAME populations.

Aim to reach comparable percentage of BAME-BAWMIE student participation.

Develop a targeted approach for groups less likely to engage.

Update:A student withdrawal report, by ethni&ibther factors, is generated annuélly
reported td~acultyEducation Committesby the SESO teabata(TABLE 92)indicatesthat,
for UG students, reasons linked to academic issues are more significant amongst BAN
leavers. 41% of BAME UG Home leavers cf. 26% qiélitete2018.9-2022/23 (who are
more likely to leave for personal reaséihj)s difference is largely unchanged on the
preceding>-yearperiod.

Evidence of SuccesStudent Services invite withdrawshgdents ta virtual meeting to
understand leaving reasofisliscuss options such as an LOA or course change. Proacti
action is now taken (as a result of work on withdrawal) for students at risk of academia
withPilot Interim Progress Reviéanieetings with their School & support measures ofter
be assed in oUWARP

BAME (including international) student-ogpresentation in academic misconduct cases
led to (i) an Sl&d study of international BAME student experiences (1-3tsectired
interviewsX: (ii) an externally commissioned review of issues (SUMS consulting).
addresgsrecommendations
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PA

65

Ensure
consistent
support from
personal
tutors for all
students to
support
attainment

BAME
students,
particularly
international
students,
report
uncertainty of
personal tutor
protocol&
inconsistency
in application

Ensure all personal tutors
receive guidance each ne
semester

Reminder to all students t(
meet with personal tutors
first 4 weeks of each
semester. Include issues ¢
BAME student grading
perceptions (Action 87)

100% of personal tutors & students receive a guidance reanmueease in BAME studen
satisfaction with support from personal tutors is evidenced in student survey & further

gualitative focus groups Sep 2020

75% of personal tutors receive cultural awareness tralfiggp of feedback from the traini
shows feedback that staff are more informed & equipped to deal with potential uncons
bias.

Update:

Guidance reminder is sent annuallgwever,raining given asBias Awareness, which
included microaggressions based on race (and cliagacteristics) rathehandeeper
m9eailiaqel ¢iH 5 (deohpdtionkaed. c RURUN W

In 2022, following a student and staff informed review, personal tutors roles were
disestablished & replaced with, Academic Mentor (AM) roles with a clearer remit & ove
from Senior Academic Mentors (SAMs), who have enhanced training & responsibilitie
Reminders about academic mentoring expectations, including requirements to meet, g
formalised in policy & sent annually from Faculty Education Deans downwards. Additig
new in the period, were Student Experience & Support Officers (SESOs Suhserdsi but
managed centrally in Student Services to create a robust & holistic approach to welfar
support. AMs, SAMs & SESOs work together to support students.

Evidence of SuccesdSS shows a recg023)slightimprovement in Asian student
satisfaction with teaching supp¢riasLE 32). NB: Black students give more positive
responses at Keele, & elsewhere.

Future actionThe My Keele Journey dashboard was avdilaime0220 informthe
Academidvientok t Ht aVEeBngdupipke idogged, alongside other engagement
measures&reported through schools via SAFaculty Education Committe&seported
bi-annually to University Education CommitigA. will now be enabled in our FAP.
More irdepth cultural awareness training will be given.
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PA | All student To develop ar| Cultural awareness trainin[f 75% obtudentfacing support staféceive cultural awareness trainih@0% of feedback fro
P: | facing staff to| inclusive is developed for all staff | the training shows that staff are more informed & equipped to deal with potential uncot
66 | receive culture& either online of face to fac{ bias.
training on improved as identified through a full
cultural experiences | training needs analysis Update A focus on key support roles and those who provide onward treacedetoicstaff
awareness, | for BAME was given witBtudent Support, RieentsLife, KIITE Reel&SU received race equality trainil
particularly in | students all by May 2021Biven by our Race Equality OffRemadan awarenesiginingsessiors have
relation to resulting in also beerdeliveredo our stafbyOrganisational Development and our Muslim Chaplain s
BAME studen| increases 2020.
experiences | progression
rates& Evidence of Succesface equality training received in peesth additionally97.6% of
attainment Student Services staff have completed Botlity in the Workplace & Bias Awareness trair
as of17/10/2023
PA | University to | Increase Training is developed in th] 100% of student society chairs (or named representative) have received relevant train
P: | partner with | engagement | form offace to fac&online
67 | Students of BAME Update Initially delivered by oREQin Nov 202(Society CommitteegDec 2020 (SU
Union/KPA to| students with Officers)& August 2021 (on election of newCBfiters). A online tudent module was then
provide societies developed launched Sep 2021.The online module remains avai&aeiety Committees
inclusivity are encouraged to take tinaining,but it is nbmandated.
training&
cultural Training for student committee members is@ddivered in partnership with Support
awareness fo Staffordshire (hybrid training) with EDI included in the package, most recently session
societies& delivered in 16/11/2&29/11/23.
clubs

Evidence of Succes$&iven the training is not mandated we cannot say 100% of Chairs
the trainingand do not have training data for théd@&donsider that much work has gone if
engage SU Societies.
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68

Continued
promotion&
improvement
of BAME
student
engagement
with
extracurricula
r activities,
including
social&
support
focussed

The student
survey
showed lower
engagement
levels with the
SU for BAME
students

RECSAT to receive annug
reports of engagement for|
annual review

Develop action plan based on annual report

Proportion of BAMEq) 2 | &hghgemént with extarricular activities to align witbn-
BAME levels by 2034

Student survey shows improvement in BAME student satisfaction of experiences withi
events to align with Non BAME students by 2034

Update KeeleSl& Student Services worked together on campaigns including #NeverO
(awareness of discriminatidmrassmen&unacceptable behaviou&#BeKind& continue to
do so.

Evidence of Success:

T Latest SU data indicates BAME representation is above that in the student bod
societies but slightly under in sports clubs (and further under in sports club com
membership):

Society members 42% BAME, 53% White, 5% unknown

Club members 27% BAMBY@ White,3% unknown

Society committee members 42% BAME, 55% White, 3% unknown
Club committee members 19% BAME, 80% White, 2% unknown
Student Voice Reps 35% BAME, 58% White, 7% unknown.

T NSS results fguestion on SU representationast kwoyears is higher for BAME tha
non-BAME studenf§T ABLE 31) +3%pts in 2023 antl%pts in 2024 (not shown in
table)]
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69

Increase the
ability to offer
BAME
counsellors
within
Student
Services

Increase
engagement
of BAME
students with
the
counselling
service within
Student
services

a) Evaluate who is
accessing counselling
compared to population
demographics including
length of time of
engagemeng.outcomes

b) Develop partnership
agreements with Staff
University& Further
Education providers,

c) Develop a larg&more
diverse counselling offer

1 Annual Report & action plan developed
1 A partnership agreement is developed to share staff time with local institutions
1 Increase in staff diversity within service.

Update Enhanced services includar Student Assistance Program(kealth Assured)
providingaccess to a range of external services including 87 Counsehasslfidentified
Ethnic Minority backgroun@spring 2024yvhoare comfortable to be matched to students ¢
the basis of ethnicitydelpis providedn ove250 different languagésdialects.Advicetopics
includeStress& anxiety Counselling, Low mood, Family issues, Bereavement, Financial
wellbeing, Childcare support, Relationship advice, Domestic abuse, Legal information,
information, Tenan&housing concerns, Alcoh®trug issues, Consumer issues

Evidence oBuccess
BAME studeservice usés slightlyabove student population.
1 Student assistance programme 42% of logged interactions are with BAME stud
(56% norBAME, remainder unknown).
1 OurCounselling & Mental Health tehave38% BAMEervice user§2022/23) 39%
for2023-24,up to March 2024
1 2022/23NSSjuestion 26(communication of mental wellbeing supjpdrtd 82.5%
(Asian studends82.6%(Black student$& 74% positivitpWhite student Likewise,
remaininghigher for BAME students in 2023K3S overview {BLE 31- TABLE 32)

KeeleStrategic Communications celebratedtadent t Ht 2 Hddlildds méhfallhdalth
provision for men from diverse ethnic backgreumBootball

Start 2 Succesan OfS funded project, including Staffs, Keele, & local FE & NHS provig
culminated in 202and developed Guides around Black student mental health (for studg
and friends)
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PA | Unconscious | Improve the | Develop an awareness | 75% of students receive training.
P: | bias, cultural | culture of raising programme (simila] Reduction in BAME student experiences of racial harassment from 2.98 mean (REC s
70 | awareness | inclusivity at | to the consent & sexual | 2019) by 50% in 2022.
training for all| Keele violence programme)
students Update: AnEDI Induction online modwiascreated for all incoming studeiatsdrolled out
upon Sept 202nd,updatedin 2023, as part of our Welcome material. Additiotialyincludes
welcome Active Bystander Training, Bias Awareness, Hate CAwareness, Consent Training &
(Wolverhampt Environmental Sustainability
on video as a
example) Evidence of Succes34% of first year students in 2023/24 engaged with the EDI modul
Howeverthere are varying levels of engagement by students with the materials, with d
lengths of time spent viewing th€38% of those viewing the docunspent only a short
while viewing the materjal
In addition to the online learnixgtive Bystander traininig available as an open session tq
all students & immandated for aflrst yeatUG students in FMH&2% of our total first years if
2023/24).
See also mandated trainiofjResident Advisors (action below)
PA | Research intg Improve the | Pilot system to be trialled | Pilot scheme is evaluated to determine positive effects on student exp&eegegement
P: | potential role | culture of
71 | of inclusivity at Update Student services has developed a new Resident's Life Teamandgied EDActive
Intercultural | Keele Bystander, Consent & Hate Crime Awareness tréoniRgsident AdvisorBhey have a remit
Ambassadors| to help promote a sense of belonging & community cohesion, offering actitiésg film
to promote& nights, gaming nights & crafting activitResr supporterare also trained to help others wit
facilitate issues related to wdtleing Keeles sector leading on Drug & Alcohol harm reduebdn
diversity& (with inpufromBAME studentdlcoholreeactivitieshelp increasénclusivity.
inclusion

Evidence of Succesavailahlity & uptakefalcoholHreeactivities.
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PA | Increase Improve the | Identify opportunities withi| Involvement of 8VIE reps in 100% key institutional groups (to agreed level as practical
P: | opportunity | culture of committees&working
72 | for inclusivity at | groups to include the Update A decision was madefticus on Education Committees and SSVCs for BAME s
engagement | Keele BAME/International officel| representatiopand, inthe current yeathe target has been mgtgLE 57). THESU
of BAME or additionallyran a campaigrCall me the Bosgo increase BAME representation in student
International running for fultime sabbaticabfficer roles\Whilstsuccessful in thahis encouragedhitial
student high interest from BAME studdrts advancedominations (manifesgowere noivritten).
officers
(SU/KPA) to Evidence of Succesall parttime officers (e.g. international officer, BAME officer etc.) af
be able to SSVC. So, those groups always have BAME representation. In 2023/24, representatid
provide all Student Voice Reps is 39% BAddIEeported by KeeleSU anarginallyexceeding
representatio representation in the student body). The BAME student network alsodrizfdaBestudent
n for BAME & voice witin KeeleSWaving 8 (to nearest ShembergDec 2023)
International
students Other key student service committees such as the Welcome Working Groug, Events
Campaigngroup, Drué Alcohol Impact Group all have BAME student representation.
NSSresultslargelyindicate satisfaction witstudent union representation aaction on
studentviewsTABLE 31-TABLE 32.
Ref | Planned Action| Rationale Key Outputs Milestones | Success Criteriag Outcome& Updates
/ Objective

Obje

Actions 7L T 75: Attainment

UniversitydK Student Gap targets:

Current: 16.6%
20192022: 16.2%
20222025: 15.4%

ctive 15University Wide UK Student Attainment Gap to meet tteedget3o eliminate the Attainment Gap by 2039
Note: FMHS does not show a significant attainmesttgapefore no action will be taken in this Facdiiwever, we will continue to mon#oinually.

FHSS UK Student Gap targets:

Current: 2.4%
20192022: 24.1%
20222025: 21.6%

FNS UK Student Gap targets:
Current: 14.2%

20192022: 13.5%
20222025: 12.1%
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20252028: 13.7%
20282031: 11.2%
2031:2034: 7.9%
20342037: 3.7%
2032039: 0%

20252028: 17.8%
20282031: 12.7%
2031:2034: 7.6%
20342037:1.3%
2037-2039:0%

20252028: 9.9%
20282031: 7.1%
2031:2034: 4.3%
20342037: 0.7%
2037-2039: 0%

PA
P:
73

Identify three
modules with
large number o
BAME studentg
plus a
significant
attainment gap
with the aim of
focused
evaluation of
assessmen&
teaching&
identifying
interventions tg
reduce
attainment gap

Attainment
gap has been
reported at
Faculty level,
however,
module level
actions are
needed for
further

All modules are analyséd
three identified

Student focus groups are
held

Evaluation is undertaken

The attainment gap within each 3 modules is reduced cyeaga8riod in line with Faculty
targets to reach a zeattainment gap by 2039

Based on evaluation of pilot, all schools to measure attainmer& igapsify ateast 3
actions withireach school

Update School EDILs weirgtiallyprovided witlattainment gajmformationbysubject with
discussion at Faculty EDIGs. Schools of Life Sciences (as repeaeaalti-ducation
Committee), KBS (as reported to School EXIGiInputer Science & Mathematics (as
reported to Student Acce&g\dvancement SuBommittee [SAASC]) looked across their
subjects. Otheye.g. School of Humaniti&sSchool of Applied HealtBchool of Medicine
looked at specific modules or areas of practice, where there might have been specific
risks (se’AP: 93). The School of Nursing & Midwifery festisn a complete programme
the accelerated preegistration MSc programifvehich has the highest BAME representat
byrecruiting @ractice Educator role specifically to supportttert whilstn clinical
practice

Evidence of Succes$Vider University action has led on from School leveingioiting
those described iIRAP: 75, PAP: 93, PAP: 65.
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A student
survey to be
conducted for
BAME studentq
to measure
race related
issues/experier
cesas a
baseline set of
data to
measure
success of
interventions

To gain a
deeper
understandin
g of current
students
experienceg
satisfaction
levels

/understand
why we have
high BAME
population
Identify good
practice&
ensure
retention&
further
promotion of
actions

A bespoke BAME student
surveys is develop&d
hosted within a suitable
survey programme

Survey is communicated {|
all students, including a
promotions campaign,
specifically targeting BAM
students

Survey is analyséd
baseline data acquired

10% of BAM&udents have participated in the survey (note: REC student survey receiv
of BAME students 125/26®8seline data gathered

Update Original survewascancelled due t€OVIDInsteadthefocus was on student
experience pise surveys in weeks 4 &#&emesterlin 202Qinformingemergency respons
toteaching studentsSchool EDIGs led considering impact on students by protected
characteristics (beyond immediate health consgifieeding issues through the committee
system to Senate.

Detailed interviews with BAME studergse heldn two separate studies (1) led by KIITE
I << action below on attainmeé&i2) by the SU International Officer (paid
role) with support from Deputy Director Keele SU.

NSS datél ABLE 31, TABLE 32 )wasanalysed by ethnicignd international students were
surveyedvith the& InternationaStudentBarometefNov 2022 and Nov 2023} well as the
Nov 2023 REC survey

Evidence of Successvas not foundaswe did not increase student engagement with the
student surveyvhich did not achievequired 10% (unlike for international students).

FAP actions aim to increase engagement
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Gain a deeper
understanding
of issues
affecting
attainment
beyond
statistical
analysis

To reduce the
attainment
gap between
Non BAME
BAME
students

Qualitative investigation of
students' experience of
studying at Keeléo aid
understanding of patterns
in recruitment, progressiol
&attainment, as well as
their perceptions &
motivations for accessing
support service&engaging
with SU activities

Systemati& ongoing baseline monitoring, hold further qualitative
investigation following the baseline student surveys based on Keele data (2019, 2021
Development of further interventions based on survey, improvement in feedback.

Update:Qualitativavork througikIITE funded Teaching Innovation Prajecistigated BAM

student inclusion as reported in 2020 in the(Z6ED)promotedgood teaching practice in
addressing offensive language.

BAME studemandemicexperiencestudied by TEvith consultancy from PjJkx
I cported to Ed Cttee in 202R)ndassessment changesiring COVID reduced the
attainment gaf2019/20&2020/21).This led to a major revisiomprcticeoverseen by PVC
Education, with a neioPon Assessmer& Feedback2023)whichlimits usage of time
restricted assessments (see aiséP: 93).

The COVID lockdown KIITE shalgy foundeduced incidences of BAME YAT 3JR q Hiod R
fit into the majority White environmeafactor that acts against inclusieported in the REQ
student Surveff AeLE 30). To raise awareness and promote good practice invited spea

have touched on this (<] 17 +< e 19 X

keynoteondifferential awardin@SoMmedical education conference

SEDILs anBTC Leadsromote practice on inclusion eBpx of Broadcastseto get
students talking to one another in Physiothe/@pglents report DTC wdfkAP: 88 - PAP:
92)increases 8nseof Belonging
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https://www.keele.ac.uk/policyzone/data/assessmentandfeedbackcodeofpractice/
https://www.youtube.com/watch?v=a5NEMjCuwvQ
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Develop a
BAME support
group, by BAM
staff&
students, to
support BAME
students

To suppor&
increase
confidence of
BAME
students in
academic&
wider cultural
issues to
increase
attainment
(and
progression)

Identify&recruit academic
BAME sta& other BAME
students (3rd year student
JBU&KPA Officers, BAME
ambassadors, etc.) to
volunteer to provide open
BAME support group acro
whole student population.

25% of BAM&udents have accessed the support group

Student survey shows an improvement of satisfaction ahSp#cific areas identified by
2022

Update BAME staff netwo®@BAME student networks are in existence. BAME staff netw
offers help to other, if requested, but this action, as written would have been unachievs
that it would have overburdertbdse involved.

Evidence of SuccesdNe did not meet either target:

In terms of théirstnumeric target25% of BAME studemiscessing BAM&pecific support)
we cannot evidence succesher actionsvhich have mainstreamed EDI consideragogs
ourstudentassistance programntevingaccess to BBAME coundleng stafi(to nearest 5)
andover 250 languages / diale@ad our Resident Life Advisors team (stujieatgbeing
40% BAMHMbaveadditionallyenabledBAME student support in other ways.

In terms of the second measure sumgyovement in satisfaction by 50%, we cannot
measure successn part because we adopted tfasformed REC survéygLE 27,
FIGURE 9). Hence questions are not identical but,altere questions were nearly identic
there was either no notable change (n relation to recommending Keele to otlaeds gap
in satisfaction remaingased on $oint Likert scaleneans) or there was a drop in
satisfactionile.wR a6 Hu 13130 Ik + H alBiserimithatibnHharissndent Orlaliiisdt |
the gap between BAME and-B&ME increasing fron#@o 1.).
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Interventions
which raise the
profile of
successful
students,
alumni& staff,
key authors
(decolonising)
from non
traditional
backgrounds
will help to
provide social
role models for
students from
diverse
backgrounds
will generally
raise
community
awareness of
diversity,
creating a
community
which is
celebrated,
rather than
problematized

To support
BAME
students&
increase
positive
culture
resulting in
increased
BAME studen
progressiom&
attainment

Ensure role
models are
integrated
with other
work streams
to identify the
aims/outcom
es, e.g. BAM|
network,
mentoring,
etc.

A selection of video case
studies which celebrate
positive stories of BAME
student experienc&
achievement.

Key Fund project (KIITE) to report progress to Education Committee

Update Work has been mainstreamed as part of Keele Strategic communaradievighin
relevanfunctions (e.g. alani officeand committees (e.g. honorary degree committee)

Evidence of Succes&xamples include:
The75 Faces dfeeleexhibitionalso shows a breadth a¥ersity, whilst acknowledging the
reality ou 17130 Ik + H 13&KEeele RibhbrahddRgrealdéts. !

Whilst we have promoted positive images of our BAME students in many of our regula
videos. Our students have also been empowered to talk about ongoing issues of racis
this video recorded by Keele Medical stuglaiitis input and assistance from stafhiich
raises awareness of issues in clinical practice (as dé&awrpatients) budlso positive
change in the Curriculum to promote-aatist actions, dismantle system of power via®T
find safe routes to reporting concerns.

AlsoseePAP: 81 forcourse&student ambassador videos showiogsome of our students
with a breadth of ethnicities
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R Action Rationale Milestones Success CriteriaOutcome& Updates

Objective 16University International Studekitainment gap to reduce to from 36.9% in 2014/2015 to 18.5% by 2020 (target set by the Internationalisatic

Group in 2016)
Intermediate target2014/15: 36.9%2015/16: 33.3% (Actual 30.5%)16/17: 29.7% (Actual 29.82(017/18: 26.0%2018/19: 22.492019/2020: 18.5%

ACTIONS 767:International Attainment
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78

Schools
International
isation
Directors to
identify
intervention
s&report
periodically
on progress
tothe
International
isation
Steering
Group

Attainment
gap between
UK&
international
students
exists at
institutional
level

School reports provided
annually. Attainment gap
reviewed annually

Target of 18.5% gap is achieved by &(2@ire targets are set consideranyincreasen
theinternational student population

Update:School Internationalisation Directestablished promoting good practice in
Schools & disseminating information to & from ISG (now defeecaction below). Many
actions were led by tlh@nguage Centre including

T

T

)l
T

T

il
T

Evidence of Succesattainment gap reduced20% by our 2019/2020 target y@ar met
within 2%) &asfurther reducedb 9% in 2021/2¢-IGURE 96)

Setting Keele University Diagnostic Assessments (KUDA) to advise recruitme
(especially where KUDA & IELTS examinations were significantly different).
Listening & writing tests for incoming international studentdsfmglishspeaking
countries) also carried out shortly after arrival (notltmieed & in small rooms,
giving a friendlier approach) to determine level of recommended language cot
any).

Incoming students are offered British cultural studies (outgoing students are a
offered cultural studies as part of their language programmes).

Referral from academic mentors is a further route into language support.

All LC support for international students is aimed at developing marks in their
subject.

f OHI 3¢t DT Ht GUARRNRHEC qRYUHYNHEURGRY 6
TW2RGYGaWUgwHI BT 2B/UT HEU! HGUI HUIGqRY
Skills include cultural differences e.g. in academic writing (plagiarism, style etq
assessmentypee.g. group work & presentations.

Online teachindpas remained for some especialfiycampusstudents.

g§nnlJl RUNHOq6WHmBXx RUt HEGE #HIIwHqYHt gqal IJ
events

178



Updated Race Equality Charter
Silver Application Form

PA

79

Complete
actions to
address the
international
attainment
gap as
identified by
the ISG

Attainment
gap between
UK&
international
students
exists at
institutional
level

Clear focus on the
attainment gap agenda item
on all SLTC meetings

-Regular sharing of good
practice & peer observation
with colleagues from across
the University (LPDC,
Language Centre etc.) & ug
of

Library & Student Learning
staff to enhance Learning
skills.

Analysi®f good degree
outcome data by different
indicators e.g. Gender,
domicile, country,
Foundation Year students
etc.

Student Learning Support
Officer recruited who will
focus on engaging hard to
reach students & is currentl
auditing the skills that
students sould achieve
through each of the UG

programmes.

Target of 18.5% gap is achieved by 2020

Update:This action wagarly superseded by nestudent learning support arrangements
reported elsewhere e.g. un@ekP: 65. In additionmonitoring of international attainment
was govered differently to that in the action, beaag of ISGntil, 2022 whenan Education
PerformanceDataGroup(Subkgroupof Education Committe@jas established to revidwy
data across programmes and student gravifisthe remit tpropose and develop
interventionsAn overview ofternational attainment was most recently reported at
Education Committeia Spring 2024.

ThelLibrary skills team and academic skills team from KIITE combined intoAaaiteytec
andDigital killsteam from 20224 onwardsArevised academic skills offeas been
provided by the Librasince.

Some intersectional analys$ias been conductedinding larger gaps in attainment by ma
international BAME students.

Actions specific to international students taken inclutlede in? AP: 78 aboveand

additionally included:

- Regular review and updatentéinational studergre-arrival information andelcome

activities

- Raising awareness through School EDIS$pedfic issues faced by International stude

during COVID relating to study tinfes those overseas & subsequent changes in practi

e.g. asynchronous learning.
UHW#c¢GGUINAHYNHt 6¢1 RUNDHI WndWEqRY Ut HCH

(ADERBA 1IN WHqRYUt HYUHt gqel JUqHIT R21JI + Rq! at

Moolna, Sep 2019

New actions taken in the period included
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https://keele-repository.worktribe.com/output/413485
https://keele-repository.worktribe.com/output/413485

Founding of th&eele University International College (Ktldthfirst students in 2022/23
&offers Foundation, International Year @Ree~ ¢t qlJl Kkt HGI YNNI ¢ GG N
students build the skills, confiden&support network needed to thrive in UG or PG deg
Presessional English courses are also available for students who need additional lan
support.

Designof anewPVClinternationafole with an externally appointed rediMiay2023).
Internally, Faculty Deans of Internationalisation were appointed with buyout from nort
roles.An Internationalisation framework is under development

Evidence of Succes#s above ttiainment gap reduced 29% by our 2019/2020 target y¢
(i.e. met within 2%) l#asfurther reducedb 9% in 2021/2¢-IGURE 96).

Future actionReview of data consideAUwithin Education committee system) and
further attainment actions taken uné&® priority 1
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Ref | Action

| Rationale |

Milestones |

Success Criterig& Outcome& Updates

Objective 17increase the BAME representation of postgraduate studahgmtwith undergraduate BAME population

The following areas have been identified as showing a significant difference in the undergraduate compared to pastigrehrateBiaticend we aim to
increase from current representation to match the relevant UG (UK or International) population.

ACTIONS 780: Postgraduate pipelindCTIONS81-85Postgraduate employment

FHSS PGR UK BAME population

Current: 12.2%
20192022: 13.0%
20222025: 14.5%

202520280 16.7%:

20282031: 19.7%
2031-2034: 23.5%

FHSS PGRonUK BAMpBopulation

Current: 61.7%

20192022: 62.6%
20222025: 64.3%
202520280 66.9%:
20282031: 70.4%
2031-2034: 74.8%

FNS PGR UK BAME population
Current: 9.1%

20192022: 10.0%

20222025: 11.9%

20252028 14.7%:

20282031: 18.5%

2031-2034: 23.2%

Include Unconscious| Reduce
PAP:| Bias in admissions

80 | training&guidance to
those involved in PG| graduate
&PGR recruitment

potential bias
in the post

recruitment
process&to
increase UK
BAME
representation
at PG level

Identify those
involved (at
varying levels) in
PG admissions
Develop suitable
levels of training
for each group
(based on the UG
content)

Roll out to relevar
staff

100% of staff involved in PG admission have recesuddlae level of unconscious bial
in admission training.

Training feedback shows at least 75% of attendees feel more able to actively cong
issuesand potential UB in admissions.

Update:As reported elsewhere. The initial focus was on staff with particular roles K
training is now a requirement for all staff.

Evidence of successompletion rate77.2% for Bias Awarengas measured on
17/10/2023. Trainee feedback is not mandated but has been positive, where giver
Training iBAUandrevised periodically by OD in conjunction with EDI staff
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PAP:
81

Increase BAME

representation within

PGI Courses (it is
recognised

that PGT courses cal

act as a step to

progression onto PG

research)

We have a
lower
population of
BAME PGT
students
compared to
undergraduate
population
(30%)

IncreasePGT
visibility to BAME
UGs:

i) Information
session ce
delivered by PGT
students& PDs

i) Twittek
Facebook with
championing
BAME students

iif) Advertise on
websitese.g.
Fndamasters.con
&at discipline
Careers Events

iv)Promotional
materialrepresent
UGs(ca.30%
BAME

v)Each Faculty
(ideally school)
has at least one
BAME role model

(staff orstuden)

i) 100% of schools have delivered a PGT information session

i) At least 4 social media posts are made per semester

iif) Each school attends one relevant careers eveataeemic year & one
advertisement per year

iv) 100% of schools review their promotion material (including web pages), define
BAME representation within images & take steps to reach a minimum of 30% by 2
v) ldentify & actively profildedst one BAME role model per Faculty, & for each sch
where possible

Update:Marketing wrk was initially carried out by Schdatsabovebut has been since
superseded with arketingnow beingentrally manag#throughtGSRAGSRAoId
regular meetirgto check appropriatenessmfrketingmagesetc.

Evidence of succes$eriodic isual inspectioriconducted byschool EDIL<oordinated
byFaculty EDIG&)und representation teflectour studentgca.l/3rd BAME Use of
surveys (e.g. Uniquestsohasnot indicated anigsues relating to content or images
addition GSRAave broadened advertising using FindMasters.com

A rew actiortaken included an agreement with Az&z foundatiofor Muslim student
Masters Scholarships/hichwaslaunched with 3 scholarships offeredpplications
have been made none have been successful to date

Course& student ambassador videos showiogsome of our students with a breadth
ethnicitiesinclude:

https://www.youtube.com/watch?v=Ct4ZsFZwIGk ,
https://www.youtube.com/watch?v=aXFDxpdl &t=15s,
https://www.youtube.com/watch?v=KYFosHdgJ94,
https://www.youtube.com/watch?v=iqgsAB_GgZ2g

and in still images @ubjectwebpages

182



Updated Race Equality Charter
Silver Application Form

PAP:
82

Measure level &G
leavers by ethnicity
(and time to
complete)

Progression o]
PG courses is
unknown;
potential for
inequality of
BAME
progression

Both quantitative
data&reasons for
leaving data is
gathered
analysed at
Faculty EDI level

Data is analysefiatleast 3 actions identifisflembedded per faculty

Update PGR withdrawahtaanalysisdid not show any notable disadvantage by ethn
for fultime studentstarting in 2013/14017/18, averaged across the university- Pa
time BAME PGR students did have higher withdrawal rates, from that period, but
are smalk percentage withdrawing is high for all-pare PGR For those stangmore
recently, few have completed or withdrawernational PGR completishigher than
UK

By FacultyyHumSS fulimeinternational BAM&udents have, at least in the past, ha
higher withdrawal rates, with 44% of these students who started between 2013/14
2017/18 having withdrawn. Only 4% of this student group withdrew fr&RNVNS.
Overall BAME international PGR students in FHUmSS are now small, just 19 start]
period 2018/192022/23 andthose who started in 2018/19 hairececompleted.

PGR withdrawal reason analy$issL £ 113 & TABLE 114)found that, the most
common leaving reasons was given as "personal” regardless of ethnic grouping, f
by "financial"Withdrawaleasors related to academic difficultiesot progressing
/engaging or academic failungolvedsmallnumbersbut represented a slightly higher
proportion of BAME students

When adjusted for LOA, PhD students show no difference in time to completion b;
ethnic grouping or international status (home BAME students, on average, took lo
but differencesvere due to amall number of students taking long LOA).

Evidence of succes®evelopment ahstitutional ations includedhose in support of
"Academic Englis(iFAP: 78 &PAP: 79), thedevelopment of the KdAdassociated
training provision.
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Further data analysiq Identify& School level data | School targets are set to ensure BRE&mployment aligns with Non BAME where
PAP:| to be carried outto | reduce Is analysed differences are identified
83 [ investigatePG potential communicated to
employment levels | differences in | each faculty Update:Schoos via Faculty EDIkgere reminded of their roledinngingabout
between ethnicities g professional employmenequality fotheirBAMEtudents However, targets were not set gioen
school level employment numbers of PGR students in most schadsconsequerdnnualvariability
levels
Evidence of success:
PGRStudentemployment {ABLE 122)is based on small numbers but does not indic
any issues requiring further investigation.
Othe studentroles (largely UG studeniggntifiablein Pay Gap datassLe 120 &
TaBLE 121)indicate that BAME students are well represented in thesdangjely (
student ambassadorsalthough in earlier year there looks to have been less activity
GPG periodven have low representatiarstudent ambassador rolesgardless of
ethnic group.
Monitor access of | To ensure The careers 95% of students accessing the careers services have gribnvlesthnicity data (in line
PAP:| different student equality of service are with university wide ethnicity information obtained)
84 | groups accessing thg access to the | planning to

careers service

service

increase the
personal data
capturing activity
to include
ethnicity to report
on acces
activity

Target: 30% of students accessing the careers service aré¢&l&dive of the overall
population)

Update:Data collated.

Evidence of succes®ata indicatesstudents grouped as Asian, Black. Mixed and Oth
consult the careers service in proportions matching representation gffiKeele119)
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PAP:

85

Provide mentoring
from alumn&
monitor BAME
student uptake of this
new provision to
ensure equality of
access

To develop

professional
employment
opportunities

The careers &
employability
service are
working with the
Advancement
team to develop
an Alumni
Mentoring
programme.

A minimum of 30% of students accessing the alumni mentoring service are BAME
(in line with the overall student BAME population)

Update:Keele Conneataslaunchedn Feb 202-and adapted tallow mentees to
choose their mentors based on their race/ethnieityr strongepresentation of BAME
alumni mentorsDespite advertising AlunMentoring to students through the

9¢!l DUl ceHkt HEYAGWHGENWHE UT HT ¢t 6HYCI T H
University websitiake up has been low

Evidence of succesgannot be showaswhilst Alumni Mentoring has been provided

anopportunitywe have seen a low take up of Alumni Mentoring by studEgasdless of
ethnicity
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PAP:
86

Investigation into the
recruitment proces&
applicant data of paid
&volunteer roles on
campus

Ensure
equality of
access to
career
enhancing
employment
opportunities
on campus

Recruitment data
monitoring
systems are put
into place for all
relevant student
paid/volunteer
positions

Data is analysed
annually and
remedial action
identified to
address
inequalities

100% of student paid/volunteer roles are analysed through all recruitment stages.

Recruitmen&in-post data is analysed annually to ensure BAME representation rer
line with overall BAME student population of 30%

Prioritise areas that are known to contribute to employability: AmbasSaadesit Voice
Reps, Resident Advisors

Update:This action was modified to focus on paid roles only: all student ambassad
are paid & we have no central recording of any volunteer roles that students might
(see committee data for Student Voice RéfiRare not able to distinguish students fr¢
other post holders, except where the job role denotes a student e.g. student ambg
digital ambassadorsso, we may miss students working in catering etc

Student ambassador recruitment follows standard annual prat&seainrecruitment
taking place i©ctober/ November. There is no selection process begomletion of
training(including EDEnNd responding to calls for woMi are offered opportunities
equally (except in caseslast-minutesubstitutes when other have dropped out).

Evidence of succes8AME representatiaomthe most recent year was 39% of those
giving an énicity, using data gathered for pay gap @ata £ 120 & TABLE 121).

Resident Advisors who have a very direct role with other students were 40% BAM
2023/24.
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Increase Ambassador | Targeted actions | BAME representation within ambassadors is reflective of overall BAME populatior]
PAP'| representations of | experience [ to engage with
87 | BAME students withi| contributes to | BAME students | Update:GRSA manage recruitment & work allocation. Leaflets &(\ieledshere
Ambassadors roles | PG including used to attract BAME student representation
(currently 19%) employability. | engagement with
compared to the The role of societies, BAME | Significant underepresentation of men is also being addressedYouTibevideo.
student population off Ambassadors| mentoring groups
29.9% BAME is also key Evidence of succes8AME representatiamthe most recent year was 39% of those
within student giving an ethnicity, using data gathered for pay gap data calc(laldasl20 & Table
engagement | Proactive profiling| 121).
the visibility of| of minority groups
BAME on ambassador
students literature and
website
Ref | Action | Rationale | Milestones | Success CriteriaOutcome& Updates

Section 8 Teachin§ Learning
ACTIONS8G6-90: Course content/syllabusCTIONSI Teaching & Assessment Meth@dSTIONS2 Academic confidence
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https://www.keele.ac.uk/studentambassadors/
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PAP:
88

DTCNetwork to
work within all
discipline areas tq
establish
discipline working
groups (students
& staff) to identify
ways to
decolonise each
discipline's
curriculum.

To include
DTC
consideration
into all taught
modules

Each discipline
area to call for
staff&student
volunteers to
set upDTC
groups looking
at teaching in
their area

100% of discipline areas to have a working group
Update:Timeline of actions

July 2@ Uniwide DTC session, over 100 participants with all schools represented
Nov 20r Staffstudent working groups

Dec 20r Faculty DT@orkshops

Jan 21r Faculty DTC Workshops

Feb 21r DTC Staff guide available on our Internet
Feb 21rinitial action plans submitted by Schools
May2rn RUc G H Akt Ht 2HORqaqlIl
June 2T review by RECSAT

Oct 21T DTC Academic Lead appointed

Summer 2022 Faculty DTC meetings

June & July 202Faculty DT@eetings.

Evidence of succesil Schools, except the new HK\fetse DTC networks which
consist oftaff & studentdHKVets hatakenrace equalityction from the outset (havin
paired with ethnic minority vets, & formerly the ethnic minority vet representation
AllSchools have their owdiT Gplansfor example iassessment methods, running
cultural workshops &crutinizingeading lists, diversifying case studieqfetd® 0p

DTC networks (comprising students and staff) embedded in all 16 schools
Global Challenge Pathways all have DTC embedded from design stage onw;
Keele has bespoke DTC module at L6 which is offered to all students of all s¢
for those wanting further DTC training

Many schools explicitly teach DTC in their modules

DTC has been part of schools Annual Review of Courses

DTC training at faculty level has been provided annual for the past 3 years
DTC training is provided to PSS staff also, and any and all staff who request

il
T

=

= =] = =
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has also had DTC embedded in their PG cert teaching.

Keele has led the way in UK HE where DTC work is concerned, with our mar|
KIITE conferences and also our participation in many DTC Networks, nationg
internationally.

Keele has also had an international presence promoting DTC work to univers
Europe, Asia, North America, South Africa, Middle East, and even to institutic
the World Bank. This is also interdisciplinary, ranging right across the facultie
schools, from literature to dentistry and everything in between.
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PAP:
89

DTONetwork to
provide
recommendationg
to key decision
making groups
within Keele

To include
DTC
consideration
into all taught
modules

A public teach
in event to be
held to present
the results of
each discipline
working group

100% of discipline areas to hawiggested recommendation

Update As above. The Decolonising Keele Network, a grass roots organisation th
founded DTC work at Keele, informed early work, includingne&developed workin
groups in all academic areas from 2019. This foundation was built on with formal
recognition in all Schools (including the Language Geatnendation Yeagannual
facultylevel DTC workshops attended by a rep from each sthembhy KeeleBTC
Lead < appointment made in October 2021 for the duration of three ye

Evidence of succesg\nnual events have since been held either aspaddic Faculty
eventsor as part of Education Conferend&agents include:

2021:Faculty DTC Events

2022:Faculty DTC Events and KIITE Conference

2023: Faculty DTC Events

2024: KIITE Education Conference themed on Inclusivity, including DTC

As well as the publication of a staff guide (see alseve)al colleagues & students ha
also been invited to speak to other institutions a®ugrapublications have resulted
(e.g.

Dowey, N., Barclay, J., Fernando, B.@0&l1) A UK perspective on tackling the
geoscience racial diversity crisishia Global NortiMaddy Thompson, Sarah Workmga
& Lisa Lau (2023) Decolonising medical knowie@lige case of breast cancer &
ethnicity in the UkKMendes, A. & L. Lau (2022) "Wither the Plurality of Decolonising
Curriculum? Safe Spaces & Identitarian Politics in the Arts & Humanities Classrg
Arts & Humanities in Higher Education, 21 (323223 Rogers, S. L., L. Lau, N. Dowe
SheikhnCHAIOHI RGGRE Gt HBIZM==Zb Hs] WYGYN! He G
NDUYTGYNRt gt wAH] DYt #ARIIUEAIHO YOG G2 URHCEC qRY
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PAP:
90

Keele Institute for
Innovation &
Teaching
Excellence to
embedDTC
considerations
into the
development of
new programmes
through the
Programme
Design
Consultancy

DTGCshould
be an
educational
design issue,
not just a
reactive or
remedial
guestion:
Programme
leaders to
address in
their
Programme
proposals&
as part of
KIITE
programme
design
consultancy

All new
programmes to
address
guestion of
Decolonisation
in programme
approval
documentation,
& Schools to
report on
progress in
Annual Review|

DTGds reportedo the Education Committee twice yearly, using information offered
SLTDs & referring to programme design.QA documentation as a record of this pr

Update:InitiallyKIITEEnabledactivity in DTC through:

- Fundingreaching Innovation Projects

- hosting DTC examples their webpages

-hosting a DTC event in March 2022, with invites sent nationally & internatiocially
included 44 attendees frooebanon, Singapore, India, China, Germany, South
Africa, and the USA, and many UK unisGlasgow, Warwick, Durham social
workers, education developers, F5 students.

-including a focus on DTC in Education Conferences including that in May 2024,
RU2RqUT Ht GU¢t Wl + HEUT HuldWG Wkt H?2 N9 Hx 134G

Action hasni part siperseded through the actions of DTC L&@asin PAP: 88 &
PAP: 89 above, & following on frahe work of thBecolonise Keele Network.

Evidence of succes®ecolonisingpecame embededin ourcurriculum development
framework for inclusivit@ur curriculum instils tolerance of diverse perspectives &
encourages debate & growth within a community of respect. Inclusive learning als
carries a promise to continue to decolonise the curriculum & to adapt our modes
delivery to support an increagindiverse student bothind is now within our new dra
Inclusive Education Framew@k\P 0%

191
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E¢ HG6 HE H 6| Embed Guidance is 100% of School EDI groups report this project to their Faculty EDI Committee.
PAP:| Group will be issues of provided to
91 | asked to considell Race Equality each School | Update This action was largely superseded by work led by K&&ksad, which
the content of the| within the EDI group & | helped develop DTC more widely in the Schools, with participation by a range of
curriculum on all | curriculum | Student Voice | staff, not limited to School EDIGs but inclusive of wider staff, in particular those w
of its groups are education remit (e.g. staff within School Education Committees).
programmes&to consulted
liaise with Studen Evidence of succesAllSchoos hadsome studeninvolvementeither through SSVCs
Voice Groups on or specific DTC groupmyt SchooEDLs reported varying successes in recruéing
this process. maintaining student involvement in relation to DTC / RE@Wwadulty EDIGs and
within theSchool EDIL survi024].Anecdotally,iose who offered payment had
greater success in maintaining involvement.
Ensure that all Embed All IDs to have| EDI duty is included in updated JDs for 100% of identified roles.
PAP:| Associate Deans| issues of an EDI duty
92 | of Teaching Race Equality within their role| Update All Education Dean's ratiescriptors include text related to BRkplicitly
LearningkHeads | within the HR to liaise witl reference RE&DTC.
of Schools job curriculum Deans to
descriptions ensure Evidence of successtob descriptions archived in Team.
include compliance

responsibility for
EDI consideration
specifically to

DT current JDs
reference EDI, bu
they may need to

be strengthened)
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PAP:
93

Undertake data
analysis to
investigate
potential bias in
assessment
whereanonymity
is not possible,
e.g. group work,
poster or oral
presentations,
projects or
dissertations.

Reported
perception
that BAME
students
must work
harder than
white
students for
similar
grades

Analysis is
undertaken
within the 3
schools with a
large BAME
population&
significant
attainment gap
(as identified in
Action 70)

Analysis is undertaken with 3 schools as identified. Results are received by Scho
& if bias is identifiedt least 3 actions are put in place to reduce potential biases.

Update:Actionwaslargelysuperseded by improved practice.
Schools that reflected on fairness of assessment (where not anonymised) include
1) School of Humanities who looked at assessment of in class contribution. Howe
they were hamperedtimeir assessment by small numbers of racially minoritised
students&intersection with other factors e.g. gender, on which they had done son
(J Kistler, 20)9Assessment through class participation is no longer used in the Sq
and is not permissibie R q 6 R UrélatetdGa®. 1J K 1

2) School of Allied Health scrutinised practice in physiotherapy practical sessions|
ensure students were comfortable veiipectations related to dre&souch, leading to
(i) changes in practice (e.g. scre&msinimising undress to that required) (ii) informa
for applicant (iii) informing Facuhwide policy and, specifically when it comes to
assessmentStudents are surveyed prior to each assessment if there are body pa
cannot act as a model for in an examinéfitwrany reaso®if there is a preferred time
of day or specific déif assessing a module over several days).".
3) The School of Medicine foedd Differential awarding stsffident group to work o]
data collection methods having followed on from EDIG activities that considered i
where different student groups might be disadvantaged including placements,
perceptions of differential studesrigagement (i.e. students engaging in different wg
e.g. valuing listening as well as speaking), in class participation (i.e. were all grou
enabled to speak up), group assignmé&atstivities that involved students own
perception of themselves / others

However, School EBHeported that focussed quantitative analysis has been limite(
staff time, together with (i) uncertainty over responsibility of sharing information b
Education& EDIL& (ii) complexity of data with small numbers of students on most g
modules& other cofactors (e.g. intersection with other protected characteristics).
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In response to concer(iBABLE 94) and, work reported under action 72 relating to
impact of COVID on the award gap, new practice has been devé&ieped:
Assessment & Feedback Code of Pra&ineludes the following:

"Staff must avoid using assessment types that would be considered inequitable &
would disadvantage some groups of students. For example, by assessing attend:
student oral contributions to discussions in class, unless explicitly required by a P
[Professional Statuto&Regulatory Body

"NYte 2 YRIT toRYUt ARYz2t HOYI toe URY Ut ARYet IOH
process, marking must be carried out anonymously unless it falls into one offihe ¢
categories or has been exempted from anonymous marking by the relevant Facu
Education Committee'.&

"Assessment must be designed to be inclusive, with the learning needs & require
different groups of students in mind... ensure that the ways we assess do not exc
unfairly disadvantage some students. Assessment design must consider tppdai
supporting flexibility & student autonomy... Staff are encouraged to engage a dive
of students in the edesign of assessmeffacilitating a sense of ownership in relatior
the assessments they shape, & ensuriqgraduction is equitable for all learriers

In addition, action has been taken to raise awarenesstaff to address, bias within
universitywide mandatory training (see training actions).

Evidence of successmprovements made to practice as outliaed development of
UK H + QU UqHCOH] DT AEHE HO YT IJHY
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PAP:

94

There is research
on the topic of
module/
programme
evaluation
feedback from
students being
influenced by
unconscious bias
when
commentingpn
staff from a BAMH
background

Include
information
to students af
the time of
module
evaluation to
raise
awareness of
potential
unconscious
biases

Information is
developed

A process to
include UB
information is
identified&
built into the
evaluation
process

100% of schoshave adopted the inclusion of UB awareness in their evaluation
processes

Analysis of evaluation responses are analysed at school level to assess potential
differences by ethnicity & nationality.

Data is collected from 2020 & compared to previous data prior to the UB interven

Aim to see a reduction in evaluation differences between BRMBAME, &
international & UK academics.

Update:lssue wasaisedat Education CommittesndDeansof Education asked for
feedbackFrom Autum 2023 we have introducethstitutional platform for module
evaluation which enables Heads of Sch&olheisto have oversight of results for the
staff, enablnganalysisof bias All staff expected to have completed mandatory bias
awareness training.

Evidence of succesdodule evaluation is routinelynducted with oversight of issues
by HoS. THeDIL feedbadsurvey)ndicatedthatanyissuesarising whichelate to
inappropriate feedback aappropriatelyaddressedvithin Schools
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Appendix 2: Survey and consultation data
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Staff surveys analysed and response rates since REC 2019 submission

No. of BAME respondents

Percentage of group

responding:
Survey Date | Academic | PSS | Total BAME All
Engagement survey Jan - - 57 40% 81%
2019
COVID Pulse Surveys: | May 0 0
(i) Initial needs 2020 1505 20 13% 53%
(u).Return .to campus & | Aug 29 11 42 2304 49%
agile working 2020
. Feb
(i) Ongoing support. 13 6 21 12% 33%
2021
May
Athena Swan survey 2023 41 13 56 26% 36%
REC staff survey
(equivalent survey in Nov 0 0
2016 had 77 BAME | 2023 P15 20 9% 9%
responses)*
REC Student Survey
(equivalent survey in Nov 0 0
2016 had 174 BAME | 2023 NIA | NIA 4t 1.3% 0.9%
responses)
Institutional Pulse Jan 0 0
Survey 2024 65| 36 101 41% 64%
BAME*Staff network May >45 <5 50 19% N/A
survey 2024

Table9: Surveys and Response R&tete the 2016 REC survey on which our 2019
submission was based achieved 77 respo(&&% of staff)Note PSS and Academic
responses do naum to thetotal BAME response as some respondents do not give job
type. Student percentage is calculated relative to altHftle students: Some element of
rounding has been applied
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Overall, BAME employees had a slightly lower engagement score: 70% cf. 75% for
non-BAME respondents.

Areas that indicated lower satisfaction from BAME respondents were (1) pay, benefits
and working conditions questions 30 & 3, acting on student feedback question 35 and
(3) equal opportunities questions 42-45.

There was no notable difference in responsetoi S p e a k i Warklo&dpliae,
management or Fairness and Respect. However, those that did not give an ethnicity
showed notably lower responses in all these areas (153 responses).

Note this external survey only allowed one split. So, it was not possible to split by
ethnicity and job type etc.
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2019 Institutional Engagement Survey

Positive
No. | Question Text responses | BAMEG
non- | non-
BAME | BAME | BAME

Overall Employee Engagement 70%| 75% -5%
1 | have enough information to do my job well 88%| 80% 8%
2 | am clear about what | am expected to achieve in my job 88%| 82% 6%
3 My workgives me a feeling of personal accomplishment 81%| 75% 6%
4 | feel secure in my job 63%| 57% 6%
5 | There is good coperation between teams | work with 65%| 69% -4%
6 | am sufficiently challenged and motivated in my work 75%| 76% -1%
7 Where | work weéhave the resources we need to complete our work

effectively 57%| 46% 11%
8 The people | work with are willing to help each other even if this me

doing something outside their usual activities 75%| 78% -3%
9 My line manager recognises aadknowledges when | have done my

job well 73%| 74% -1%
10 | My line manager communicates effectively 70%| 72% -2%
11 | I receive regular and constructive feedback on my performance 66%| 59% 7%
12 | am confident that on important matters nfgelings/thoughts are

communicated upwards by my line manager 73%| 64% 9%
13 | My line manager treats me with respect 89%| 86% 3%
14 | My team is well managed 70%| 69% 1%
15 There is a positive relationship between senior management and st

in KeeleUniversity 41%| 47% -6%
16 | Senior managers are sufficiently visible in Keele University 50%| 50% 0%
17 | believe the senior management team has a clear vision for the fut

of Keele University 52%| 50% 2%
18 Senior management are open and honesthieir communications with

staff 43%| 42% 1%
19 Communications | receive from the University are clear and easy to

understand 72%| 68% 4%
20 | feel I am informed about developments in the organisation in a tim

manner 59%| 51% 8%
21 | have theopportunity to contribute my views and have them

considered before changes are made which affect my job 45%| 43% 2%
29 | think it is safe to speak up and challenge the way things are done

Keele University 39%| 40% -1%
23 | | am satisfied with théraining | receive for my present job 68%| 71% -3%
24 The learning and development | have received is helping me to dev

my career 70%| 57% 13%
o5 Opportunities for training and career development are discussed wi

my line manager 69%| 72% -3%
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26 | | feel the annual appraisal process (i.e. SPRE or PPRE) is effective|] 46%| 44% 2%
27 | feel there are sufficient opportunities for my career to progress at {

University 45%| 38% 7%
28 | | think that my performance is evaluated fairly 71%| 66% 5%
29 | Poor performance is dealt with effectively where | work 32%| 30% 2%
30 | Considering my duties and responsibilities, | feel my pay is fair 35%| 57%| -22%

| am satisfied with the total benefits package (e.g. annual leave,
31 | pension scheme, childcak®uchers, orsite nursery and sports centre

etc) 51%| 69%| -18%
32 | | am satisfied with my physical working conditions 77%| 73% 4%
33 In my opinion we, as an institution, are committed to student

satisfaction 84%| 87% -3%
34 | We listen to studentsather than just telling them what they need 73%| 77% -4%
35 | We act on the feedback we receive from students 61%| 74% -13%
36 |1 am able to strike the right balance between my work and home lif§  60%| 61% -1%
37 | | have a manageable workload 58%| 52% 6%
38 | can meet the requirements of my job without regularly working

excessive hours 54%| 51% 3%
39 | | feel the level of stress in my job has a negative impact on my worllk ~ 38%| 44% -6%
40 | am satisfied with thesupport available from the University for peopl

who experience stress or pressure 32%| 34% -2%
41 | | am treated with fairness and respect in Keele University 79%| 77% 2%
42 | | believe that Keele University is an equal opportunity employer 67%| 82% -15%
43 In the last year, whilst working for Keele University | have experieng

bullying (note disagreement reported) 57%| 78% -21%
44 | would feel able to report bullying/harassment without worrying it

would have a negative impact on me (nalisagreement reported) 46%| 57% -11%
45 | think Keele University respects individual differences (eg cultures,

working styles, backgrounds, ideas) 65%| 78%| -13%
46 | Keele University manages change effectively 41%| 36% 5%
47 | Health and Safety is taken seriously in Keele University 81%| 78% 3%
48 | | believe that Keele University is environmentally responsible 88%| 83% 5%
49 | Keele University does a good job of promoting health and wellbeing 65%| 60% 5%
50 |1 am proud to work for Keele University 72%| 80% -8%
51 |1 would recommend Keele University as a great place to work 65%| 70% -5%
52 | Morale is good where | work 49%| 47% 2%
53 | I would be happy to recommend the University to prospective stude 86%| 86% 0%
54 | | feel a strong sense of belonging to Keele University 59%| 66% -7%
55 | Working here makes me want to do the best work | can 70%| 73% -3%
56 | | believe that action will be taken on problems identified in this surv¢  44%| 42% 2%

Tablel0: Employee engagement survey January 2019.
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Only the key question, whether staff wished to return to full-time, have an agile

approach or remain at home, is presented. There was little difference between the
BAME and non-BAME groups.

BAME Staff Non-BAME Staff

PP

Figure8: Differences in responses to return to wprk&ferences followin@OVID
lockdown periods, with a choice of remain at home, work on campus or work i
agile way spread across home and other locations
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Feb 2021 Covid Pulse Surveyroup with leastsatisfaction is highlighted

Strongly Agree / Agree
No. | Question non- Lowest / next
BAME BAME lowest~

1 | found senior management communications (VC email, 0 0 . 200
COVID 19 web pages) to be clear & easy to understand. 60% 85% | Acad-M: 69%

2 | aminformed about developments in a timely manner. 64% 70% | Acad-M: 48%

3 The Ievc_al of contact from my manager has been 71% 75% | Acad-E: 57%
appropriate

4 I am in regular work contact with colleagues. 71% 88% | Acad-all: 81%

5 I haye sufficientsocial cpntact (with work) through video / 54% 81% | Acad-M: 48%
audio calls (and/or email)

6 I am aware of health and welbeing suggestions from the 94% 91% | Acad-M: 75%
University.

7 I hqve taken University advice in terms of heal_th & weII 5506 20% | Acad-M: 20%
being (e.g. consulted webpages or taken part in activities

8# | am aware of who | can contact if | need advice relating t

: 53% 74% | Acad-M: 47%
my homework environment.

o* Childcare, home-schooling or other caring roles within my

0 0, _F- 0,
household impact on my ability to do my work well. e 49%|  Acad-F: 63%

10* | Childcare, home-schooling or other caring roles

0 0, -\M- 0
combined with workimpact on my health & welibeing. 68% 31%  Acad-M: 58%

1= struggle to separate home and workommitments. 69% 46% | Acad-M: 80%

12 I feel §upported to work flexibly to best suit my personal 5004 69% | Acad-M: 47%
situation.

13 |1 feel my workload is acceptable in view of current 299% 550 | Acad-M: 26%
circumstances.

14 Ihimealki)flg tomaintain some balance between my work and 29% 50% | Acad-M: 25%

The group that gave the lowest agreement, or where the BAME group was the lowest, the ne
lowest agreement from groups: academic (Acaehll), academic female (AcadF), academic
male (Acad-M), PSS all, all female and all male.

# Examples were given in the question: computing, ealth, domestic abuse or familyrelated
problems.
* In these cases,the higher the agreement score, the lower the positivity

Tablell: COVID Pulse Survey 2021
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Belonging and Communication: Academic & PSS

Question . BAME 'noanAME .Likert p
Likert | No. | Likert No. | Difference

| feellike | belong in my department 3.49| 35 4.09 455 0.61| 0.002

| feel that peopleaeallycare about me in mgepartment. 3.31| 35 4.01| 446 0.70| 0.000

Recruitment and Induction: Academic & PSS
. . BAME non-BAME Likert

Question: For staff who have been in post less than 5 Years likert | No. | Likert No. | Difference P

| was offered support to attend my interview(s) to manage caring responsibilitie

(e.g. online interview; nursery provision for the interview). 450, 11 3.60 100 -0.90/| 0.008

Departmental Inclusivity: Academic & PSS

Is your department inclusive of people by: . BAME .noanAME .leert P
Likert | No. | Likert No. | Difference

race or ethnicity 3.68| 31 442 396 0.74| 0.000

religion or belief 4.08| 26 4.53 372 0.45| 0.004

marital andcivil partnership status 429 28 457| 382 0.28| 0.050

pregnancy and maternity status 411 27 4.48| 377 0.37| 0.039

University Inclusivity: Academic & PSS
. o . BAME non-BAME Likert

Is the University inclusive of people by: Likert | No. | Likert No. | Difference P

race or ethnicity 3.57| 28 4.35 378 0.78| 0.000

sexual orientation 415 27 4.49 370 0.35| 0.018

religion or belief 4.08| 24 4.45 372 0.37| 0.026

Gender and EDI work Recognition: Academic & PSS

Question . BAME _non—BAME _Likert p
Likert | No. | Likert No. | Difference

In the last 2 years at Keele, | have been in situations where others have made |

feel uncomfortable because of my sex or gender. 2.18| 28 1.67 414 0.51| 0.025
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Equality, diversity and inclusion work is recognised when workload is allocated.| 3.33| 45 3.72 465 0.38| 0.040

Equality, diversity and inclusion work is recognised in applications for

promotion/progression. 3.40| 40 3.84 425 0.44| 0.015

Race Equality: Academic & PSS

Question . BAME _non—BAME _Likert p
Likert | No. | Likert No. | Difference

In thelast 2 years at Keele, | have been in situations where others have made n

feel uncomfortable in relation to my race or ethnicity. 287 30 1.31 411 1.56| 0.000

| have experienced and/or witnessed racism in my department. 2.23| 53 1.51 610 0.71| 0.000

| amconfident departmental management would deal with racism if | reported it| 3.76| 49 4.32 602 0.57| 0.000

Departmental leadership actively supports race equality. 3.78| 51 4.25 554 0.46| 0.000

The rate people progress in my department is not affectethieyr ethnicity. 3.51| 45 4.21 468 0.69/| 0.000

My department is committed to improving representation of BAME staff in

leadership positions. 3.48| 46 3.97 461 0.50]| 0.002

Flexibility and Workload: Academic & PSS

Question . BAME _non—BAME _Likert p
Likert | No. | Likert No. | Difference

My department provides staff with support around all types of caring leave. 3.67| 45 4.04 491 0.37| 0.020

Perceptions of COVID impact on working practices and interactions with others: Academic & PSS

Question . BAME .non-BAME .Likert p
Likert | No. | Likert No. | Difference

Please describe your perceptions of the following contrasting now witkFQ@&/1D

pandemic (much worse to much bettefurrent working practices (flexibility &

location) 3.81 27 431 381 0.50| 0.014

Bullying and Harassment: Academic & PSS

Question . BAME _noanAME _Likert p
Likert | No. | Likert No. | Difference

Department management is active in tackling bullying and harassment. 266| 29 3.68| 313 1.02| 0.000

| am satisfied with how bullying ardhirassment are addressed in my department,| 3.12| 43 3.65 452 0.54| 0.004
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Career Support, Appointment and Promotion Fairness and Annual Review: Academic & PSS

BAME

non-BAME

Likert

Question Likert | No. | Likert No. | Difference P
Decisions aboutppointments are made fairly. 3.35| 31 3.98| 384 0.62| 0.008
Decisions about promotion/progression are made fairly. 3.00] 39 3.62 508 0.62| 0.003

Tablel2: Athena Swan Staff Surveyshowing OnlYuestionswhere there was aignificant difference between BAME and f@AME
responsesMean Likert responses (on gbint scale), which are shaded green are on average positive, amber indicates an average position

between neutral and positive and pink falls below the neutral positiotable questionswhere there was no significant difference included

those related toexperiencing or witnessingullying & harassmentline manager supportmentoring, peer and senior staff support

satisfactionwith SPRE (annual review), workload allocation & fairness, workload marsdmjgy and wellbeing, flexible working éxcept for

all types of caring leave).
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Rating of staff discomfort relating to Sex/Gender
(1 is the most positive response : 5 the least positive response)
Women Respondent®nly Contrasting Relevant Groups
In the last 2 years at Keele, | have been in situations where others have mddelm
uncomfortable because of my sex or gender:

Keele Keele
Minorit Majorit Difference
Groups compared: Groug G :oug (Col2- Col1) P value
Mean| No. | Mean| No.
Ethnicity Status 2.33| 18| 1.73| 306 -0.60| 0.036
Disablity Status 2.24| 39| 1.68| 281 -0.56| 0.005
LGBTQ-6tatus 227 22| 1.71| 297 -0.56| 0.029

Note both PSS and academic given heleth showed similar patterns but when
taken alone only academic responses were statistically significant based on p va
Tablel3: Athena Swan survey showing impact of intersectionality on women's comfort at work.
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1 Mandatory questions 11 9 are presented as a Likert Score out of 5 (TABLE 14
T for BAME cf. non-BAME) and (TABLE 15 - Unknown ethnicity cf. non-BAME).
Optional REC survey questions, reported in these tables were:

0 Qu.4 (Sense of Belonging, [SoB]),
0 Qu.9 and Qu.15 (CC)
1 The Questions to judge awareness of PAP actions were:

o Are you aware of the formal flexible working polices and arrangements
at Keele, for example, part time working or variable working patterns?

o If you witnessed or were personally subjected to discrimination,
harassment or abuse, would you know where and how to report the
incident?

And are displayed with other questions that had yes / no responses in
Figure 9.

1 Mandatory CC Qu 121 was an open text response and a sentiment analysis is
given TABLE 16.

Data are not presented here by PSS/Academic status as there were too few
responses from BAME PSS. There was no notable difference between White PSS
and White academic responses for these questions.

16 respondents preferred not to give an ethnicity (8 academics; 2 PSS and 6 who
preferred not to state their job role).

9 BAME respondents and 8 White respondents self-reported as international.

10 BAME respondents were women; 7 men; others preferred not to say.
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REGStaff Survey 2023: Comparison BAME and norBAMErespordents

The

3
®

BAME

non-BAME

Question (5 point Likert Scale)

Likert

No.

Likert

No.

Diff

P-value

Sense of
Belonging

1. How muclrespectdo you feel people at Keele
show you? (e.g. staff)

3.8

19

4.1

153

0.174

2. Howconnecteddo you feel to colleagues at
Keele?

3.4

19

3.6

153

0.425

Speaking Up & Communicating
(SU&CG

3. Howcomfortable would you feel calling out a
person showing racist behaviours at Keele?

2.9

19

3.5

153

0.028

4. Howconfident do you feel that senior leaders
at Keele will call out racially inappropriate
behaviours?

2.8

19

3.6

152

0.009

5. Howcomfortable do you feel discussing raee
related topics with colleagues within your
department?

3.1

19

3.7

152

0.016

6. Howconfident are you that colleagues at Keelg
can have an open and honest conversation with
each other about race?

2.8

19

3.3

153

0.035

Culture Climate@GQ

7. How much do younderstandabout what Keele
is doing to tackle racial inequality impacting peof
who work and study here?

3.2

19

3.1

151

0.1

0.701

8. How often do you feel you get the opportunity
to learn about people from different races,
ethnicities and cultures while working here?

3.6

19

3.1

153

0.4

0.053

9. Howwell do you think festivals and traditions
from different cultures are acknowledged at Kee

3.5

19

3.4

152

0.1

0.459

Optional
SoB

Opt.4. How often do you feel you need to act
differently because of your racer ethnicity while
working at Keele?

NB: 1.0 is highest positivity; 5.0 is lowest positivity

2.7

19

1.6

153

11

0.000

OptionalCC

Opt9. Howoften do you feel that there are
opportunities for you to develop within your role?

3.6

19

Sind)

152

0.0

0.872

Opt.15.1f you reported discrimination, harassmern
or abuse on the basis of race or ethnicity, how
confidentare you that appropriate investigative

and/or disciplinary action would be taken?

2.8
(3.4)

19

3.3
(3.8)

152

0.071

Tablel4: REC Staff Survey 20€R1estions with Likert response; BAME and White

comparison, where-Ralue <0.05 (indicative of statistical significance) data are highlighted
by bold textValuesin bracketsare from thesurvey thatinformed our 2019 submission.
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REC Staff Survey 2023:
Comparison of responses from those who gave no ethnicity with those givilnpa-BAMEethnicity.

The
me

Refused

Non-BAME

Question (5 point Likert Scale)

Likert

No.

Likert

No.

Diff

P-value

Sense of
Belonging (SoB)

1. How muchrespectdo you feel people at
Keele show you? (e.g. staff)

3.1

15

4.1

153

-1.0

0.000

2. Howconnecteddo you feel to colleagues at
Keele?

2.5

15

3.6

153

0.000

Speaking Up & Communicating
(SU&C)

3. Howcomfortable would you feel calling out a
person showing racist behaviours at Keele?

2.8

15

3.5

153

0.001

4. Howconfident do you feel that senior leaders
at Keele will call out racially inappropriate
behaviours?

2.4

15

3.6

152

0.001

5. Howcomfortable do you feel discussing raee
related topics with colleagues within your
department?

2.9

15

3.7

152

0.004

6. Howconfident are you that colleagues at
Keele can have an open and honest
conversation with each other about race?

2.2

15

St

153

0.000

Culture Climate (CC)

7. How much do younderstandabout what
Keele is doing to tackle racial inequality
impacting people who work and study here?

2.9

15

3.1

151

0.397

8. How often do you feel you get the opportunit
to learn about people from different races,
ethnicities and cultures while working here?

2.9

15

3.1

153

0.317

9. Howwell do you think festivals and traditions
from different cultures are acknowledged at
Keele?

2.6

15

3.4

152

0.000

Optional
SoB

Opt.4. Howoften do you feel you need to act
differently because of your race or ethnicity
while working at Keele?

NB: 1.0 highest positivity; 5.0 is lowest positivityf

2.9

15

1.6

153

1.3

0.000

OptionalCC

Opt.9. How often do you feel that there are
opportunities for you to develop within your
role?

2.7

15

3.5

152

0.001

Opt.15. If you reported discrimination,
harassment, or abusey race or ethnicity, how
confidentare you that appropriate investigative

/disciplinary action would be taken?

2.5

15

<L)

152

-0.8

0.014

Tablel5: REC Staff Survey 2023: Questions with Likert respeheee RPvalue <0.05
(indicative of statistical significance) data are highlighie¢old

208




Updated Race Equality Charter
Silver Application Form

Non-Likert Questions

Questions shown in plot below were:

Action Plan Qu 1: Are you aware of the formal flexible working polices and
arrangements at Keele, for example, part time working or variable working patterns?

Action Plan Qu 2: If you witnessed or were personally subjected to discrimination,
harassment or abuse, would you know where and how to report the incident?

Mandatory Qu 10 (CC): Do you believe that [social events/activities] organised by
[the institution] are welcoming to everyone irrespective of race or ethnicity?

Mandatory Qu 11 (CC): In the last 12 months, have you experienced or witnessed a
situation at [institution] where you have felt uncomfortable because of race or
ethnicity?
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REC 2023 Staff Survey Non-Likert Scales Questions
&
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Figure9: REC Staff Survey to questions with response opties, Somewhat and No.
Green indicates comfort or confidence; pink discomfort or lack of confidence; amber is
neutral. For full question see text on preceding page.
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Culture Climate Question 12 fWWe would like to hear your thoughts on [the
i nst i tcammitmeem @ sadvancing race equality in higher education. Specifically,

what do you think Keele is doing well and/or what do you think needs improving.o

wo/ {Grd {dN®BSyaNBYyUSyyataara 90 f
DNRdzLJ ¢2dl|. N2 Rf §. N2l Rf [aAESR oLJ2é OA (
b2 yS3alodillRairsd|ySalagdSan LJ)\O
.la9 M J n p n
L Y 1Y 249 M J] p n
2 KAGS op M J] p Mp P
{LISOAUO (2LIAOaY AyOfdzRSR (K2as$s ¥
6y S3l o @3S SEA A0 dai2 NJ Ay 3 y Jéf

Tablel6: REC 2023 Staff Survey Sentiment Analgsignded to nearest 5.
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Four themes were investigated in the Keele January 2024 pulse survey:

T My Role

1 Wellbeing & Balance
1 Leadership

1 Engagement

Analysis by Ethnicity

Summary tables are given by Academic (TABLE 17) and PSS (TABLE 18) status and show positivity ratings (the percentage giving the
two most positive responses out of a possible 5 responses). Anal ysi s i s not shown here but PSS
guestions increases to match non-BAME when Estates (largely operational) roles are removed (TABLE 20).

The difference in positivity ratings of detailed ethnic groups relative to the White British response are given in TABLE 20 - TABLE 24,
which combines results from both academics and PSS. Not shown is this level of detail separated by job type, due to small numbers.
However, for academics only it is worth noting that individual Asian groupings still show low satisfaction for My line manager takes
time to support me and develop my skillso(TABLE 23) but not for the Black or Black British i African grouping.

Analysis by National Grouping

Overall, 64% of staff responded to the survey. There were 118 international staff responses. So, 46% of the 100 EU and 156 non-EU
staff in post on 30" January. The difference in positivity ratings by international/UK status is given in TABLE 25, together with notes on
those questions that had lower satisfaction from international staff.
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Overview Satisfaction against four themes for Academic Staff

Keele Academics Benchmark
Theme Black, Asian.& Minority White British White PNS/Unknowrl  Total All HEI academics (from survey
Ethnic Other provider)
Engagement 74% 76% 66% 48% 71% 67%
My Role 7% 77% 75% 55% 74% 68%
Wellbeing & Balance 57% 54% 48% 33% 52% 47%
Leadership 51% 51% 45% 23% 47% 38%
Response No. 65 347 60 56 540 -
Response rate 38% 55% 71% - 57% -

Tablel7 Pulse Survey Overview of Academic Respondents by BAME status

Overview Satisfaction against four themes R8S
- KeelePSS Benchmark
eme

Black, Asian & Minority Ethni| White British| White Other | PNS/Unknowr Total All HEI academics (from survey provid
Engagement 75% 84% 80% 46% 81% 70%
My Role 75% 78% 68% 55% 77% 67%
Wellbeing & Balance 67% 69% 74% 51% 68% 64%
Leadership 49% 56% 54% 28% 54% 38%
Response No. 36 748 23 41 864 N/A
Response rate 48% 68% 68% - 68% N/A

Tablel8: Pulse Survey OverviewR$S3Respondents by BAME status

NB: PNS = preferred not to say. It is difficult to analyse data in terms of race equality for these respondents. However, it is worth
noting the only respondent to directly mention racism was from the PNS group but, at the same time, there were also free text
comments from the PNS group saying Keeleist oo A WOKEO6, and too Al eft wingo etc.
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BAME and White British Staff Responses Separatathbther staff are in our Estates Directordta not)

White Britishnot in Estates BAME PSi8 Estates White Britishin Estates

BAME PS#iot in Estates

Theme

75% 78%

My Role 78% 80%

67% 69%

Wellbeing & Balance 74% 69%

Tablel9: Surveys responses of BAME and White British respondents separated by whether role is in Estates or otherwise.
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Q -
g2 |5 |5 |5 = |8 =2 |2 |®s . | o &
@ c c c ~ < S| 3 2 Q5 3 S .o
@ @ @ @ S ~ ~ |2 = S=| = e =
Themes: =R B <l 5 & 3] G G| o e E| @ 3] e S £
<P < < 8| < _ o S ol 8o 2 g5 o| E = ol ‘% W
55|65 | 52|58 5c|T2|T2|8 |8 |z @ | O | £ |<x
52 58|58 52 o |58/82|82|8p|lkEg|8s £ | £ & %5
35|05 9s| oe| S |B2|x2|28|2s|s3|PE| E | E| ® |8
<0 |<E|<0|<a| <« |m<|=k|=0|=0|0O|lae| = = a |m3
My Role 12% | 2%| -3% -15% | -14% | 0% | -5% | -24% | -2%
Wellbeing & Balance 15% | 13%| 2% -39% | -33% | 0% | -9%| -24%| -5%
Leadership 1% | 4% 1% 24% | -38% | 0% | -7% | -30% | -4%
Engagement 2% | -1% | -13% -28% | -25% | 0% | -11% | -35% | -8%
Engagement 2019 0% -24% | -5%
No. of Responses
(2024)T rounded to 5 15 10 10 5 10 5 5 10 10 10| 1095 85 95| 101
nearest 5

Table20: Keele Pulse Survey Jan 2024 overall theme sunipatnic grouping. Showirdifferencesn the percentage of those who gave a
positive response, by ethnic group, relative to the White British response (positive is more satisfied). The engagenmerfroneasu 2019
engagement survey is also included for reference but please note diftgrestions were usedlote total BAME (101 responses) includes the
sum of different groups showglusthose with ethnic minority groups where there were fewer than 5 respondsats.exact numbers of
respondents have been rounded to the nearest 5 (thdgstatfor analysis did not allow for results from groups with fewer than 5 respondents
to be analysed).
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S5/ S5 S8 83| 8 82|22 |2%|2£|£8|e8| E | E | & |BE
<m|<E|<O0|<a| <« |mI|=Sc8|20|=0|0|aE| = = a |m=
| feel valued and
recognised for the 29% | 8% | -18% 7% | 7% | -34%| 0%| -1%|-35%| 6%
work that | do
| find mywork
interesting and 13%| 4%| 1% 24% | -37% | 13%| 0%| 0% | -11%| 0%
challenging
| understand how
my role contributes 2% | 1% 10% 15% | 27%| -1%| 0%| -2% | -22%| 1%
to the success of
Keele
People help and
support each other 6% | -6%| -4% -29% | -4% | -35% 0% | -1%| -27% | -6%
here

Table21: Pulse Survey January 2024. Questions on the "My role" theme with differences in the percentage who were positive \'éhétive t
British respondents (positive is more satisfied).
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Questions on theme
m WG HWRU
OulT Ul t q¢ U

As long as | get my
work done, | have th
flexibility to work in
way that suits me

| am able to strike th
rightbalance
between my work
and home life

| feel able to cope
with the demands of
my job without it
affecting my work

Myworkload is
reasonable

Asian or Asian British

Bangladeshi

S

5 o
= 2 5| £
m m % m

G T2 | &
3 S| 3
< < 8| < _
. o 0  C
o c o< | © S
C C = cC 0m
kIR I
<E | <0 | <
21% | 12% 9%
6% | -8%| 12%
15% | 20% 1%
16% | 29% | -15%

Arab

Black or Black British

African

Mixed- Black African an

White

Mixed- Black Caribbean

and White

212 |s 5
= o] =
2I5 | = =
o] (&) D) D 1] [
= S o = - n ®©
(&) o o o @) c
S > |53 2 s Z | S8
8 |s |85 @ | O] 2 |28
T |82/ 28| & & | 3 |¥E
X | S 9|0EL| £ IS © | &<
S |O3|ag| = = a | o
4% | -29% | -12% | 0% | -3%| -14%| 2%
-25% | -50%| -41% | 0%| 0% -26% | -4%
1% | -37%| -40% | 0%| -8%|-33%| 0%
-3% | -40% | -42% 0% | -6%| -24%| -1%

Table22: Pulse Survey January 2024. Questions onWealbeing & Understandirigheme with differences in the percentage who were
positive relative to White British respondents (positive is more satisfied).
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| believe action will be

taken as a result of th 16% | 34% 8% -30% | -5% | -19% 0% | -3%| -25% 6%

survey

| have confidence in
the senior team to
manage and lead
Keele well

7% | 8%| -9% -34% | -9% | -36%| 0% | -16% | -38% | 3%

My line manager
communicates
effectively

-14% | -3% | 24% 12% | -38% | -43%| 0% | -6% | -22% | -7%

My line manager take
time to support me
and develop my skills

-17% | -16% | -21% -8% | -33% | -49% | 0% | -5%| -29% | -10%

Senior leaders make
the effort to listen to
staff

30%| -2%| 3% 3% | -34% | -47%| 0% | -5% | -36%| 4%

Table23: Pulse Survey January 2024. Questions onltbadershiptheme with differences in the percentage who were positive relative to
White British respondents (positive is more satisfied).
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| am proud to say |
P y 9% | -10% | -8% -8% | -33% | -27% 0% | -11% | -42% 0%

work for Keele

| care about the futur

-18% | -18% | -15% 0% | -9% | -17% 0%
of Keele

7% 7% | -5%

I would still like to be
working at Keele in
years' time

0% | 14% | -39% -14% | -27% | -21%| 0% | -10% | -35% | -2%

If asked, | would
recommend to friends
and family that Keele
is a good place to wo

-6% | -20% | -12% -50% | -25% | -42% | 0% | -20% | -44% | -10%

Working here makes
me want to do the be
work | can

Table24: Pulse Survey January 2024. Questions onEhgdgemerittheme with differences in the percentage who were positive relative to
White British respondents (positive is more satisfied).

2% | 3%| -4% -16% | -41% | -23%| 0% | -10% | -38% | -3%
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Pulse Survey by International Status:

Themes: International UK
Engagement -4% 0%
My Role -1% 0%
Wellbeing & Balance -5% 0%
Leadership 0% 0%
No. of Responses 118 1208

Table25: Keele Pulse Survey Jan 2024 overall theme sunbpdnyernational / UK / Other grouping. Showing differences in the percentage of
those who gave a positive responsejiigrnational status relative to tlose identified abavinga UK nationalityNote some reported
Y6EGA2Yy Lt AG@ (hérd wasinbdt alpréfer ao td $adeemd are not included here.

1 Therewas little difference in overall ratings between UK and international respondents for most statements. Hence only the
overall theme analysis is shared(ABLE 25). The exceptions were:

o under the Welltbeing & Balance theme international respondents gave notably lower ratings (by 14 percentage points) to
q 6 1J W q ¢laud éblé thsirikieshe right balance between my work and home life FOLL

o Other statements which gave lower response ratings (between 5 and 7 percentage points) were another on sl R U D LWL
feel able to cope with the demands of my job without it affecting my woskl¢ UT LWaq 6 1 1313 WY U W 0 @Q)praied & 130 q W
in working for Keele(2)desire to still work at Keele in 2 years an(8)recommending Keele to friend and family.
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Survey developed by network. Led, run and analysed by Dr Masi Noor, BAME Staff network chair. Note all respondents self-
identified as BAME.

BAME Network Survey: Communication & Value

| often worry about being easily identifiable as a BAME individual in

. . N, 24% U, 56%
university surveys

My School managers have a good understanding of the complexity

0
of my life as a BAME colleague 2l e

My School consults me when making crucial decisions that directly
impact me

N, 13% S, 38%

My School fails to get the value that | have the potential for

N, 23% U, 39%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

m Disagree Neutral MW Agree

Figurel0: BAME Network Staff Survey: Communication and Value. Letters on labels indicate some degreéJoeflesatsfied;
S=satisfied, N=neutral
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BAME Network Survey: Career

| have a clear pathway to my next promotion

N, 27% S, 24%

The supportin career progression is equal for BAME and non-BAME

0,
individuals N, 24% S, 16%

I'm offered good opportunities to take on leadership roles in my

0
School, Faculty and beyond S Ak

Human Resources (HR) provide good quality promotion events that
are tailored specifically to my career progression as a BAME
individual

N, 20% S, 14%

Exceptional circumstances that may have impacted an individual's
productivity do not adequately consider the barriers and
experiences faced by BAME colleagues

N, 33% U, 47%

To enhance the impact of SPRE, adopt the practice of completing
the institutional promotion application to get direct feedback from iﬁ N, 24% 74%
managers

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

m Disagree Neutral W Agree

Figurell: BAME Network Staff Surveyareer U= unsatisfied; S=satisfied, N=neutral
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BAME Network Survey: Safety and Identity

At Keele, conflict between colleagues and management is resolved

. N, 31% S, 20%
constructively

There is no stigma attached to approaching HR for support against

0,
bullying and discrimination N, 42% S, 11%

| have full confidencein HR’s processes and procedures when
reportingincidents of bullying and discrimination

N, 38% S, 15%

| feel psychologically safe to be myself at Keele _, 7% S, 50%
| feel physically safe to be myself at Keele - N, 18% S, 66%

| often feel ‘othered’ and ignored at work N, 18% U, 52%

| strongly identify with Keele as an institution N, 29% S, 46%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

m Disagree Neutral mAgree

Figurel2: BAME Network Staff Surveyafety & ldentityU= unsatisfied; S=satisfied, N=neutral
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Staff Leavers Questionnaire

Leavers Questionnaire 2021/22023/24*

Likert Score (out of 5)

Question aave | White | White ons | BAME
British Other wWB

You received fair treatment from your line manager. 4.3 4.2 4.6 3.5 0.1
The morale in youream/department is generally good. 3.8 3.4 4.5 2.0 0.4
Working relationships in the team/department have always been professional. 3.7 4.0 4.8 4.5 -0.3
Your work/contributions were valued by your manager. 3.9 4.0 4.6 3.0 -0.1
You received appropriate support and guidance in terms of your learning and developr 3.5 3.7 4.1 3.0 -0.3
You feel access to career progression or promotion opportunities is fair and inclusive. 2.8 3.4 3.5 3.5 -0.6
You received sufficient training to be able to do your job effectively. 3.7 3.8 4.3 3.5 -0.1
You felt able to use your skill set to the besyotir ability. 3.5 3.6 4.1 3.5 0.0
You feel the University provides adequate flexible working options. 3.9 4.1 4.4 4.0 -0.3
The quantity of work given to you generally felt manageable. 3.5 3.3 4.0 3.5 0.2
Your physical working environment wsifficient to be able to do your job. 3.8 4.0 4.0 3.5 -0.2
You felt weHinformed about key projects and developments within your team. 3.8 3.9 4.3 4.5 -0.1
You felt clear about your work responsibilities and expectations of performance. 4.0 3.9 4.4 3.5 0.1
You felt able to speak up and challenge the way things are done at Keele University 3.3 3.4 4.3 4.5 -0.1
Percentage of total leavers 13% 80% 6% 1%

*Up to 8th July 2024

Table26: Staff LeaverQuestionnaire Respons€he largest difference in response by ethnicity is highlighted.
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REC Student Survey 2023

1 Mandatory questions 117 9 are presented as a Likert Score out of 5
0 TABLE 277 for BAME cf. Non-BAME,
0 TABLE 28 - Asian, Black and Mixed cf. Non-BAME and
0 TABLE 29 by international status T BAME respondents only.

1 Optional REC survey questions, reported in these tables were are given at the
bottom of these tables and relate to Sense of Belonging (SoB) and Culture
Climate (CC).

1 Other mandated questions Culture Climate (CC) 10 & 11, which were required
to be asked with yes / no / somewhat responses, and our chosen questions to
address previous action plan (PAP) items are given for BAME / Non-BAME /
Unknown in FIGURE 13.

1 Mandatory CC Qu 121 was an open text response and a sentiment analysis is
given TABLE 30.

Response Rate : Only 1.3% of BAME and 0.6% of Non-BAME students responded to
the survey but, in absolute numbers there were more responses from BAME students
than there were from BAME staff to the REC staff survey (45 vs 20, to nearest 5).
Almost all students gave an ethnic group (<5 preferred not to say).
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REC023 Student Survey

g BAME | NonBAME| BAME Non
Q i _
2 | Question Likert| No. | Likert| No. | Diff |
value
[=2]
£ "
2 1.How much respect do you feel people at Keele show you* 23| 50! 42| 32| -04l 0043
° (e.g. lecturers, fellow students)
5
(O]
§ 2.How connected do you feel staff at Keele? 27| 50| 35| 32| -0.8|0.001
o .
2 3. How comfprtable would you feel calling out a person show 23| 50! 38| 31| -05/0.049
© | racist behaviours at Keele?
(@]
E , .
£ 4. How c;onfldent QO you fee! that tutors at Keele wadlll out 570 50! 41| 321 14! 0.000
2 | racially inappropriate behaviours?
£
o
O . . .
< 5..How comforta}blg do you feel discussing &@tated topics 51| 50! 34| 32| -0.3!0.104
5 | with students within your department?
(@]
% .
& 6.How confident are you thqt stu_dents at Keele can have an 59| 49| 34| 32| -05! 0041
open and honest conversation with each other about race?
7.How much do you understand about what Keele is doing tg
__ | tackle racial inequalityimpacting people who work and study 22| 49| 29| 32| -0.7|0.009
3 | here?
% | 8.How often do you feel you get the opportunity to learn abo
% people from different races, ethnicities and cultures while 28| 49| 3.3| 32| -0.5|0.040
£ | studying here?
9.How well dyou think festivals and traditions from different 20l 29! 32| 321 02! 0.206
cultures are acknowledged at Keele?
10.How often do you feel you need to act differently because
@ | your race or ethnicity while studying at Keele? *** Note 27| 49| 1.3| 32| 1.3| 0.000
S | positivity reversed ***
S
2 | 11.How likely are you to recommend Keele as a good place| 4.0 4.4
o -
study? (4.1) 48 (4.6) 32| -0.5|0.021
| 12.How cquortable d_o you feel approaching academic men 27 29! 20| 32| -0.4] 0.067
8 | with questions or queries about the course?
g 13.1f you reported discrimination, harassment, or abuse on t
g basis of race or ethnicity, how confident are you that 2.4 49 3.5 32| 11 0.005
appropriate investigative and/or disciplinary action would be | (3.2) (3.6) : '
taken?

Table27: REC 2023 Student Survey Likert Respovdesre an almost identical question
was asked in the survey for our last submission the response is given in brackets.
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REC 2023 Student Survey Non-Likert Scales Questions

£
I
g
2 BAME No, 46% 20% Yes, 32%
o
g 5
g3
=
5 E
oo
=
2
< Non-BAME |No, 14% 34% Yes, 52%
3
=)
o
<
G
a
w
T
A BAME No, 12% 40% Yes, 42%
w
=z
239
£ 5
z &
o
S Non-BAME 24% Yes, 72%
v
=
=
-
0% 20% 40% 60% 80% 100%
ONo OSomewhat DOYes Percentage of Group Responses

Figurel3: Student Responses to nrhikert questions (international and UK combined)
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) Asian Black Multiple NonBAME | A-Non B-Non

Question

Likert | No. | Likert | No. | Likert | No. | Likert | No. | Diff P | Diff
How much respect do you feel people at Keele show yeuf lecturers, 27! 18 30| 23 6 42| 321205 00903
fellow students)
How connected do you feel to staff at Keele? 24| 18 29| 23 6 35| 32[-1.1|0.00| -0.6
How cpmfortable would you feel calling out a person showing racist 24| 18 31| 23 6 2sl 31103l 031!|-07
behaviours at Keele?
How conflldent do you feel that tutors at Keele will call out racially 27| 18 28| 23 6 41| 321415 00013
inappropriate behaviours?
HQV\{ comfortable do you feel discussing raetated topics with students 20| 18 20| 23 6 24l 32104l 026! -04
within your department?
How conleient are you that students at Keele can have an open and hon 20l 17 27| 23 6 24l 32|04l 030! -07
conversation with each other about race?
_How mgch do you understand about what Keele is doing to tackle racial 05| 17 22| 23 6 29| 32|05 016! -07
inequality impacting people who work and study here?
H_ow often do you fe_el_ you get the opportu_nlty to Iegrn about people from 29| 17 28| 23 6 33| 32104l 029! -05
different races, ethnicities and cultures while studying here?
How well do you think festivals and traditions from different cultures are 29| 17 31| 23 6 32| 32102 04201
acknowledged at Keele?
How often do you feel you need to act differently because of your race o|
ethnicity while studying at Keele? ** Positivity reversed *** 29| 17 & 6 1.3| 32 uy 0.00 e
How likely are you to recommend Keele as a good place to study? 39| 16 40| 23 6 44| 32|-05|0.08|-0.4
How cquortable do you feel approaching academic mentors with questi a4l 17 29| 23 6 20! 32107003102
or queries about the course?
* If you reported discrimination, harassment, or abusased onrace or
ethnicity, how confident are you thatppropriate action would be taken? 22| 17 26| 23 6 35| 32 (5484 0.00| 1.0

Table28: As table above but grouped by Asian, Black and Mixed group. * Note full wording used as in REQagePvé))
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BAMEStudents Onlipy International/UK status

, International UK Int- UK

Question : : -
Likert | No. | Likert| No. | Diff P

How much respect do you feel people at Keele show you 21! 14 26l 34| 050043
(e.g. lecturers, fellow students)
How connected do you feel staff at Keele? 33| 14 25| 34| 0.8 0.001
Hoyv comfort.able would you feel calling out a person sho 21| 14 55| 341 203! 0049
racist behaviours at Keele?
HOW copfldent do_ you feel Fhat tutors at Keele will call ou 29| 14 56! 34! 06! 0.000
racially inappropriatebehaviours?
pr comfortabl_e (_Jlo you feel discussing #iatated topics 25| 14 59| 34| 060104
with students within your department?
How confident are you that students at Keele can have g
open and honesionversation with each other about race? 311 14 29| 331 0.2 0.041
How much do you understand about what Keele is doing
tackle racial inequality impacting people who work and s 25| 14 2.2| 33| 0.3]|0.009
here?
How often do you feel you getdpeortunity to learn about
people from different races, ethnicities and cultures whilg 3.0 14 26| 33| 0.4]0.040
studying here?
How well do you think festivals and traditions from differg 24l 14 58l 33| 050206
cultures are acknowledged at Keele?
How often do you feel you need to act differently becaus
your race or ethnicity while studying at Keele? *** Note 23| 14 2.8| 33| -0.5|0.000
positivity reversed ***
How likely are you to recommend Keele as a good place 21! 14 40! 321 01l 0021
study?
pr comf_ortable do you feel approaching academic mer 23l 14 26! 331 020067
with questions or queries about the course?
If you reported discrimination, harassment, or abuse on
basis of_race_ or et_hnlc_lty, how coqfld_eqt are you that 28l 14 53l 33| 050005
appropriate investigative and/or disciplinary action would
be taken?

Table29: REC 2023 Student Survey broken down by international status.
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REC Student Survey comments

w9 /dzR S[ydiNI S &

| 18 BYSWBY i

PylFteanaAa

0e 9u

Mixed (positives

Grouping Total No. | Broadly negative| Broadly positive & negatives)
Asian/ Other /mixed 5 0 0 5
Black 10 5 5 0
Unknown 0 0
White 10 0 5 0

Table30: Student REC Survey Sentiment Analisisearest 5
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NSS Summary

BAME 1T non-BAME
2023 2022 2021 2020 2019

Question Topic

Good explanations -1 -4 -0 -5 -3
Interesting -4 -6 -7 -9 -6
Stimulating -1 -1 -2 -4 0
Challenging 0 -2 -2 -3 1
In-depth

Assimilation of topics

Application of Learning

Directed & Independent learning

Useful skills

Assessment criteria

Assessment fairness

Assessment relevance
Timely assessment feedback
Helpful assessment feedback
Contactable Staff

Supportive staff

Organised course

Effective communication

IT resources

Library resources

Course-specific resources

Student feedback opportunities

0

Value of student views 1
Action on student feedback 3 6 4 -2 2

3

6

Student union representation

Mental health & Wellbeing support
Freedom of expression 0
Table31: NSS ifference iIBAME and noBAME questiopositivity (BAME positivitg non

BAME positivity)shown agoptdifference relative (BAME positivigynon-BAME positivity)
For full questions sebe Office for Students
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Comparison of NSS at Keele and across England irsB028ng difference between Ethgricups
relative to the White group.
England Keele

AW | BW| MW | OW | AW | BW | MW | OW
Good explanations -2 1 -1 -3 0 1| -10 -3
Interesting -7 1 -3 -6 -7 6 -9 -8
Stimulating -1 2 -2 -4 -0 1 5| -10
Challenging -1 2 -3 -3 1 1 -2 1
In-depth -3 1 -2 -4 -3 3 -6 -6
Assimilation of topics 0 3 -2 -1 3 1 -1 5
Application of Learning -1 2 -2 1] -1 -3| -16 2
Directed & Independent learning 2 8 -2 3 3 8 9| -13
Useful skills 0 5 -3 -2 6 2 -6 -13
Assessment criteria -3 2 -3 -3 -7 -0| -19 -1
Assessment fairness -5 -2 -2 -6 -4 1 -8 -4
Assessment relevance -3 2 -2 -3 -2 -4 -7 -3
Timely assessment feedback -4 2 -3 -4 -5 -0 -10 -1
Helpful assessment feedback -2 6 -2 -2 -3 2| -14 -6
Contactable Staff -2 -2 -2 -1 -4 5 -3 5
Supportive staff -1 1 -3 -2 3 7| -12 2
Organised course 3 7 -1 2 8 1 -2 -0
Effective communication 3 6 -1 41 10| 14 -2 5
IT resources 1 2 -2 -1 1 2 -1 -1
Library resources -2 0 -1 -2 -1 2 2 1
Course-specific resources -1 -1 -2 -1 -2 -5 -10 8
Student feedback opportunities 1 2 -2 0 -1 5 -1 -2
Value of student views 0 4 -2 0 -0 5 -7 7
Action on student feedback 6 9 -1 7 2| 10 -7 4
Student union representation 5 6 -2 4 4 6| -11 8
Mental health & wellbeing support 4 4 -2 4 8 9 -3 -3
Freedom of expression -2 -1 -1 -3 -0 2 -0 -4
For full questions seééational Student Survey 2023 data: student characteristics data
Office for Students
A= Asian, B = Black, M= Mixed, O= Mhahhite.
Green squares indicafeB,M or O group are more posthe® W groupy 2 %pt or highe
Pink squares indicate A,B,M or O group are less pistivé/ groupy 2 %pt onigher
White squares that there is less than +2 &tpts between groups.

Table32: NSS @amparison between Keele and English HEI's differences by ethnicity relative
to the White Groupshown as %pt differencéhere were 119@White, 380 Aian 115Black
75Mixedand 35 @herresponses (to theearests). For full questions see tlidational

Student SurveyNSS Office for Students

232


https://www.officeforstudents.org.uk/data-and-analysis/national-student-survey-data/student-characteristics-data/
https://www.officeforstudents.org.uk/data-and-analysis/national-student-survey-data/student-characteristics-data/
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Appendix 3: Data tables
SYOKYIFNJ Ay3ax YSStS {GFd DNYRSa I yR

Unless marked otherwise, Benchmarks provided here are from HESA data, accessed
through©Jiscb s Hei di pl us, unless noted other wi
strategy. Data are provided for self -assessment only and are not for quoting or

using elsewhere . Neither Jisc nor Jisc Services Limited can accept responsibility for any
inferences or conclusions derived by third parties from data or other information supplied
by Jisc or Jisc Services Limited through HeidiPlus. Where data are broken into Faculty
units, we do this according to subject codes for students e.g. Common Aggregation
Hierarchy [CAH]) and subject cost centre codes that we submit to for staff. This is not a
perfect system, given that:

(i) there issomecrossover in subjects between faculties especially at PGR level and,

(ii) some subjects have changed faculty over time (Social Work having moved fuon$ &t
FMHS and Counselling from FNS to FMHS)

(iii) some subjects are recently new to Keele (e.g. Veterinary Science; expansion of Allied Heg
subjects)

(iv) the proportion of students in different subjects may be different to the septoportion or
that across thédenchmarking group.

() Keele has only small numbers of PGR students registering annually (caithG)bjects
taken varyingSo, some variation to benchmarks is expected.

(vi) Only subject cost codes for staff are used at faculty level.

(vii)  There is a disconnect in student subject codes between 2018/19 and 2012/20 when the
system was changed from JACS to CAH.

Keel ebs benchmarking group (BmkG) is a g
universities: Aberdeen, Dundee, East Anglia, Hull, Kent, Lancaster, Leicester, Reading,
Stirling, Surrey, Sussex, Swansea. We have largely used this benchmark group to look at
award gaps. Otherwise, we use national data.
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Relationship between contract levels reported to HESA and Keele Grades

HESA

Code* University Grade and Typical Academic Role

A0 Vice-Chancellor

BO Grade 10: DVC and PVC's

C1-C2 | Grade 10: Director of a major function or area of the University.

D1-D3 | Grade 10: Head of an area of the University (e.g. Head of School)

E1l-F2 | Grade 10: Professors, Heads of functions / subsets of areas.

10 Grade 9: Senior Lecturer, Teaching or Research Fellow & Reader.
JO Grade 8: Lecturer-B, Experienced Teaching or Research Fellow.
KO Grade 7: Lecturer-A, Teaching Fellow; Research Fellow.

LO Grade 6: Research Assistant, Demonstrator.

NB: HESA code F1 and upwards may be filled by academics without a professorial
title. These would be staff normally on grade 9 but with appropriate allowances to

pay.

*Details of the Grades and copyright description can be seen at:
https://www.hesa.ac.uk/collection/c22025/combined _levels .

Table33: Relationship between Keele Grades and HESA levels
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Operational Staff Grade HESA job level Equivalence

Grade Equivalence Job Family
Keele level HESA; level Operational
020 P Domestic assistants, catering and sports centre assistants
Apprentice trades, grounds people, assistant chefs, nursery nurg
050 & 060 @) senior catering assistants, stewards, cleaning supervisors (small
areas)
075 & 110 N Supervisors (cleaning, post room, catering) and security officers
08011128)(not M Semiskilled trades, assistant managers e.g. of cleaning services
128 - 170 L Trades, Head Chef, Senior Team Leaders and Senior Nursery R

leaders, Fitness Instructors

Operational staff are not on the Keele Pay Spine but are paid set hourly rates without
incremental progression. Our Keele levels do not correlate precisely with the HESA/UCEA

levels

* See https://www.hesa.ac.uk/collection/c22025/combined levels for copyright description.

Table34: Operational Staff Grades and equivalence with HESA
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BAME Representation of Two Main Staff Groups

PSS, Unknown, 3%
Academic, Unknown, 6%

m O

1" "e

PS5, BAME, 6%
- Academic, BAME, 18%

Academic, Non PSS, Nan H BAME
BAME, 76% BAME, 91% @ Non-BAME
O Unknown

BAME Representation of Male / Female Groups

Male, Unknown, 4% Male, BAME, 15%

)
Female, Unknown, 4% = 1-‘

e g

“Fernale, Non- EBAME
Male, Non- BAME, 87% B Non-BAME
BAME, 81% O Unknown

Female, BAME, 9%

Staff Distribution Across Academic / PSS roles

Mon-BAME staff

Staff Ethnic Group Distribution By Sex

BAME Staff 51%F;
MNon-BAME 64%F

Mon-BAME staff

Figurel4: CurrentStaff BAMEStatus Overview (academic and PSS) by job category and sex.
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All Academics: BAME Staff National Grouping All Academics: Broad Ethnic Grouping
180 180
160 ?bar:(test shfade . 160
ottom of grap
140 indicates EU/EEA 140 Other, 10%
120 120 i
(NN ] (NN ]
100 &100 Black, 14%
",fu 80 -,"=£ 80
(V] (V]
60 60 Asian, 65%
40 . 40
BAME International, 52%
20 20
0 0
Dec-17 Dec-18 Dec-19 Dec-20 Dec-21 Dec-22 Oct-23 Dec-17 Dec-18 Dec-19 Dec-20 Dec-21 Dec-22 Oct-23
Census Date Census Date

Figurel5: BAME Staff increasing number (FPE) by UKraechational status (Lefhand panel) and by Asian, Back, Mixed and Other Groupings
Percentages given for Dember 2@2; EU EEA is 4% of BAME Staff tttdDec 2017 35% of our BAME staff were International and 58% DKc
HAMT . !'a9 adlFFTF 6SNB cwm:> !aAiAlys AYyONBlFrasSa Ay NBLNBaSyidldAzy KI @S
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FHumSS Academics: BAME Staff National Grouping FMHS Academics: BAME Staff National Grouping

70 70

W EUSEEA
&0 &0
50

W International

m UK

E 4an Q 4n
= =
T 30 F 30
wl w
20 20
10 BAME International Staff, 58% 10

BAME International Staff, 39%

Dec-17 Dec-18 Dec-189 Dec-20 Dec-21 Dec-22 Oct-23 Dec-17 Dec-18 Dec-19 Dec-20 Dec-21 Dec-22 Oct-23
Census Date Census Date

FNS Academics: BAME Staff National Grouping

5

Staff (FPE)

L
L=l

10 BAME International Staff, 61%

Dec-17 Dec-18 Dec-19 Dec-20 Dec-21 Dec-22 Oct-23
Census Date

Figurel6: BAME staff by Faculty and UK / International Status
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FMHS Schools Dec 2022

FHumsSS Schools Dec 2022

FNS Schools Dec 2022

3d4 Aq |e3

0330 %

Figurel7: School Staff by BAME statidote some additional redaction has been conducted (where BAME staff numbers were fewer than 5, even

where percentages were based on more than 22.5 people, as staff could be quite easily identified at School level).
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Keele Academic Staff Representation by Area

increased > sector
Academic Area Keele | UKHE| Keele| UKHEI  since 20177 | (2022data)
Faculty ofHumanities and Social Sciences
KBS (Business) 18%| 23%| 51%| 34% Vv \Y
Language Centre Vv u
Humanities U U
Law 16%| 13%| 23%| 18% Y, \Y
Social Sciences 11% 9% | 22%| 14% \Y \Y
Faculty of Medicine and Health Sciences
Allied Health Professions 15%| 10%| 17% \Y U
Medicine 18% \Y U
Nursing & Midwifery 8] U
Pharmacy & Bioeng. 15% U u
Faculty of Natural Sciences
Foundation ¥ar Vv N/A
H & K Vets N/A U
Chem. & Phys. Sci. 9%| 15%| 13%| 19% Vv U
Comp. & Maths 11%| 19%| 42%| 27% Vv \Y
Geog. Geol. & Env. \Y U
Life Sciences \Y \Y
Psychology U =

Table35: SchooAcademic StaBAME Representation &tyearinterval and comparisowith sector (UKHEl)om HESA &ff Full Person Equivalent
(FPE) V1 2017/18 2022/23 © Jisc [B/04/2024]. Note some additional redaction has been conducted (where BAME staff numbers were fewer than
5, even wher@ercentages were based on more than 22.5 people, as staff could be quite easily identified at School level).
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Faculty Distribution of BAME Group

100% Other
80% = Mixed
60% H Black
40% | Asian
20%

0%
FHumSS FMHS FNS

Figurel8: Distribution of BAME Staff across Asian, Black, Mixed and Other groupings by Faculty, data from December 2022. Cirasgsrmter
showndued @ CI Odzf G & RdzS G2 avYlfft ydzgroupighh 2F aGFHTFF Ay GaAESRéE FyR dahiK
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All Academics: BAME Representation over Time
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Figurel9: All academic staff representation by BAME status over time.



Staff (FPE)

FHumSS Academics: BAME Representation over Time

I BAME [Z7Z7A Non-BAME T Unknown
—_—%BAME ===-- %Non-BAME ~ «eeeeeees %Unknown

- 100%

- 90%

- 80%

% - 70%

- 60%

- 50%

- 40%

- 30%

- 20%

% L 10%
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Census Date

- 0%

% of total

Figure20: FHUmMSS academic staff representation by BAME status over time.

244




Updated Race Equality Charter

Silver Application Form

= Unknown

FMHS Academics: BAME Representation over Time

EN X =X X X EN X X X
0000000000

11111111111

1%

%Unknown

-==-%Non-BAME
84%

Non-BAME

84%

— %BAME
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N BAME

83%
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350

250
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Date

Figure21l: AMHS academic stafepresentation by BAME gtes over time.
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FNS Academics: BAME Representation over Time
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Figure22: ANS academic staff representation by BAME status over time.
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Comparison of BAMEcademic Stafv SLINS a Sy G4 GA2y |G YSSES yR YSStSQa oSyOKYl!
All Subjects FHumSS FMHS FNS
%BAME| %BAME| %BAME| %BAME| %BAME| %BAME| %BAME| %BAME| %BAME| %BAME| %BAME| %BAME
Keele UKHEI | BmkG Keele | UKHEI | BmkG Keele | UKHEI | BmkG Keele | UKHEI | BmkG
Decl7 12% 15% 15% 14% 15% 13% 13% 14% 12% 8% 14% 15%
Decl18 12% 15% 16% 17% 15% 14% 12% 14% 12% 8% 15% 15%
Decl9 15% 16% 16% 21% 16% 15% 13% 15% 13% 14% 16% 15%
Dec20 15% 17% 18% 20% 17% 16% 12% 16% 14% 16% 17% 16%
Dec21 16% 19% 19% 24% 19% 18% 12% 17% 15% 17% 18% 17%
Dec22 17% 20% 20% 25% 21% 20% 13% 18% 16% 18% 19% 19%
Dec23 18% 26% 16% 17%
Table36: Comparison of\cademic StaBBAME Status with Sectd/here cells are shaded blue Keele has representation >P#&ptg one or more

benchmarks. Where cells asbaded yellow Keele has academic BAME staff represent&¥pts above one or more benchmamsnchmarks are

UKHEI: alliniversities submitting to HE®AdBmMkGcY SSt SQa

2022/23 © Jisc 14/04/2024]. Noted ! t t

26y

{ dzo 2 Subjacis én sdctgr @rid teRGi@mark data which Keele does not teach.

0 Sfyord KBSALaH|FallyPersod BgRivdtedt (FPE) V1 2017/18
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All Academics: Grade and Representation of Staff by Ethnic Grouping
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Figure23: AcademiBAME Staff by GradEor Reference Advante9 §iaif statistical report(2023 found thatHESAevel 10 (equivalent t&9/

Reade) was9.1%BAME in 2020/2land according to HESA3% of professors with known ethnicity are BA[E22/23).
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All Academics: Distribution of Staff over Grades

Averaged since 2017, 23% of Keele spine BAME staff and 38% of Non-BAME peers were at G9 or higher NHS
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Figure24: BAME (purple) andon-BAME (greenAcademicStaff distribution over Keele Grades (and NHS Scales).
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FHumSS Academics: Grade Distribution FMHS Academics: Grade Distribution

100% Averaged since 2017, 31% of BAME staff & 54% of Non-BAME peers were > G9 Averaged since 2017, 18% of BAME staff & 29% of Non-BAME peers were 2 G9
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Figure25: AcademicStaff distribution over Keele Grades (and NHS SdBI8&AME Status anBaculty (FHumSS tégft, FMHS topight and FNS
bottom left)

250



Updated Race Equality Charter
Silver Application Form

Female Academic Grade Distribution Male Academic Grade Distribution
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Figure26: Academic Gragldistribution by sex andthnicity for1/12/2022. Notethat whilst there remains notably inequalitthis is an improvement
on our 2019 submission, when we would have felt uncomfortable display this data, as we would have had fewer than 5 Bé&iviteGit6fessors
NHS grades are not shown but have highest representation in White men and lowest in BAME Wendennot show ou2019 submissiostarting
point, where we had fewer thanfémaleBAMEprofessorsso would have felt uncomfortable sharing.
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UK Academics by Contract Type

BAME non-BAME Keele Gap in | BmkG Gap if UKHEI Gap
Contract Contract in Contract

FTC Indefinite %FTC| FTC Indefinite %FTC Type Type Type
Decl7 15 40 24%| 105 470 18% 6% 0% 4%
Decl18 20 40 31% 95 470 17% 14% 0% 3%
Decl9 15 45 25% 90 445 17% 8% 1% 4%
Dec20 15 45 25% 90 460 17% 9% 1% 5%
Dec21 15 50 25% 95 465 17% 8% 1% 6%
Dec22 10 55 17%]| 100 490 17% 0% 4% 6%
Oct23 10 55 18% 90 525 15% 3%

Table37: UK academics by BAME status and contract.tffoe reference, in the period 2017/42022/23,0n aggregate 31% ofUKHEBAME
international staff and27% ofUKHENonBAME international staff were on FTGgp = BAME %FTGlonBAME % T@enchmarkingrom HESA
Staff Full Person Equivalent (FPE) V1 201-72022/23 © Jisc [#/04/2024]
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International Academics by Contract Type
BAME non-BAME Keele Gap| BmkG Gap UKHEI Gay
FTC| Indefinite | %FTC| FTC| Indefinite | %FTC| " iontra‘:t in Contract) in Contract
ype Type Type

Decl7 10 30 28% 25 95 20% 7% 10% 12%
Dec18 10 30 21% 20 80 18% 3% 12% 13%
Decl9 15 40 30% 15 75 19% 11% 13% 13%
Dec20 20 45 29% 15 80 15% 14% 11% 13%
Dec21 20 50 30% 10 75 14% 16% 13% 13%
Dec22 20 60 24% 10 70 14% 11% 17% 15%
Oct23 30 70 29% 10 70 12% 17%
Overall yrs % from EU/EEA 10% 10% 81% 74%

Table38: Internationalacademics by BAME status and contract tyfper reference, in the period 2017/42022/23,0n aggregate49% ofUKHEI
BAME international staff and 36% WKHENon-BAME international staff were dixedterm contracts FTCy Gap= BAME %FTCNonBAME %FTC
The bottom rowshows the percentage of each group that was from the EUEAthe fullperiod Benchmarking from HESA Staff Full Person
Equivalent (FPE) V1 2017A8022/23 © Jisc [8/04/2024]

254



Updated Race Equality Charter
Silver Application Form

Open-ended Contracts Fixed-term Contracts
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Figure28: Academic Staff byonitract type BAME statusind grade groups, over two time periodlack lines are the percentage of the totdlo are
BAME, read fd the secondary vertical axis (right hasile).Note appreciable numbers nbn-BAME staff on FTCs at grade 9 and higher unlike BAME
colleagues.
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FMHS Academics: Contract Type and Ethnicity.

FHumSS Academics: Contract Type and Ethnicity

2017, 37% of BAME staff & 21% of Non-BAME staff were on FTCs

ged since
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FNS Academics: Contract Type and Ethnicity
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Figure29: AcademicStaffby contract type BAME status and Fatyl FHumSS top left, FMHS top right and FNS bottomSefid colours are Fixed

term contracts (FTCs) and patterned are indefinite (egreted) contractsBAME (purple) andon-BAME (green)
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All Academics: Contract Function and Ethnicity
Averaged since 2017, 57% of BAME staff and 53% of Non-BAME staff were on E&R contracts
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Figure30: Academic Contract Function and BAME St&asE&S and-@nly contractd-PEsee dataable below. E&Svasintroduced in 2019, any

staff marked as E&S prior to this were returned to HESAocadyTirom Lecturer contracts
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Academic Function: All Academics
FPE Percentage of Group (Keele) Percentage of Group
Grouping Year (UKHEI)
E&R | E&S | T-only | R-only | E&R | E&S | T-only | R-only E&R T-only | R-only

2017 60 15 20| 64% 17% 19% 42% 25% 33%

2018 60 20 20| 60% 20% 21% 40% 26% 33%
" 2019 65 10 15 25| 57% | 10% 11% 22% 39% 28% 33%
<§E 2020 65 20 10 25| 55% | 16% 7% 22% 40% 28% 32%
- 2021 75 30 5 25| 54% | 23% 5% 18% 39% 31% 29%

2022 85 35 5 20| 59% | 23% 4% 14% 39% 34% 27%

2023 95 40 10 25| 55% | 24% 7% 14%

2017 425 10 155 100 | 62% 1% 23% 15% 50% 29% 21%

2018 410 10 150 90| 62% 2% 23% 13% 48% 31% 21%
"'EJ 2019 350 110 90 75| 56% | 17% 14% 12% 47% 32% 20%
5 2020 350 150 75 75| 54% | 23% 11% 12% 47% 32% 20%
§ 2021 315 200 60 70| 49% | 31% 9% 11% 46% 34% 19%

2022 305 235 55 75| 45% | 35% 9% 11% 46% 35% 18%

2023 320 255 60 70| 45% | 36% 8% 10%

Table39: AcademicContract Function and BAME Statusth difference in distribution of BAME and ABAME groups the E&R function
highlighted and compared with sector (UKHHEig very small number of staff returned to HESA-aslyf from lecturer contracts 2017 and 2018
have beercombinedwith TF to further anonymiséenchmarkingfrom HESA Staff Full Person Equivalent (FPE) V1 20202823 © Jisc
[14/04/2024]
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All Academics: Contract Function by Sex and Ethnicity

Averaged since 2017, Non-BAME men have highest representation on E&R contracts (66%), followed by BAME men (59%), then BAME women (55%) . Non-BAME women
have lowest representation on E&R (43%) and highest on E&S. BAME staff have higher representation on R-only (17% of women and 19% of men compared with 12% for
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Figure31: Academic Functiowith Sex and Ethnicity. N€dBAME women have the largespresentation on E&& TFcontracts ¢liagonalstripes). NB
REF 2021 ElAtersectional analysis shadthe likelihood of having significant responsibility for research from highest to lovassin the order
BAME women > neBAME men > BAM&en > noilBAME women
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Figure32: Academic Function, GradeBAME Status with tim&.op left E&R; top right E&S; bottom lefoRly. TF data are tabulated (bottonght)
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FHumSS Academics: Contract Function & Ethnicity FMHS Academics: Contract Function & Ethnicity
Averaged since 2017, 76% of BAME staff & 74% of Non-BAME were on E&R contracts Averaged since 2017, 42% of BAME staff & 43% of Non-BAME were on E&R contracts
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FNS Academics: Contract Function & Ethnicity

Averaged since 2017, 57% of BAME staff & 56% of Non-BAME staff were on E&R contracts
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Figure33: Academic Contract Function and BAME Stdiy$-aculty (FHumSS tigt, FMHS topight and FNS bottorteft).
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Academic Recruitment Summary Data (2019/20 7 2021/22)
Change in %BAME across recruitment stages Headcount
Focus Area UK & International UK-only BAME Recruits

App_licantSho_rtlistApp_IicantSho_rtIis Int UK

Shortlist Appointee Shortlist Appointee
All academic C (17%) C (8%) C (11%) ~ (2%) 60 35
FHumSS C (12%) ~  (2%) C (9%) = (0%) 15 10
FMHS C (17%) C (11%) C (10%) ~  (5%) 15 20
FNS C (19%) ~  (5%) C (11%) = (-1%) 30 10
G5&6 C (7%) C (14%) C (14%) = (-1%)
G7 & 8 Res C (16%) C (6%) C (20%) = (0%) 20
G7&8TF C (23%) C (%) C (9%) ~  (2%) 5
G7 & 8 E&S Lec C (14%) C (%) C (6%) = (0%) 10 10
G7 & 8 E&R Lec C (10%) = (-1%) C (9%) = (-1%) 25 10
G9 academics C (17%) C (11%) C (%) C (%)
G10 & Reader & CA* C (10%) C (20%) ¢ (11%) C (13%) 5
Note percentages are based on small numbers in many cases and are provided as an indicative measure of where to focus efforts
and should be read with associated figures.
CA = clinical academics (normally on NHS scales but would also include any on Reader or G10 salaries).

Table40: Summary of academic recruitment to highlightillengeareas Note allunroundedheadcount numbers less than 5 have been redacted in

the final column
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All Academic Recruitment All UK Academic Applicants
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Figure34: All academic recruitmentLefthand paneland UKnationals onlyacademic recruitmenfright-hand paneljpoth by percentage who are
BAME. Solid line = applicants, dashed line = shortlist, dotted line = suct&ssfuhcomplete nationality dateaptureof applicantan 2021/22 and
2022/23 due to software provider issue
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All Successful Academic Applicants by BAME Status
Academic SuccessfuCandidates Success rate
0 .
Year (Heﬁgriount) (% ofl\?cf)r?hcant)s Comment
BAME BAME Unknown| BAME BAME Unknown
2016/17 20 105 5 2% 7% 5% .
0

5017/18 15 75 5 5% 10% 2% Years prior to REC work show 2% success rate.
2018/19 35 85 5 5% 10% 4%
2019/20 25 65 0 4% 12% 1%
2020/21 30 80 5 4% 10% 6% | Subsequent years-%% BAME success rate
2021/22 40 105 5 5% 17% 11%
2022/23 55 135 5 5% 17% 4%
8/23-12/23 15 35 0 4% 13% 3%/| Partial year, includes incomplete application processe

Total 235 685 35 4% 12% 5%

Table41: Academic staffecruitment data (successful only) by FPE and success "rate" relative to initial applicant pool by BAME status, whash indica
those who did not give an ethnicity have broadly similar success to those who are BAME.
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All Successful Academic Applicants by BAME and Nationality Status (where available)

Academic

Successful Candidates (Headcount)

Success rate
(% of Applicantsvho were successfl

International International
Year (includes EU & EEA) UK (includes EU & EEA) UK

BAME non-BAME BAME non-BAME BAME NonBAME| BAME non-BAME
2016/17 10 25 10 80 2% 4% 4% 9%
2017/18 5 15 10 60 1% 5% 6% 13%
2018/19 20 15 10 65 4% 5% 8% 14%
2019/20 15 15 10 50 3% 6% 6% 16%
2020/21 20 5 10 75 3% 2% 8% 16%

2021/22 and 2022/23 not given ascomplete nationality data

Silver Application Form

Table42: Successfidcademic applicanheadcount anduccess rarelative to applicant poddy BAME status and UK/International grouping.
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All International Academic Applicants
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Figure35: Internationalacademic recruitmenby percentage who are BAME. Solid line = applicants, dashed line = shortlist, dotted line = successful.
2017/18 data redacted as it fell below a total of 22.5aessful staff.
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FHumSS Academic Recruitment
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Figure36: FHUMSS academic recruitmegtpercentage who are BAME. Solid line = applicants, dashed line = shortlist, dotted line = sugatssful.
are variable on an annual basisth small numbers of recruits. Hence, data are separatedfurther into Uk-only. Largely redacted due tewer
than 22.5 staff being successful in recruitmer2®i6/17, 2017/18, 2019/20 and 2021/22.
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FMHS Academic Recruitment

FMHS UK Academic Applicants
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Figure37: AMHS academic recruitment by percentage who are BAMES = all applicants; RHS =ddk nationals) Solid line = applicants, dashed
line = shortlist, dotted line = successNibte incomplete nationality dateaptureof applicantsn 2021/22 and 2022/23 due to software provider
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Figure38: ANS academic recruitment by percentage who are BAME (LHS = all applicants; RéifB/=nationals). Solid line = applicants, dashed line
= shortlist, dotted line = successidbte incomplete nationality dateaptureof applicantan 2021/22 and 2022/23 due to software provider issue
Ukonly data redacted as fewer than 22.5 total staff recruited in 201-2089/20.
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