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Professor Clive Behagg 

Vice-Chancellor & Chair of the Inclusivity Committee  
 

 

 

Welcome to our annual equality, diversity and inclusivity report for the academic year 2014-

15 at the University of Chichester. This, our eighth report, provides information about 

significant achievements and developments in the past year and our plans and priorities for 

the future. You will find that at Chichester we value the diversity of our community and are 

committed to providing a positive and supportive environment, which is both welcoming and 

inclusive.  
 

On the following page, you can find a summary of our ‘Headlines’ for the year which highlight 

our achievements and also reflect on the areas we are still seeking to improve. This is an 

ongoing process as we recognise the value of every individual, and want everyone studying, 

working or engaging with our University to be treated with dignity and respect, whoever they 

are, however they identify and whatever characteristics they feel are important to their 

identity. 

 

As Vice-Chancellor, and on a personal level too, I am an active champion of equality, diversity 

and inclusivity; these principles strongly underpin our University's core values and influence 

everything we do, and so becoming Chair of the University’s Equality and Diversity 

Committee in 2014 was for me a logical step.  

 

I hope that you find this report both interesting and useful for gaining a greater understanding 

of our inclusive ethos and approach at the University of Chichester. 

 

Professor Clive Behagg 

Vice-Chancellor & Chair of the Inclusivity Committee 
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Headlines from the Inclusivity Annual Report for 2014-15 

The following key points have been identified from the data analysis carried out across the staff and student 

populations at the University from data submitted to HESA (Higher Education Statistics Agency) for 2014-15. The 

University recognises the importance of knowing the people that make up its staff and student populations and has 

requested data and made a return to HESA for the categories of Sexual Orientation and Religion and Belief (including 

Non-Belief) since HESA’s inception of these optional categories in 2012-13.  

Students  

 

Age - The broad age profile of Chichester students’ contrasts significantly with the sector average, with 22.4pc of 

undergraduates classed as mature students, (those who began their course aged 25 or over), against 45.1pc across 

the sector. See page 22. 

Disability - There has been a small decrease in the proportion of students declaring a disability to 13.8pc 

although this remains above that declared across the sector at 10pc. There was no significant difference between 

the attainment levels of students with and without disabilities. See page 23. 

Race - 7.6pc of Chichester students identify as being from a BAME background in contrast with 20.2pc across the 

sector, a difference of 12.6pc. With consideration to the small number of BAME students, for progression rates 

from level 4 to 5 there is a 0.4pc gap between BAME and White students and from level 5 to 6 there is a 3pc gap. 

However, there is a more significant fluctuating attainment gap between BAME and White students (for those 

gaining a 2:1 or above) that requires further investigation; in 2012-13 it was at 21.5pc, in 2013-14 at 11.1pc and in 

2014-15 at 29.8pc, compared to the reported current national sector gap of 15.3pc (see Table 25). See page 25. 

Religion or Belief (Including Non-Belief) – The University is one of the 92 institutions that returned data on 

religion or belief (including non-belief) to HESA, out of 160 eligible institutions. Chichester’s declaration rate at 

71.4pc is over twice the 31.9pc national rate for the sector. See page 27. 

Sex - The gender profile amongst students with female as a percentage to male at 61.5pc is broadly similar to that 

of the sector at 56.9pc (a 5.4pc differential). Whilst the progression rate for females is 2.6pc greater than for 

males at levels 4 to 5, and 0.9pc greater at levels 5 to 6, there is a much more significant attainment gap of 17.8pc 

between the percentage of males gaining a 2:1 or above (59.2pc) and the percentage of females achieving this 

(77pc). See page 28. 

Sexual Orientation – The University is one of the 91 institutions which returned student sexual orientation 

data to HESA, out of 160 eligible institutions. For those universities returning data, the majority of students’ sexual 

orientation information is unknown at 66.2pc, whereas at Chichester the unknown figure is 12.1pc. The University 

has twice the numbers of students identifying against the broad categories of bisexual, gay man, gay woman/lesbian 

or other sexual orientation than the reported national figures. See page 28. 

 

Staff 

 

Disability - 5.1pc of staff at the University have declared a disability, compared with 4.2pc of staff across the 

sector. See page 32. 

Race - Data submitted to HESA for 2014-15 indicates that 2.0pc Chichester’s 631 staff indicated their ethnic 

origin within HESA’s defined BAME categories. Across the sector, the proportion of BAME UK staff 

representation is at 6.7pc; this increases to 11.7pc when the 5pc of non-UK BAME staff are included (ECU, 2015). 

See page 33. 

Religion or Belief (Including Non-Belief) – As one of the 92 institutions that returned data on religion or 

belief (including non-belief) to HESA, Chichester’s declaration rate at 71.4pc is over twice the 31.9pc rate for 

those within the sector that contributed. See page 34. 

Sex – At Chichester, 47.6pc of academic staff are female and 52.4pc of employees are male (44.6pc and 55.4pc 

respectively across the sector), whereas in Professional Services departments 37pc of employees are male, which 

is comparable with the sector average of 37.3pc. See page 35 

Sexual Orientation - As one of 91 institutions which returned staff sexual orientation data to HESA, the 

University’s declaration rate of 38.2pc is higher than the contributing sector average of 32.4pc. See page 37. 
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This report was produced by Suzanne Jones, HR/Inclusivity Officer, in discussion with 

members of the Inclusivity Committee.  Data has kindly been provided by the 

University’s Department of Planning and the Human Resources Team. 

Your comments and ideas are welcomed at: 

email: inclusivity@chi.ac.uk or telephone: (01243) 816118 

 

 

 

mailto:inclusivity@chi.ac.uk
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1. Inclusivity Progress During 2014-15 
 

The following items represent some of the inclusivity linked activities that took place at the University of Chichester 

during the academic year 2014-15. The University appreciates that focusing on a specific day or month’s event to 

celebrate, recognise or raise awareness of a particular protected characteristic should not be the sole means of 

highlighting a message and its work to embed equality, diversity and inclusivity is continuous. In addition to the following 

activities, regular news and update emails/communications are sent to all students and staff and useful materials are 

posted on the Equality, Diversity and Inclusivity pages on the University’s Staff Intranet, Student Moodle site and the 

Equality and Diversity page (via ‘Working for Us’) on the main University website. Activities listed below are detailed 

in chronological order. 

 

October 2014 - Black History Month (celebrating and 

exploring black history, heritage, culture and 

achievements): In October 2014, Professor Chris Mullard and 

Jim Thakoordin joined the Equality and Diversity Committee for a 

special meeting to focus on race equality at the University. They 

will be working in partnership with the University to progress this 

area. 

 

It was also announced in October that ‘re[locate]’, a sound 

installation based on the tragic murder of Stephen Lawrence by 

London based academic and artist Tahera Aziz would be hosted by 

the University’s Otter Gallery in 2015. 

 

‘The death of Stephen Lawrence 

Has taught us to love each other 

And never to take the tedious task 

Of waiting for a bus for granted’. 

 

‘What Stephen Lawrence Has Taught Us’,  

Benjamin Zephaniah 

 

 

           

 
 

9 October 2014 – Open House: All students and staff new to 

the University, and those returning, were invited to an ‘Open 

House’ welcome event, where they could meet Equality Group 

members and find out more about each Group and the 

University’s inclusivity work.  

 

 
 

 

 

 

  Professor Chris Mullard & Jim Thakoordin MBA 

http://taheraaziz.files.wordpress.com/2013/04/whr_sign_exh.jpg
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10 October 2014 – World Mental Health Day: Each 

year, awareness raising and wellbeing activities take place 

to assist our University community in having better 

understanding of the impact of mental health issues and 

mental wellbeing for themselves and one another.  

 

In terms of staff, the University already has in place several 

initiatives and commitments including retention of the 

‘Two Ticks’ Disability Symbol’ award from Jobcentre Plus. 

It also upholds its commitment to the MINDFUL 

EMPLOYER initiative, retaining its signatory status to the 

‘Charter for Employers who are Positive About Mental 

Health’ as well as providing staff with training and 

development sessions relating to mental and emotional 

health issues and wellbeing through the Staff Development 

Programme. The mental health charity Mind will be 

working with the University to deliver mental health 

development sessions in the future.  

 

In 2014, the University and the University of Chichester 

Students’ Union (UCSU) decided to work on a joint 

campaign to be in a position to sign the ‘Time to Change 

Pledge’, (run by the leading mental health charities Mind 

and Rethink Mental Illness), to reduce the stigma around 

mental health issues and to promote mental health 

wellbeing with staff and students. 

 

“Remember – it’s ok to talk about mental health!” 

On 10 October 2014, to mark World Mental Health Day, 

four elephants arrived at the University, two taking up 

residence in the Support and Information Zone (SIZ) on 

each campus.  

 

They were kindly made by the pupils, staff and governors 

of local Funtington Primary School, who designed and 

created these masterpieces in reclaimed materials with the 

help of eight of our students. The photo shows student 

volunteers including Jodie Hope, SU President, Lizi Mutter, 

SU Vice-President and Shaun O’Brien, LGBT Officer 

alongside Sarah Titley, Head teacher and Suzanne Jones, 

HR/Inclusivity Officer and school parent governor outside 

Funtington Primary School. 

  

 

                                                 

 

                                                                                         

 

 

 

 
  

#elephantinthesiz: An email was sent to all staff and 

students with the simple message, #elephantintheSIZ, 

which led quizzical enquirers to a resource page on 

Twitter which was regularly updated with tips, facts and 

useful information during the campaign.
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November 2014 – Mental Health Poetry Competition: 

The UCSU and the University launched the Time to Change 

Poetry Competition to support the work being done around 

mental health on both campuses. The competition was judged 

by University of Chichester MA postgraduate, Maggie Sawkins, 

winner of the Ted Hughes Award in 2014 for new work which 

recognises excellence and innovation in poetry for her live 

literature production about addiction. Maggie also runs ‘Tongues 

and Grooves’ in Portsmouth, a poetry and music club set up to 

empower people to express themselves through writing and 

performance. 

 

Entrants were encouraged to be as inventive as possible, as long 

as each poem was in some way relating to mental health; from 

the point of view of someone with mental health issues, a friend 

or family member, or of society in general. The standard of 

entries was very high and Maggie commended all entrants on the 

quality of their work. 

 

  
 

 

4 December 2014 - Time to Change Pledge Event 

 

   

 

    

 

 

 

More than 200 people met for the Pledge event, hosted 

by Professor Clive Behagg, Vice-Chancellor with the 

support of Lizi Mutter, SU Vice President.  

Signing the Pledge on behalf of the University, Clive 

highlighted a recent report from the National Union of 

Students which found that across all UK universities, up 

to 20pc of students suffer mental health problems. Clive 

emphasised that: 

“Signing the pledge means that we will not 

stigmatise those with mental health issues and, 

instead, will establish an open dialogue through 

which people can access the help they need.”  

Lizi agreed, saying:  

“We want mental health to be something that can 

be talked about by all without the fear of 

discrimination”. 
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  Time to Change Pledge event celebrations 

 

     Our Pledge 

The University’s joint organisational pledge with the UCSU is on the Time to Change website at www.time-to-

change.org.uk/node/97705. Members of the University community have been invited to make their own pledges 

to tackle mental health stigma and to support Time to Change at www.time-to-change.org.uk/pledgewall. You can 

visit the Time to Change website to add your pledge too!

 

Professor Clive Behagg and Lizi Mutter share the newly signed Pledge with the audience 

At the Pledge event, Maggie Sawkins 

read the winning poetry competition 

entry, ‘A World Without Shadows’ 

by Hannah Todd, and presented her 

with a £50 Amazon voucher. You 

can read Hannah’s poem on page 8.  

The Pledge event also showcased a 

film of alumna Elle French’s 2014 

degree dissertation Dance piece 

which focussed on her own mental 

health experiences. The gathered 

audience enjoyed a healthy buffet 

and the Students’ Union bar team 

made lovely non- alcoholic 

‘mocktails’ especially for the event. 

http://www.time-to-change.org.uk/node/97705
http://www.time-to-change.org.uk/node/97705
http://www.time-to-change.org.uk/pledgewall
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16-20 November 2014 - Anti-Bullying Week: As a 

Stonewall Diversity Champion, the University promotes 

initiatives to tackle all bullying, (including in relation to an 

individual's sexual orientation), and supports Stonewall's 'No 

Bystanders Campaign', which seeks to help stop all 

manifestations of bullying. A link to the ‘No Bystanders Pledge’ 

was highlighted so staff and students could add their 

commitment in saying: 

 

 

 
 

February 2015 - LGB and T (Lesbian, Gay, Bisexual and 

Transgender) History Month: This event takes place every 

year in February and celebrates the lives and achievements of 

the LGBT community. February 2015 was dedicated to 

History.  

 

As part of its focus on sexual orientation and gender identity 

equality, the University joined with the UCSU to ‘Kick 

Biphobia, Homophobia and Transphobia Out of Sport!’ by 

renewing our joint commitment to the Sports Charter. 

Professor Clive Behagg, Vice-Chancellor addressed the 

audience and added his signature to the Sports Charter at the 

re-launch event, collecting his rainbow laces and posing with 

Rebekah Flatman, Sports Federation President and Shaun 

O’Brien, SU LGBT Officer in the sports team booth for a 

photo!   

 

 

 
 

 
 

 

 
 

 

 

 

 

 

 

 

‘I will never be a bystander to bullying and teasing 

language. If I hear it, I will call it out and if I can, I will 

stop it. By adding my name I promise to stand up for 

fairness, kindness and never be a bystander’. 

http://lgbthistorymonth.org.uk/wp-content/uploads/2014/06/LGBT_finished-032.png
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5 February 2015 - Time to Talk Day: As part of our 

commitment to the Time to Change Pledge, the University 

and the UCSU continue to aspire to create a positive shift in 

attitudes towards mental health problems and to promote 

better understanding. Staff and students were invited to take 

5 minutes to have a conversation about mental health, 

recognising that we all have mental health like we all have 

physical health and one in four people will experience a 

mental health problem in any one year.  

 

 

 

 

 

 
 

March 2015 - Cricket Tournament: More than 200 

competitors with learning disabilities from community groups 

in the region met at the University to challenge for the title of 

best team within Sussex. One of the winning teams, from the 

Apuldram Centre in Chichester (pictured right) received a day-

long coaching lesson from professional players of Sussex 

County Cricket as well as a golden trophy. Speaking about the 

event, Philippe Crisp, a Senior Lecturer in the Department of 

Sport Development and Management said “These projects 

offer our students a valuable experience and bring to life much 

of what we teach and reflect the University ethos of community 

engagement”. 

 

 

 

8 March 2015 - International Women's Day: An e-flyer 

was sent to staff and students for an event at the Regis Centre, 

Bognor Regis with Arun & Chichester Women's Centre 

entitled 'Inspiring women to live their potential', to celebrate 

the achievements of women while calling for greater equality. 

mysistershouse4tea.wordpress.com/ 

 

 

  
Arun and Chichester Women's Centre 

 
April 2015 – Dementia Friends Registration: The 

University registered as an organisation with Dementia Friends 

which aims to help understanding of dementia and how it may 

affect a person. Staff and students were invited to find out more 

on the ‘Organisations’ section of the Dementia Friends website 

at www.dementiafriends.org.uk/ by using the University’s code 

UniChich123 to access information videos. 
  

 
 
 
 
 

https://mysistershouse4tea.wordpress.com/
http://www.dementiafriends.org.uk/
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25 April 2015 - History Matters Conference:  

 

On 25 April 2015, the University co-hosted a sell-out 

conference with the History Matters group as part of its 

ongoing commitment to advancing race equality. Professor 

Hakim Adi, Professor of the History of Africa and the African 

Diaspora, from the University’s Department of History and 

Politics chaired the event, held at the Institute of Historical 

Research in London. 

The one day conference for Black historians, teachers, students 

and other individuals interested in this field set out to explore 

why there are so few Black students studying History, so few 

Black teachers of History in our schools and so few Black 

academic historians. In 2014, only three Black students were 

admitted to train as History teachers, and Hakim was 

promoted by the University in January 2015 to become the 

only Black Professor of History in Britain. 

Panel speakers and attendees discussed why Black History is 

disconnected from the majority of school, college and 

university History curricula in very many ways, from 

consideration within programme design to the bibliographies 

referenced. 

The conference also drew attention to the lack of awareness 

of the value of exploring diversity which served to under 

represent and overlook the histories of those of African and 

Caribbean heritage, which helps to explain why many people 

engage enthusiastically with History at a community level, yet 

often consider History as an academic subject of little relevance 

or a “White middle-class pursuit”. 

At the event, History Matters launched two initiatives - a 

network page for Black teachers of History on Facebook 

www.facebook.com/groups/hmblackteachersnetwork/ and a 

scheme to develop work with young students of History at 

school and university.  

The conference was highlighted in the Times Higher 

Education (THE) of 7 May 2015, 

www.timeshighereducation.co.uk/news/dearth-of-black-

history-students-explored/2020032.article 

 

 

 

 

 
 

The conference in progress. 

 

The History Matters banner’s background 

historical image shows Toussaint Louverture 

(right), leader of the Haitian Revolution 

outlining treaty terms to General Thomas 

Maitland. 

http://www.facebook.com/groups/hmblackteachersnetwork/
http://www.timeshighereducation.co.uk/news/dearth-of-black-history-students-explored/2020032.article
http://www.timeshighereducation.co.uk/news/dearth-of-black-history-students-explored/2020032.article
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Closing the conference, Professor Hakim Adi commented that:  

 

 

 

 

 
Professor Hakim Adi speaking at the conference. 

 

The University of Chichester will continue to work with the History Matters group in seeking to ensure that Black 

History is embedded within the teaching of History at all levels and is committed to promoting equality, recognising 

diversity and ensuring inclusivity in all its endeavours. Other subject areas at the University, including English and 

Creative Writing and Music have highlighted that their subjects matter too and are applying a similar methodology to 

advance diversity and inclusion. 

 

1 May 2015 – Launch of the new Advancing Diversity and Black, Asian and Minority Ethnic Equality 

Group: The Equality and Diversity Committee established this new group, chaired by Professor Hakim Adi, Professor 

of the History of Africa and the African Diaspora, to specifically focus on advancing diversity at the University. The 

University strives to provide an inclusive culture and environment in which staff, students and visitors understand and 

embrace the principles and practices of inclusivity, equality and diversity. The University’s Strategy ‘Twenty-Twenty 

Vision: 2013 to 2020’ states: 

 

‘It is a fundamental tenet of our values that education can transform people and society as well as having a profound 

impact on social mobility. This is why we believe passionately that higher education should be open to everyone who 

has the ability and desire to benefit. We also know that our community, and learning itself, is enriched by the 

perspectives of people from diverse backgrounds and it is this knowledge that underpins our commitment to reducing 

the real and perceived barriers to accessing university’. 

 

However, despite our ambitions and our endeavours to date, the lower participation rate of BAME students and staff 

at Chichester when compared with national student and staff data indicates that the University has more to do. The 

University recognises that this is a complex matter and that it needs to look beyond participation rates and fully 

consider the recruitment, retention, support requirements, progression and completion rates, attainment and 

University experience of our BAME students and also the experience of our BAME staff. Therefore all facets of the 

University’s provision will be given focus by the group. All staff and students were invited to come together to establish 

the group’s membership and to progress its remit with the stipulation that priority for formal membership of the group 

will be given to members from our BAME community as the aim is that 50pc of the group’s formal membership identify 

as BAME. To date the Group are still working to achieve this membership target. 

 

The University has already identified that there are particular aspects it needs to focus on in relation to race. Initially, 

the group will carry out a self-assessment review of the University in line with the Equality Challenge Unit’s Draft Race 

Equality Charter Mark Framework: www.ecu.ac.uk/equality-charter-marks/race-equality-charter-mark/ The group will 

review staff and student quantitative data and collect qualitative data through consultation within the institution to 

identify the issues in relation to recruitment and the experience of BAME staff and students at the University.  

 

 

“In unity lies strength. Some people think that 

nothing can be changed but as historians and 

students of history we know that everything changes 

and that we can all be the agents of change!” 

http://www.ecu.ac.uk/equality-charter-marks/race-equality-charter-mark/
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A three year Race Equality Plan and annual action plans will also be devised by the group. Plans will be developed in 

relation to race and the other protected characteristics defined in the Equality Act 2010, as the University recognises 

that individuals have multiple identities (see Appendix 3, page 52 for more information on multiple identities). The 

group will also be involved in ensuring the curriculum is inclusive – the University recognises it has a diverse student 

population and has a responsibility to ensure that each individual has the opportunity to engage fully with the curriculum 

and fulfil their potential. 

 

Through its work, the group will provide advice, guidance, support and feedback to the Equality and Diversity 

Committee, Board of Governors, Chief Executive’s Team, the faculty and individual departments and responsible 

officers in ensuring that University strategies, policies and plans promote inclusivity, equality and diversity in line with 

the values advocated in the Twenty-Twenty Vision and all statutory requirements. 

  

1 May 2015 – Sports Charter Anniversary 

 

The University revisited its commitment to the Sports 

Charter to remind staff and students to uphold the message 

that there is no room for biphobia, homophobia, or 

transphobia in sport here at the University or anywhere else. 

 

 

 
17 May 2015 - International Day Against Homophobia 

and Transphobia (IDAHOT): As a Stonewall Diversity 

Champion and as part of our commitment to the Sports 

Charter, the University highlighted the ‘No Bystanders. Hear 

it. Stop it’ campaign by Stonewall to address bullying. 

www.nobystanders.org.uk/ Staff and students were given links 

to Stonewall and Gender Identity Research and Education 

Society (GIRES) materials www.gires.org.uk/ to raise 

awareness of the issues around homophobia, biphobia and 

transphobia, including how to deal with language and situations 

with more confidence. www.dayagainsthomophobia.org 

 

 

 
 

 
 

 
 

21 May 2015 - Institute of Education’s Annual Special 

Educational Needs and Disability Conference: The 

theme of this year’s conference was ‘Rethinking Mental 

Health in Schools’. The event included insights from keynote 

speaker Professor Richard Rose of the University of 

Strathclyde and a number of practitioner-based workshops on 

a range of topics.       

  

 

 

 

http://www.nobystanders.org.uk/
http://www.gires.org.uk/
http://www.dayagainsthomophobia.org/
http://www.nobystanders.org.uk/
http://www.gires.org.uk/about.php
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Initiatives and Awards: 

 

Disability Symbol (Two Ticks): We retained the 

Disability Symbol (Two Ticks) for the seventh consecutive 

year in 2014-15. Awarded by Jobcentre Plus, it demonstrates 

that the University recognises that people with disabilities 

contribute greatly to the success of the organisation and have 

significant skills, qualifications and experience to offer.  

 

 

 
 

 

HR Excellence in Research: ‘A UK-wide process, 

incorporating the QAA UK Quality Code for Higher 

Education, Chapter B11: Research Degrees and the 

Concordat to Support the Career Development of 

Researchers, enables institutions to gain the European 

Commission’s HR Excellence in Research Award, 

acknowledging alignment with the principles of the European 

Charter for Researchers and Code of Conduct for their 

Recruitment’. 

 

 

Mindful Employer: To support staff, the University has 

continued to be a part of the Mindful Employer initiative and 

works to support staff with mental health issues. It has 

retained its status as a signatory to the ‘Charter for 

Employers who are Positive About Mental Health’ which is 

aimed at increasing awareness of mental health in the 

workplace. www.mindfulemployer.net/ 

 

 

Sports Charter: To help provide a welcoming 

environment so that everyone can enjoy sport here, the 

University and the Students’ Union signed up to the 

Government’s Sports Charter to tackle biphobia, 

homophobia and transphobia in sport at a joint event on 1 

May 2014.  

 

Stonewall’s Gay by Degree University Guide: In 2015, 

Chichester was highlighted as a gay friendly University in 

lesbian, gay and bisexual (LGB) charity Stonewall’s Gay by 

Degree annual on-line guide for prospective students.  

 

 

Stonewall’s Diversity Champions Programme: The 

University continues to be a member of Stonewall’s Diversity 

Champions programme. Stonewall (previously purely an LGB 

focusing charity) extended its remit to include trans issues 

from 2015 so now works with trans communities and 

campaigns for trans equality. Stonewall help us to make the 

University environment the best it can be for our LGBT staff, 

students and stakeholders.  

 

 

Stonewall’s ‘Starting Out Guide 15/16’: The University 

features in Stonewall’s ‘Starting Out Guide’, which provides 

details of Britain’s best LGBT friendly employers.  

 

 

http://www.mindfulemployer.net/
http://www.mindfulemployer.net/
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2.     Equality Objectives for 2014-15 

In order to address the key issues facing the nine protected groups in terms of staff, students and other stakeholders, 

and to ensure it is being proactive in advancing its inclusivity agenda, the University has identified a number of Equality 

Objectives for each of the nine specified protected characteristics. The University is committed to advancing equality 

of opportunity across all groups whilst maintaining its understanding that individuals have multiple identities. 

 

The Equality Objectives for 2011-2015 highlight the University’s key equality, diversity and inclusivity goals for this four 

year period. The Equality Objectives are regularly reviewed by the Equality and Diversity Committee and the Equality 

Groups to ensure that progress is being made against each defined area and that they are still current, fit for purpose 

and meet the University’s obligations under the Equality Act 2010. The full Equality Objectives for 2011-15 are detailed 

in the University’s Equality Scheme 2011-15, available to view at www.chi.ac.uk/about-us/how-we-work/equality-

diversity. The University’s draft Inclusivity Plan for the period 2015-18 is outlined in Appendix Two on page 40. 

 

The Equality Objectives for the academic year 2014-15 were as follows:  

 

2.1 Age 

Objective  

Students feel supported and given equal opportunities to participate in University activities regardless of age. 

 

Key Performance Indicators  

In relation to age equality in providing facilities or services, complaints monitored and dealt with promptly, seeking to 

satisfy all relevant parties. 

 

What we did 

Estate Management and Student Support and Wellbeing take responsibility for ensuring that conference facilities, 

services, and other facilities for staff and students and events are compliant with the Equality Act 2010. No complaints 

have been received to date. The online Equality and Diversity in the Workplace training package for staff includes a 

section on age.  

 

2.2 Disability 

 

Objective  

 Increase level of staff disclosing a disability. 

 An inclusive campus that meets with the needs of existing and future students, staff and visitors. 

 

Key Performance Indicators  

Guidance in place on process and support for reasonable adjustment requests at work. 

 

What we did 

 The University supports the social model of disability which suggests that most of the problems experienced by 

disabled people are not caused by their impairments, but by the way society is organised. The University works in 

partnership with the UCSU to create an environment where all individuals feel supported and valued. 

 The online Equality and Diversity in the Workplace training package for staff includes a section on disability. 

 Jobcentre Plus Disability Symbol (Two Ticks) award retained for the seventh consecutive year in 2014-15.  

 The SIZ Student Guide for 2014-15 highlighted the support available for students with disabilities from the Student 

Support and Wellbeing team.  

 The Disability Equality Group works with Estate Management and other Professional Services and Academic 

Departments to ensure campus inclusivity. 

 

 

http://www.chi.ac.uk/about-us/how-we-work/equality-diversity
http://www.chi.ac.uk/about-us/how-we-work/equality-diversity
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2.3 Race 

 

Objective  

 The University attracts and supports Black and Minority Ethnic (BME)* students and staff.  

 

Key Performance Indicators  

 Increase in the number of BME* applications received  

 Equality and Diversity survey findings show BME* staff and students feel supported  
(* NB The University now uses the acronym BAME - Black, Asian and Minority Ethnic). 

 

What we did 

In Semester One of Academic Year 2014-15, Suzanne Jones produced a report summarising the national picture (including 

the Equality Challenge Unit’s (ECU) Draft Race Equality Charter Mark), the University’s experience (including current 

available data in relation to BAME students and staff), plus the discussions, findings and recommendations of the Task 

and Finish Group which had been established to consider the experience of BAME staff and students at the University. 

Amongst its findings, the report recommended the establishment of a fourth equality group to specifically focus on 

advancing diversity. As a result, the EDC gave its approval for the Advancing Diversity and Black Asian and Minority 

Ethnic Equality Group to be convened. An invitation to staff and students brought over twenty members, although the 

group was not able to convene with the fifty percent BAME composition it was aiming for. See page 13 for further 

information on the launch of the group and its remit. 
 

2.4 Religion or Belief - No equality objectives have been set for Religion or Belief for the period 2014-15.  

 

2.5 Sex (Gender)  

 

Objective  

Initiatives or positive action to attract gender diversity where under represented within University. 
 

Key Performance Indicators  

 Outcomes of initiatives undertaken to attract gender diversity 

 

What we did 

Work is ongoing for this objective. Analysis of gender diversity across the University has been carried out by the 

Human Resources Department utilising data as at 31 August 2015. Of the 631 core employees, 361 are female and 270 

are male; 130 males and 118 females fall within the Academic staff category and 140 males and 243 females within the 

Professional Services staff category. The majority of Professional Services employees work in jobs that fall into Grades 

6 to 11. In the majority of these grades females tend to outnumber male colleagues, but this is significant in Grades 6 

to 11. Although the numbers are small, males tend to outnumber or be equal to females in Grades12B through to 14A. 

Part-time employment is more prevalent in females than males, particularly within Professional Services roles. 

Considering the headcount this means that just under half of females in Professional Services roles are part-time. Full-

time positions within Professional Services show a similar distribution but they are dominated by males within 

Academic roles. Initiatives in place include, staffing selection panels to have representation from more than one gender 

group, (where possible), consideration of advertising means, and the undertaking of the University’s triennial Equal Pay 

Audit. 

 

2.6 Sex (Trans gender) - No equality objectives were set under Sex (Trans gender) for the period 2014-15, 

however, in February 2015 Stonewall announced that its remit would now extend to include trans issues, working with 

trans communities and campaigning for trans equality. Ruth Hunt, Stonewall Chief Executive said that 'This change marks 

a significant moment in Stonewall's history. As a community we can achieve much more by standing together. This is an 

exciting but huge undertaking – we recognise that we are not instant experts, and will work closely with the trans 

community to achieve real change for LGBT people.' As a Stonewall Diversity Champion, to further support staff and 

students who identify as trans, the University plans to include trans awareness sessions within the Staff Development 

Programme for the academic year 2015-16. 
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2.7 Sexual Orientation 

 

Objective 

Introduce initiatives and practices to maintain and improve score of 84 achieved in the 2010 Stonewall’s Top 100 Index 

(first submission by the University). NB The format of the submission and the scoring matrix has changed since the 

University’s first submission.  

 

Key Performance Indicators  

• Annual Stonewall Top 100 Index submission 

• University score for Stonewall Top 100 Index improved or maintained year on year  

 

What we did 

The University was placed at 160 with a score of 86 points (out of 200) in the Workplace Equality Index Top 100. The 

University was placed 20th out of the 64 institutions within the HE sector which took part. The score to get into the Top 

100 was 134 or above and 397 organisations took part in the Workplace Equality Index for 2015. 

 

 

2.8    Combination of Characteristics - Generic Objectives 
 

2.8.1 Objective 

Marketing materials reinforce message that the University is committed to an inclusive community. 

 

Key Performance Indicators  

Marketing and Communication Strategy in place that promotes an inclusive community.  

 

What we did 

The strategy for the Department of Marketing, Communications and Access notes that it seeks to assist with strategic 

marketing planning and implementation across international and domestic student recruitment, school and college 

engagement, research, third-stream income, and corporate communications to promote the University’s ethos for an 

inclusive community.  

 

2.8.2 Objective  

All staff to complete the University’s online Equality and Diversity in the Workplace training programme. 

 

Key Performance Indicators  

Online training programme completed by all core staff (using the programme’s online reporting system EDC to monitor 

take up rates). 

  

What we did 

All existing staff will be asked to complete the on line Equality and Diversity in the Workplace training programme if they 

have not yet fully done so. 

 

5.8.3 Objective  

To review the University’s Single Equality Scheme and Action Plan. 

 

Key Performance Indicators  

Revision of Single Equality Scheme and Action Plan to ensure legal compliance and engagement with the needs of students, 

staff and visitors across the protected characteristics. 

 

What we did 

An Inclusivity Plan for the period 2015 to 2018 has been prepared for submission to EDC and the four equality groups 

for their consideration. 
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 Summary of Student Data by Subject Area 
 
  Table 1: Student Population for 2014-15 - students within each subject area and their responses against defined HESA categories 
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Adventure Education 126 30 46 80 124     2     123 3   44 47 33 2 3 2 96 4 20 1 

Business School 497 46 237 260 357 61 25 12 7 35 416 80 1 178 142 73 104 6 4 340 4 45 98 

Chichester Diocese 19 1 8 11 18       1     19     14 5     1 15   3   

Childhood, Social 

Work & Social Care 
477 82 439 38 412 11 27 11 3 13 271 206   152 151 72 102 7 7 305 2 62 94 

Dance 199 15 183 16 179 6 4 7   3 180 19   91 66 24 18   5 161 4 12 17 

Education 1,026 85 791 235 934 16 7 8 2 59 582 444   369 346 140 171   9 750 3 101 163 

English 275 49 203 72 257 1 1 4 3 9 191 84   106 86 66 17 9 8 201 3 39 15 

Film & Media 106 19 52 55 95 3 4 4   1 104 3   61 27 16 3 1 1 90 3 9 3 

Fine Art 137 34 108 29 130   1 3 2 1 84 53   60 47 20 10 5 1 99 3 21 8 

History & Politics 242 46 116 126 216 6 7 5 1 6 198 44   100 84 49 9 5 4 194 1 30 9 

Music 625 114 455 170 583 6 5 24 2 5 597 28   244 271 84 26 10 22 516 9 44 24 

Physical Education 403 41 179 224 398 2   3     397 6   164 136 81 22 1 4 325 11 40 22 

Psychology  

& Counselling 
265 49 195 70 235 5 10 3 4 8 127 138   103 70 37 55 7 4 172 3 27 52 

Sport &  

Exercise Sciences 
580 63 198 382 522 9 15 27 2 5 527 53   269 190 88 33 1 3 492 12 42 30 

Sport Development 

 & Management 
255 36 43 212 224 6 9 12 2 2 247 8   100 78 31 46   3 183 7 21 41 

Theatre 173 37 107 66 149 5 5 8 1 5 162 11   78 49 38 8 7 9 126 4 19 8 

Theology, Philosophy  

& Religious Studies 
62 16 39 23 53   1 3 1 3 45 17   17 33 9 3 3 2 46   9 2 

Other 8 1 6 2 6         2 1 7   1     7     1     7 

Isle of Wight College 96 11 50 46 90 1   1   4 69 27   11 9 10 66     13   18 65 

NILE 16 1 9 7 9       1 6   16         16           16 

Platform One 64 7 11 53 59     3   2 64     40 5 11 8     50 2 4 8 

ThinkSpace 4   2 2       1   3 1 3   1     3     1     3 
Grand Total 5,653 782 3,475 2,178 5,050 137 121 141 32 172 4,384 1,268 1 2,189 1,850 886 728 64 89 4,175 74 566 685 

   Source: HESA (2014/15 data)



21 
 
 

 

Student Data Summary for 2014-15 

 
Within this section, key points from the Student Data and Comparison with National Data - the data 

reported to the Higher Education Statistics Agency (HESA) for 2014-15 by the Department of Planning 

at the University is compared with the statistics and commentary composed by the Equality Challenge 

Unit from the national HESA student data for 2014-15. 

 

Table 2: Degree Type 

  

University of Chichester  

5,653 students 

Nationally  

2,266,075 students 

4,624 were studying for an undergraduate 

qualification and 1,029 for a postgraduate 

qualification. 

1,727,895 undergraduates and 538,180 postgraduates.

  

 

Table 3: Summary of the University’s HESA data for 2014-15 (further analysis for each 

protected characteristic follows within this section)  
 

Protected 

Characteristic 

 

 

Characteristic 

HESA Category 

 

No. of Students 

 
Percentage of Total 

 No. of Students (%) 

Age 
Young students 4,384 77.6 

 Mature students 1,268 22.4 

Disability Disabled students 782 13.8 

Race 

Asian students 137 2.4 

Black students 121 2.1 

Mixed Race students 141 2.5 

Other Minority Ethnic students 32 0.6 

White students 5,050 89.3 

Unknown students 172 3.0 

Religion 

or Belief 

No religion 2,189 38.7 

Religion or belief 1,850 32.7 

Information refused 886 15.7 

Not known 728 12.9 

Sex  
Female students 3,475 61.5 

Male students 2,178 38.5 

Sexual   

Orientation 

Bisexual 64 1.1 

Gay Man or Gay Woman/Lesbian 89 1.6 

Heterosexual 4,175 73.9 

Other 74 1.3 

Information refused 566 10.0 

Not known 685 12.1 
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Age 

 

Table 4: Age Summary and Commentary 

 

University of Chichester  

5,653 students 

Nationally  

2,266,075 students 

3,610 students were aged under 21 and 

207 were age 50 or over.  

 

22.4pc of all students were classed as 

mature students (mature undergraduates 

- defined as those who began their 

course aged 21 or over; mature 

postgraduates began their course aged 

25 or over). Age was unknown for one 

student. 

1,263,185 (53.7pc) of students were aged under 21.  

 

 

45.1pc were classed as mature students. 

Commentary:  

The University’s mature student population at 22.4pc is half that of the HE sector at 45.1pc. In 

considering the University’s diversity of the student body in relation to age, more analysis is required. 

 

 

Table 5: Students by Age Profile on Entry 

 

3,610, the majority of students at the University in 2013-14 were under age 21 (63.9pc) and the fewest 

number of students 207 (3.7pc) were age 50+ as shown below: 

 

Age on Entry Grouping Number of 

students 

Under 21 3,610 

21-25 877 

26-29 219 

30-39 352 

40-49 387 

50+ 207 

Unknown 1 

Source: HESA (2014/15 data) 5,653 

 

Table 6: Entry of Mature Students as a Percentage of All Students 

 

The following table details the split of undergraduate and postgraduate students, whether they are  

full-time or part-time and classed as ‘Young’ or ‘Mature’ - Mature Undergraduates began their course 

aged 21 or over, Mature Postgraduates commenced aged 25 or over.  
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 Undergraduate Postgraduate 
TOTAL 

 Full-time Part-time Full-time Part-time 

Young 3,889 148 289 58 4,384 

Mature 303 284 187 494 1,268 

Unknown 0 0 0 1 1 

Grand Total 4,192 432 476 553 5,653 

% Mature students 92.8% 34.3% 60.7% 10.5% 22.4% 

 Source: HESA (2014/15 data) 

 

Disability 

 

Table 7: Disability Summary and Commentary 

 

University of Chichester  

5,653 students 

Nationally  

2,266,075 students 

782 students (13.8pc) declared a disability. 229,215 students (10pc) declared a disability. 

Commentary:  

There has been a slight decrease in the number of Chichester students declaring a disability at 13.8pc 

(14.6pc year prior). Across the sector, declaration rates are at 10.0pc (9.5pc year prior).  

 

444 students (56.8pc) of all Chichester students declaring a disability in 2014-15, declared a learning 

difficulty such as dyslexia. 68 students (8.7pc) detailed mental health, an increase of 18 students since 

2012-13.  

 

There is a small difference between the attainment levels of students gaining a 2:1 or above with students 

with disabilities at 68.8pc and students without disabilities at 70.3pc.  

 

Table 8: Disabled Students as a Percentage of Total Students by Degree Type 

 

The following table details the number of students who have declared a disability and whether they 

are full-time or part-time and studying at undergraduate or postgraduate level. Of the total student 

population of 5,653, 13.8pc of students (782) declared a disability in 2014-15.  

 

 Undergraduate Postgraduate 

TOTAL 
 

Full-

time 

Part-

time 

Full-

time 

Part-

time 

Disabled students 625 64 39 54 782 

Total students 4,192 432 476 553 5,653 

% Disabled students 14.9% 14.8% 8.2% 9.8% 13.8% 

  Source: HESA (2014/15 data) 

 

Table 9: Disabled Students as a Percentage of Total Students  

 

The data indicates that the percentage of total students declaring a disability has decreased by 0.8pc 

during 2014-15.  

 2012-13 2013-14 2014-15 

Disabled students 879 851 782 

Total students 5,706 5,826 5,653 

% Disabled students 15.4% 14.6% 13.8% 
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Source: HESA (2012/13, 2013/14 and 2014/15 data) 

 

Table 10: Type of Disability Declared by Students 

 

444 students (56.8pc) of all students declaring a disability in 2014-15, declared a learning difficulty 

such as dyslexia.  

 

Disability Type No. of Students 2012-13 No. of Students 2013-14 No. of Students 2014-15 

Learning difficulty 531 500 444 

Unseen disability 93 82 73 

Mental health 50 67 68 

Other disability 49 53 52 

Multiple disabilities 42 48 53 

Mobility 40 36 31 

Autism / Asperger’s 33 32 38 

Hearing impaired 19 16 10 

Visually impaired 18 16 13 

Dyslexia 4 1 - 

Personal Care - - - 

  

879 

(15.4pc of the total 

5,706 students ) 

851 

(14.6pc of the total 

5,826 students) 

782 

(13.8pc of the total 

5,653 students) 

  Source: HESA (2012/13, 2013/14 and 2014/15 data) 

 

Table 11: Student Career Path and Disability Status 

 

Main Activity 

2012/13 2013/14 

With 

Recorded 

Disability 

No Recorded 

Disability 

With 

Recorded 

Disability 

No Recorded 

Disability 

No. % No. % 
No

. 
% No. % 

Full-time work 105 50.2% 710 58.0% 114 54.5% 851 60.9% 

Part-time work 29 13.9% 203 16.6% 35 16.7% 224 16.0% 

Primarily in work and also 

studying 
10 4.8% 42 3.4% 3 1.4% 55 3.9% 

Primarily studying and also 

working 
8 3.8% 68 5.6% 10 4.8% 53 3.8% 

Full-time study 20 9.6% 95 7.8% 16 7.7% 100 7.2% 

Part-time study 8 3.8% 7 0.6% 4 1.9% 12 0.9% 

Unemployed 13 6.2% 45 3.7% 13 6.2% 27 1.9% 

Due to start work 2 1.0% 6 0.5% 2 1.0% 8 0.6% 

Other 14 6.7% 48 3.9% 12 5.7% 67 4.8% 

Sub-Total 209 100% 1,224 100% 209 100% 1,397 100% 

Ineligibility or explicit refusal 12   43   13   47   

No Response 42   280   66   308   

TOTAL 263   1,547   288   1,752   

Source: DLHE (2012/13 and 2013/14 report) 
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Race 

 

Table 12: Race Summary and Commentary 

 

University of Chichester  

5,653 students 

Nationally  

2,266,075 students 

7.6pc of students identified as BAME, 89.3pc 

were White, with 3.0pc Unknown.  
20.2pc of students identified as BAME and 79.8pc as 

White. 

Commentary:  

7.6pc of Chichester students identify as being from a BAME background. Some disciplines attract higher 

levels of BAME student participation such as the Business School at 105 students (21.1pc), compared 

with two BAME students in Adventure Education, 1.5 pc of the total number. Table 1 (page 20) gives a 

full breakdown. Whilst the participation rate of BAME students at Chichester is small, it is encouraging 

that from the academic year 2011-12 to 2014-15, the total number of BAME students increased by 95 

from 336 to 431; an increase of 28.3pc, when the total number of students at the University decreased 

by 433 during the same period (from 5,789 to 5,356). This is also a national trend as the Equality 

Challenge Unit reports that the proportion of students who identify as BAME has also increased year 

on year across the sector; from 14.9% in 2003-4 to 20.2% in 2013-14 (an increase of 5.3pc).   

 

The data for 2014-15 shows that there has been an increase in progression rates from the previous 

year for level 4 to 5 for full time BAME students of 1.2pc, from 84.0pc to 85.2pc; see Table 23, (page 

30). Progression for BAME students from level 5 to 6 has also increased by 6.5pc, from 86.0pc to 92.5pc; 

see Table 24 (page 30). 

 

However, there is a significant fluctuating attainment gap between BAME and White students that 

requires further investigation; in 2012-13 it was 21.5pc, in 2013-14 at 11.1pc and in 2014-15 at 29.8pc, 

compared to the reported current national sector gap of 15.3pc (see Table 25). This will be given 

attention as part of the University’s ongoing focus on race equality. 

 

Table 13: Ethnicity of Students by Degree Level 

 

 Undergraduate Postgraduate 
TOTAL 

 Full-time Part-time Full-time Part-time 

Asian students 106 7 16 8 137 

% Asian students 2.5% 1.6% 3.4% 1.4% 2.4% 

Black students 96 6 12 7 121 

% Black students 2.3% 1.4% 2.5% 1.3% 2.1% 

Mixed Race students 119 9 8 5 141 

% Mixed Race students 2.8% 2.1% 1.7% 0.9% 2.5% 

Other Minority Ethnic students 18 4 2 8 32 

% Other Minority Ethnic students 0.4% 0.9% 0.4% 1.4% 0.6% 

Unknown students 49 37 15 71 172 

% Unknown students 1.2% 8.6% 3.2% 12.8% 3.0% 

White students 3,804 369 423 454 5,050 

% White students 90.7% 85.4% 88.9% 82.1% 89.3% 

Total students 4,192 432 476 553 5,653 

Source: HESA (2014/15 data)  
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 Table 14: Ethnicity of BAME Students 

  From the academic year 2011-12 to 2014-15, the total number of BAME students has increased by 

95 (from 336 to 431); an increase of 28.3pc, whereas the total number of students has decreased 

by 433 (from 5,789 to 5,356).  

Ethnicity  

Number 

of 

students 

2011-12 

Number 

of 

students 

2012-13 

Number 

of 

students 

2013-14 

Number 

of 

students 

2014-15 

Percentage 

change from  

2013-14 to 

2014-15 (%) 

Arab 0 2 5 5 0.0 

Asian or Asian British - Bangladeshi 11 17 14 20 +42.9 

Asian or Asian British - Indian 15 30 38 43 +13.2 

Asian or Asian British - Pakistani 5 6 3 4 +33.3 

Black or Black British - African 69 66 66 84 +27.3 

Black or Black British - Caribbean 19 19 27 28 +3.7 

Black or Black British - Other 5 4 3 9 +200.0 

Chinese 27 52 52 43 -17.3 

Gypsy or Traveller 0 1 0 0 0 

Mixed - White & Asian 37 42 38 36 -5.3 

Mixed - White & Black African 13 9 13 18 +38.5 

Mixed - White & Black Caribbean 39 47 49 59 +20.4 

Other Asian background 31 27 35 27 -22.9 

Other Ethnic background 21 24 25 27 +8.0 

Other Mixed background 44 41 35 28 -20.0 

Total 336 387 403 431 +6.9 

Source: HESA (2011/12, 2012/13, 2013/14 and 2014/15 data) 

 

Table 15: Student Career Path by Ethnicity 

         

Main Activity 

2012/13 2013/14 

White Non-White White Non-White 

No. % No. % No. % No. % 

Full-time work 763 57.2% 46 59.0% 928 61.1% 29 41.4% 

Part-time work 212 15.9% 13 16.7% 242 15.9% 12 17.1% 

Primarily in work 

and also studying 
47 3.5% 3 3.8% 52 3.4% 4 5.7% 

Primarily studying 

and also working 
72 5.4% 4 5.1% 57 3.8% 7 10.0% 

Full-time study 106 7.9% 5 6.4% 104 6.8% 10 14.3% 

Part-time study 14 1.0% 0 0.0% 15 1.0% 1 1.4% 

Unemployed 54 4.0% 4 5.1% 37 2.4% 2 2.9% 

Due to start work 8 0.6% 0 0.0% 8 0.5% 2 2.9% 

Other 59 4.4% 3 3.8% 76 5.0% 3 4.3% 

Sub-Total 1,335 100% 78 100% 1,519 100% 70 100% 

Ineligibility or 

explicit refusal 
50   2   57   1  

No response 279   36   308   46  

TOTAL 1,664   116   1,884   117  

Source: DLHE (2012/13 and 2013/14 reports) 
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Religion or Belief 

 

Table 16: Religion or Belief Summary and Commentary 

 

University of Chichester  

5,653 students 

Nationally  

2,266,075 students 

2,189 (38.7pc) of students identified as having 

no religion or belief and 1,850 (32.7pc) 

declared a religion or belief. 

92 out of 160 institutions returned religion and belief 

data on students to HESA. Of the responses received, 

14.7pc identified as having no religion or belief and 

17.2pc detailed a religion or belief. Overall, religion or 

belief information was unknown (blank) or refused for 

68.1pc of all students studying in higher education. 

Commentary:  

 

The religion or belief (including non-belief) declaration rate at 71.4pc is greater than the 31.9pc national 

rate for the sector. It is encouraging that students are taking the opportunity to indicate whether they 

have no religion or belief or a particular religion or belief rather than leaving the filed blank or refusing 

as this aids the University in gaining an understanding of its student population and their needs in relation 

to religion or belief and also non-belief. 

 

 

Table 17: Religion or Belief of Students by Category 

 

The University asked students to indicate their religion or belief (or non-belief) for the first time in 

2012-13. The following table shows that 32.7pc of all students hold a religion or belief.   

     

 Undergraduate Postgraduate 

TOTAL 
 Full-time 

Part-

time 

Full-

time 

Part-

time 

No religion 1,837 83 195 74 2,189 

Religion or belief 1,454 114 168 114 1,850 

Information refused 658 95 50 83 886 

Not known 243 140 63 282 728 

Grand Total 4192 432 476 553 5,653 

% Holding religion or belief 34.7% 26.4% 35.3% 20.6% 32.7% 

Source: HESA (2014/15 data)      

  

Table 18: Religion or Belief Declared by Students 

 

Of the 1,850 students indicating a religion or belief, the following was recorded:  

 

Religion or Belief Number of students 

Christian 1,675 

Other 55 

Spiritual 44 

Muslim 37 

Hindu 16 

Sikh 11 

Buddhist 9 

Jewish 3 

 1,850 

Source: HESA (2014/15 data)  
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Sex 

 

Table 19: Sex Summary and Commentary 

 

University of Chichester  

5,653 students 

Nationally  

2,266,075 students 

3,475 students were female and 2,178 male; 

therefore 61.5pc female as a percentage to 

male (38.5pc). 

1,289,090 (56.1pc) of students were female and 

1,010,035 (43.9pc) male. 

Commentary:  

The gender profile amongst Chichester students is broadly similar to that of the sector with 61.5pc 

female compared to 56.1pc nationally.  

 

Progression rates are broadly similar for both males and females; from level 4 to 5, 86.6pc of females 

and 84.0pc of males progress as expected. From level 5 to 6, progression rates are at 95.6pc for females 

and 94.7pc for males. However, student attainment levels need further consideration as 59.2pc of males 

gain a 2:1 or above, versus 77pc of females. 

 

 

Sexual Orientation 

 

Table 20: Sexual Orientation Summary and Commentary 

 

University of Chichester  

5,653 students 

Nationally  

2,266,075 students 

5,653 students identified as:  

 

 

 1.1pc bisexual 

 1.6pc gay man or gay woman/lesbian  

 73.9pc heterosexual 

 12.1pc not known 

 1.3pc other 

 10.0pc information refused 

91 of 160 institutions returned student sexual 

orientation data to HESA. 1,302,355 students 

responded as:  

 0.5pc bisexual  

 0.6pc gay man or gay woman/lesbian   

 27.9 heterosexual 

 66.2pc not known 

 0.6pc other 

 4.2pc information refused  

Commentary:  

Chichester is one of 91 out of 160 institutions nationally to return student sexual orientation data to 

HESA. For those universities returning data, the majority of students’ sexual orientation information is 

unknown at 66.2pc. At Chichester the figure is 12.1pc.  

 

The University has greater numbers of students identifying as bisexual, gay man, gay woman/lesbian or 

other sexual orientation than the reported national figures. 

 

 

Table 21: Sexual Orientation of Students 

 

The University took the decision to request sexual orientation data from students for the first time in 

2012-13. The following table details the number of students who wished to declare their sexual 

orientation. The majority of students have declared that they are heterosexual (73.9pc).  
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Sexual Orientation 

Number of 

Students  

2012-13 

Number of 

Students  

2013-14 

Number of 

Students 

2014-15 

Bisexual 39 53 45 

Gay man 44 56 64 

Gay woman/ lesbian 33 40 44 

Heterosexual 3,382 3,910 4,175 

Other 47 57 74 

 3,545 4,116 4,402 

Source: HESA (2012/13, 2013/14 and 2014/15 data) 

 

Table 22: Student Sexual Orientation by Level of Study 

 

This table provides a more detailed breakdown and summarises all responses received, whether a 

student did not wish to provide this information or if the information is unknown for them, whether 

they are full or part-time, and studying at postgraduate or undergraduate level.  

 

Although sexual orientation is unknown for 12.1pc of students, it is encouraging that only 10pc of 

students indicated that they did not wish to declare their sexual orientation. In the previous report 

for 2013-14, sexual orientation was unknown for 13.8pc and 15.5pc of students decided not to 

declare their sexual orientation.  

 

 Undergraduate Postgraduate 

TOTAL 
 

Full-

time 

Part-

time 

Full-

time 

Part-

time 

Bisexual 54 6 2 2 64 

% Bisexual 1.3% 1.4% 0.4% 0.4% 1.1% 

Gay 69 6 8 6 89 

% Gay 1.6% 1.4% 1.7% 1.1% 1.6% 

Heterosexual 3,419 207 358 191 4,175 

% Heterosexual 81.6% 47.9% 75.2% 34.5% 73.9% 

Other 67 4 2 1 74 

% Other 1.6% 0.9% 0.4% 0.2% 1.3% 

Information refused 354 82 45 85 566 

% Information refused 8.4% 19.0% 9.5% 15.4% 10.0% 

Not known 229 127 61 268 685 

% Not known 5.5% 29.4% 12.8% 48.5% 12.1% 

Total students 4,192 432 476 553 5,653 

Source: HESA (2014/15 data)      

 
All Protected Characteristics - Full-time Attainment and Progression Summary 

 

Analysis of the data for full-time students in terms of completion/progression by estimated year shows 

that completion and progression varies year on year for the groups detailed in the tables below, namely 

‘Not Disabled, Disabled, Female, Male, White, and Black and Minority Ethnic (BAME)’ students. Data 

for Sexual Orientation and Religion or Belief was reported for the first time in 2012-13; therefore 

previous years’ comparators are not available. When reviewing the data, the respective size of each 

group of students also has to be considered.   
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Table 23: Full-time Progression from Level 4 to Level 5 

 

There has been an increase in progression rates from level 4 to 5 for BAME students of 1.2pc. For all 

other groups detailed in the table, there has been a decrease in progression rates of between 1.4pc 

(male students) and 7.2pc (students who have declared a disability) with the progression rate for all 

groups at over 80pc. Yet as will be seen below, progression rates from level 5 to 6 are at over 90pc 

for all groups so it would be useful to gain an understanding of why there is a 10pc difference in rates 

between levels. This may be accounted for in the fact that level 4 to 5 is the first year of university life 

for students. 

 

  
Not 

Disabled 
Disabled Female Male White BAME 

% Progressed from 

level 4 to level 5 

 

2012/13 90.8% 88.7% 90.2% 88.8% 91.2% 84.0% 

2013/14 88.1% 90.1% 89.4% 85.4% 88.9% 84.0% 

2014/15 85.9% 82.9% 86.6% 84.0% 85.6% 85.2% 

% Change from 

year prior 

(2013/14) 

 -2.20% -7.20% -2.80% -1.40% -3.30% +1.20% 

Source: Annual Monitoring Statistics Quality Indicators 2012/13, 2013/14 and 2014/15 (N.B. 2013/14 

data does not include students studying at Isle of Wight College and Platform One)  

 

Table 24: Full-time Progression from Level 5 to Level 6 

The data shows an increase in progression rates from level 5 to 6 for two student categories; 1.2pc 

for students who have declared a disability and 6.5pc for BAME students. Progression rates for all 

groups are at over 90pc. 

  
Not 

Disabled 
Disabled Female Male White BAME 

% Progressed from 

level 5 to level 6 

2012/13 94.7% 91.5% 95.0% 93.0% 95.0% 83.7% 

2013/14 95.8% 95.2% 96.0% 95.3% 96.6% 86.0% 

2014/15 95.1% 96.4% 95.6% 94.7% 95.5% 92.5% 

% Change from 

year prior 

(2013/14) 

 

-0.70% +1.20% -0.40% -0.60% -1.10% +6.50% 

Source: Annual Monitoring Statistics Quality Indicators 2012/13, 2013/14 and 2014/15 (N.B. 2013/14 

data does not include students studying at Isle of Wight College and Platform One)  
 

Table 25: Percentage Gaining a 2:I or Above 

 

During 2014-15, changes were made to the Annual Monitoring Quality Indicators and the Planning 

Department no longer calculate completion rates for progression from Level 5 to Level 6.  This data 

has been replaced with the percentage of those students gaining a 2:I or above. Data for attainment 

for the two previous academic years has been included here for comparative purposes.  

 

There has been significant variation reported for attainment for BAME students during the past three 

academic years. Specific attention is being given to the experience of BAME students (and staff) at the 

University through the Equality and Diversity Committee and the Advancing Diversity and BAME 

Equality Group. 
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Not 

Disabled 
Disabled Female Male White BAME 

% gaining a 2:I or 

above 

2012/13 65.6% 57.1% 67.3% 59.6% 65.8% 44.3% 

2013/14 71.7% 61.4% 75.5% 61.3% 71.1% 60.0% 

2014/15 70.3% 68.8% 77.0% 59.2% 72.9% 43.1% 

% Change from 

year prior 

(2013/14) 

 

-1.40% +7.40% +1.50% -2.10% +1.80% -16.90% 

Source: Annual Monitoring Statistics Quality Indicators 2012/13, 2013/14 and 2014/15 (N.B. 2013/14 

data does not include students studying at Isle of Wight College and Platform One) 
 

Summary of Staff Data 

 

The University’s data for staff for the year 2014-15 has been taken solely from the iTrent Human 

Resources Database as at 31 August 2015. The total headcount for established staff was 631. The 

University also employed hourly paid Associate Lecturers and Associate Link Tutors as well as 

temporary hourly paid professional services staff, (including external examiners and one-off claims 

from student ambassadors).  

 

Age: 

 
The age profile of staff at the University shows that there are proportionately more staff aged 45-55 

(32.5pc) than any other age group and the least proportion of staff are within the age 65 and over 

category. The youngest Academic employee is 25 and the oldest is 70. The youngest Professional 

Services employee is 22 and the oldest is 70. 

 

Figure 1: Number of Employees by Age Band and Staff Category 

 

 

Source: iTrent (2014/15 data) 
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Figure 2 - Staff by Age Band and Gender 

 
Source: iTrent (2014/15 data) 

 

Disability 

 

5.1pc of staff at the University have declared a disability, compared with 4.2pc of staff across the 

sector (ECU, 2015). However, disability rates are likely to be higher than have been declared at the 

University (and across the sector) as it is reported that the prevalence of disability rises with age and 

16pc of working age adults in the UK are disabled (Department for Work and Pensions, 2014). 

 

Table 26: Declared Disability (established staff) 

 

Of the total of 631 established staff, 10 Academic staff and 22 Professional Services staff declared a 

disability, accounting for 5.1pc of all staff. Information was refused by two staff and the majority of 591 

staff have ‘No known disability’ detailed.  

 

Declared Disability No. of Staff Percentage of Total Staff 

(%) 

Academic Staff 10 1.6 
Professional Services Staff 22 3.5 
Total 32 5.1 

Source: iTrent (2014/15 data) 

 

Disability Commitments: 

 

To support its work in relation to disability, the University has made a commitment to the Charter 

for Employers who are positive about Mental Health and the Time to Change Pledge (both mental 

health initiatives) and invested in staff development sessions. It was also awarded the Disability Symbol 

(‘Two Ticks’) for the seventh consecutive year in 2014-15 by Jobcentre Plus. This award is in 

recognition of our commitment to employ, retain and develop the abilities of disabled staff and as such 

the University upholds the following 5 commitments: 

 

 to interview all disabled applicants who meet the minimum criteria for a job vacancy and to 

consider them on their abilities  

 to discuss with disabled employees, at any time but at least once a year, what you can both 

do to make sure they can develop and use their abilities  
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 to make every effort when employees become disabled to make sure they stay in employment  

 to take action to ensure that all employees develop the appropriate level of disability 

awareness needed to make these commitments work  

 to review these commitments every year and assess what has been achieved, plan ways to 

improve on them and let employees and Jobcentre Plus know about progress and future plans 

 

As the majority of individuals have ‘no known disability’ recorded on the iTrent HR reporting system 

staff are encouraged to update their own data, including disability, via self-service and to update their 

information if it changes in order that the University can better support its staff with disabilities. 

Guaranteed Interview Scheme (GIS) 

 

As part of our commitment to the Disability Symbol, the University guarantees to interview all disabled 

applicants that apply for a post through a Guaranteed Interview Scheme, provided the essential criteria 

of the job profile detailed for the post are met.  Full details are on the University’s Recruitment page 

at www.chi.ac.uk/about-us/working-us-0. In the academic year 2014-15, there were 1,387 applicants 

and 47 people applied under the GIS, with five candidates applying through the GIS appointed. The HR 

Department continues to monitor applications for inclusion, and will contact applicants who have 

applied under the GIS and have not made the shortlist to discuss as occasionally individuals have skills 

which they have not mentioned fully in their application. 

 

Table 27:  Applicants Applying Through the GIS 

 

 2011-12 2012-13 2013-14 2014-15 

Total Applicants 2,310 2,150 1,188 1,387 

Total GIS Applicants 85 74 34 47 

As a % of Total Applicants 3.7 3.4 2.9 3.4 
Source: iTrent (2011/12, 2012/13, 2013/14 and 2014/15 data) 

 

Table 28: GIS Applicants Interviewed and Appointed  

 

 2011-12 2012-13 2013-14 2014-15 

Total No. GIS Interviewed   34 29 13 24 

Total No. GIS Appointed 8 8 2 5 
Source: iTrent (2011/12, 2012/13, 2013/14 and 2014/15 data) 

 

Race  

 

For a number of years staff have been asked to indicate their ethnic origin (should they wish to) on 

joining the University which accounts for the higher number of staff declaring when compared with 

the other more recently introduced self-service monitoring categories such as sexual orientation and 

religion or belief. Data submitted to HESA (Higher Education Statistics Agency) for 2014-15 indicates 

that a total of 2.0pc of staff indicated their ethnic origin as either Asian or Asian British – 

Bangladeshi, Asian or Asian British – Pakistani, Black or Black British – African, Black or Black British 

– Caribbean, Other Asian Background, Other Black Background and Other Ethnic Background. 

Table 25 gives further details. 

71.9pc of the University’s core employees are White - British; 0.2pc White - Scottish; 1.1pc White - 

Irish; 24.1pc ‘Other White Background’ and the remainder, 0.8pc preferred not to say. Across the 

sector, BAME UK staff representation is at 6.7pc; this increases to 11.7pc when non-UK BAME staff 

are included (ECU, 2015).  

http://www.chi.ac.uk/about-us/working-us-0
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The University is therefore focusing on improving the diversity of its staff (and student) populations 

as it recognises that there are many benefits to the educational and social environment and the 

recruitment and experience of BAME staff and students is being given specific attention. 

Table 29: Ethnic Origin of Staff 

 

Ethnic Origin  

No. of Staff 

2013-14 

No. of Staff 

2014-15 

Asian or Asian British - Bangladeshi 2 2 

Asian or Asian British - Pakistani 1 1 

Black or Black British - African 3 3 

Black or Black British - Caribbean 2 2 

Other Asian Background 1 1 

Other Black Background 1 1 

Other Ethnic Background 2 2 

Other White Background 160 152 

White - British 430 454 

White - Irish 7 7 

White - Scottish 1 1 

Not Declared 8 0 

Prefer not to say 5 5 

 Total 623 631 
Source: iTrent (2013/14 and 2014/15 data) 

 

Religion or Belief 

 

With the implementation of the HR iTrent self-service function in 2012-13, staff had the option for 

the first time to declare their religion or belief.  

 

Table 30: Religion or Belief or Non-Belief of Staff 

 

221 established staff have detailed that they have a religion or belief or non-belief (35pc). This 

information is not known for 396 staff, 95 staff have declared that they have no religion and 15 would 

prefer not to say.  

 

Religion or Belief  No. of Staff 

Any other religion or belief 10 

Buddhist 1 

Christian 108 

Jewish 4 

Spiritual 3 

No religion 95 

Prefer not to say 15 

Source: iTrent (2014/15 data) 
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Sex (Gender) 

 
Figure 3: Gender by Staff Category: 

 

Of the 631 employees, 361 are female and 270 are male; 130 males and 118 females fall within the 

Academic staff category and 140 males and 243 females within the Professional Services staff 

category.  

 

 
Source: iTrent (2014/15 data) 

In Academic departments, 53pc of employees are male, whereas in Professional Services 

departments only 37pc of employees are male. 

 

Figure 4: Professional Services Gender by Grade 
 

 
Source: iTrent (2014/15 data) 

 
The majority of Professional Services employees work in jobs that fall into Grades 6 to 11. In the 

majority of these grades females tend to outnumber male colleagues but this is significant in Grades 

6 to 11. Although the numbers are small, males tend to outnumber or be equal to females in Grades 

12B through to 14A. 
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Figure 5: Gender by Academic Department 
 
The Institute of Education and the departments of Dance, Childhood, Social Work and Social Care, 

have a strong female bias, whereas Music, the Business School, Theatre and the Institute of Sport 

have a greater number of males within their teams.  

 

 
Source: iTrent (2014/15 data) 

 
Figure 6: Part-time and Full-time by Gender and Staff Category 
 

 
Source: iTrent (2014/15 data) 

 
Part-time employment is more prevalent in females than males, particularly within Professional 

Services roles; traditionally this has been attributed to the caring responsibilities undertaken by 

women. Considering the headcount this means that just under half of females in Professional 

Services roles are part-time. Full-time positions within Professional Services show a similar 

distribution but they are dominated by males within Academic roles. 
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Sexual Orientation 

 

With the implementation of the HR self-service function in 2012-13, staff had the option for the first 

time to declare their sexual orientation. In 2014-15, 225 staff declared their sexual orientation, 16 staff 

preferred not to say, and the majority of 390 were unknown. The University’s declaration rate of 

38.2pc is higher than the sector average of 32.4pc (ECU, 2015). 

 

Table 31: Sexual Orientation of Staff 

 

222 of the 631 established staff in 2014-15 have indicated their sexual orientation as follows. 

Previous years’ data is included for reference purposes.  

 

Sexual  

Orientation  

No. of Staff 

2012/13 

No. of Staff 

2013/14 

No. of Staff 

2014/15 

Bisexual  8 5 5 

Gay Man 3 5 7 

Gay Woman /Lesbian  3 3 

Heterosexual 141 170 207 

Other 0 0 3 

Not Declared 455 429 390 

Prefer Not to Say 10 11 16 

Source: iTrent (2012/13, 2013/14 and 2014/15 data) 

 

Other Staffing Related Matters 

 

Flexible Working 

 

The University’s Flexible Working Policy supports staff who have childcare and/or dependant 

responsibilities.  Employees are able to put in a case requesting a change in working pattern, for 

example on return from maternity leave, and each case is given thorough consideration by heads of 

department/managers. Where it is possible to agree a flexible working request, workload and working 

pattern are agreed in line with departmental requirements.   

 

Fifteen flexible working requests were received during 2014-15; twelve of the applications were 

received from Professional Services staff and three from Academic staff. The majority submitted 

related to the provision of childcare following maternity leave. Of the applications received, one was 

withdrawn, twelve were accepted and two were refused on business grounds. 

 

Maternity Leave  

 

During 2014-15 the maternity rate within the University has remained comparable to the previous 

two years. Employees are entitled to the same leave and payment entitlements for both maternity 

and adoption leave: fifteen staff took maternity leave (eight Professional Services and seven Academic 

staff), and two staff took adoption leave (split equally between Professional Services and Academic 

staff).  Of these, sixteen employees have either returned or have indicated that they will be returning 

to work.  Three employees were aged 29; eleven were in the age range 30-40; and three were in the 

age range 40+. 
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Paternity Leave 

 

A total of eleven employees have taken Paternity leave during the year – seven Professional Services 

and four Academic staff.   

 

Parental Leave 

 

One employee requested to take unpaid parental leave in four separate weeks which was granted.  

 

The provision of Shared Parental Leave came into effect in April 2015, designed to provide parents 

with the opportunity to share up to 52 weeks maternity leave if they should wish to. Eligible fathers 

and partners will be able to request more leave from work in the first year following their child’s 

birth.  This means that some mothers can return to work earlier allowing their partner to share 

child care arrangements. Since April 2015, no employees have expressed an interest in taking up this 

option when it has been discussed with them. 

 

Plans to introduce Grandparents Shared Parental Leave will come into effect in 2018.  This will 

enable employees to share the maternity leave with the child’s grandparents who are in work. 

 

Childcare Voucher Scheme  

 

Membership of the Fideliti Childcare Voucher Scheme has increased by 38pc during the last year. 

The Scheme, which provides Childcare Vouchers for staff, has grown and now has 42 members. 

 

Staff Development - Equality and Diversity Sessions: 

 

The University’s Staff Development Programme, which is open to all staff, covers development 

sessions to support learning and teaching, research, leadership and management, health and safety, 

sustainability, wellbeing, professional development skills and information technology. Equality and 

diversity is also a substantive feature of the University’s staff development programme and sessions 

are run by internal and external facilitators.  

 

During 2014-15, of the total number of 1,312 session attendees, 32 attendees booked on one or more 

of the equality and diversity sessions offered in the programme and 43 completed the online training 

(see below). The staff development provision in the programme for 2014-15 in relation to equality 

and diversity was: 

 

 Supporting International Students - The First Semester 

 Supporting International Students 

 Welcome All 

 Welcome International 

 Supporting Students with Dyslexia 

 Student Mental and Emotional Health Issues - First Line Response for Staff 

 How Equality and Diversity Impacts on Your Department (Bespoke) 

 Mental Health Awareness  

 Supporting Students with Sensory Impairment 

 Understanding Autism and Asperger’s 

 How Can We Be More Inclusive? Cultural and Ethnic Diversity in Classrooms and Society 

 The Stonewall Leadership Programme is also promoted annually in the Staff Development 

Programme. 
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The University also provided two online programmes for all staff: 

 

 Equality and Diversity in the Workplace (Online) 

 Equality Analysis (Online) 

 

As part of the Higher Education Academy Postgraduate Certificate programme, Dr Bev Hale, Principal 

Lecturer in Learning and Teaching and Suzanne Jones, HR/Equality and Diversity Officer ran a session 

on ‘Inclusivity and Diversity’. The HR/Equality and Diversity Officer also led a session for the 

Conference and Accommodation Office summer staff. Further sessions are planned for the academic 

year 2015-16. 

  

The staff development programme contains a specific section for Equality and Diversity and highlights 

related initiatives and events taking place at the University. The programme for 2015-16 has been 

published and is available on-line and via the HR page on the University’s Staff Intranet.  

 

In addition to the wide range of equality and diversity related courses offered, the section in the 

programme for ‘Equality and Diversity’ (retitled ‘Inclusivity and Student Experience’ from September 

2015), includes information about the equality, diversity and inclusivity framework at the University 

and its initiatives and activities for the forthcoming year. 

 

Research Excellence Framework (REF) Update: 

 

The REF is the most current system for assessing UK universities’ research. REF 2014 results are used 

by the four UK funding bodies, including the Higher Education Funding Council for England (HEFCE) 

to allocate research funding to universities from 2015-16. The equality requirements within the REF 

2014 were strengthened to ensure a focus on equality and diversity, to make sure the funding councils 

are meeting their duties under the Equality Act 2010 and to avoid systematic discrimination. In this 

most recent exercise the REF Project Team produced a code of practice covering the selection of 

staff which was submitted and approved at the national REF Equality and Diversity Advisory Panel. The 

University’s REF Project Team was tasked with the responsibility of coordinating the University’s 

submission and to recommend which areas and individuals should be included in the submission.  The 

Team were supported by an Equality and Diversity sub-group who were responsible for considering 

individual circumstances relating to equality and diversity.  The team are currently commencing work 

on the REF 2020 which again includes a significant commitment to equality and diversity. 
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Inclusivity Plan 2015-2018 

1. Introduction 

The University of Chichester’s mission is to be ‘A university community that inspires and enables 

individuals to exceed their expectations’, as defined in the ‘University’s Strategy ‘Twenty-Twenty 

Vision: 2013 to 2020’. The University sincerely believes that this is achievable when individuals are 

treated with respect and dignity, feel safe to be the person they are in an environment which 

embraces diversity, where equality of opportunity prevails. Engagement with students, staff, the 

University of Chichester Students’ Union (UCSU), recognised staff Trade Unions and other 

stakeholders, is key to the University meeting its ongoing commitment to being a truly inclusive 

university which celebrates diversity in all its endeavours from the provision of facilities to its 

curricula design.  

2. Our aims 

The Inclusivity Plan is designed to support the University in achieving its strategic objectives and its 

responsibilities in relation to the Equality Act 2010 through advancement of the following aims: 

 Continual development of a culture of fairness and inclusion where diversity is valued and 

celebrated. 

 Attracting and retaining a diverse student and staff population. 

 Provision of equal opportunity and elimination of discrimination. 

 Ensuring dignity and respect for all. 

 

3. Responsibilities under the Equality Act 2010 

3.1 The University has specific obligations under the Equality Act 2010 which apply to employment, 

facilities, goods and services, and education, in relation to the nine Protected Characteristics 

defined within the Act: 

 

 Age 

 Disability 

 Gender Reassignment 

 Marriage and Civil Partnership 

 Pregnancy and Maternity 

 Race 

 Religion or Belief 

 Sex (Gender)  

 Sexual Orientation 

 

Please note: The Inclusivity Plan 2015-18 is a draft 

document which has been agreed by the 

Inclusivity Committee (September 2015) and is 

currently being reviewed by each of the Equality 

Groups. 
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3.2 We are committed to fulfilling our obligations under the Equality Act 2010, which requires the 

University to: 

 

 Eliminate unlawful discrimination, harassment, victimisation or other conduct prohibited by 

the Act, ensuring that there is no less favourable treatment for protected groups and that no 

factors can give rise to indirect discrimination. 

 

 Advance equality of opportunity between people who share a protected characteristic and 

those who do not by removing or minimising disadvantage experienced by individuals due to 

their protected characteristics, or a combination of their protected characteristics. This 

includes working to meet the needs of people from protected groups where these are 

different from the needs of others and encouraging people from protected groups to 

participate in public life or other activities where participation is disproportionately low. 

 

 Foster good relations between people who share a protected characteristic and those who 

do not through promoting understanding and tackling prejudice. 

 

4. Protected Characteristics 

Situations may arise where the rights of one individual cut across the rights of another: for example, 

a member of staff may object to lesbian, gay and bisexuality on the grounds of his or her religion or 

belief. The University recognises an individual’s right to hold these views, but will not tolerate their 

manifestation in such a way that intimidates, degrades or is hostile to, or in any other way infringes 

the rights of others. 

4.1 Age 

The Age protected characteristic applies to any individual or group of a particular age or age range.  

The University will continue to: 

 Seek to employ staff and recruit students from diverse age groups in society. 

 Work to prevent discrimination, harassment or victimisation on grounds of age.  

 Ensure that all students are given equal opportunity to participate in University activities and 

have good access to academic and welfare support regardless of age.  

 Provide guidance and support to line managers and staff in late career planning and 

succession planning. 

 Ensure that relevant safeguarding procedures are in operation, via the Disclosure and 

Barring Service, (as appropriate), for work that involves younger people and vulnerable 

adults. 

 Work with Age UK and other relevant external bodies to advance age equality. 

 

4.2 Disability 

The disability protected characteristic is defined as anyone who has a physical or mental impairment 

that has a substantial and long-term adverse effect on their ability to carry out normal day-to-day 

activities. Long term means it has lasted for at least 12 months, it is likely to last at least 12 months, 

or it is likely to last for the rest of the life of the person.  
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Also covered by the definition are people with a severe disfigurement, HIV infection, cancer or 

multiple sclerosis. Additionally, people who have had a disability in the past are covered, which may 

be particularly relevant for people with fluctuating and/or reoccurring impairments.  

The University will continue to: 

 Welcome applications from students and staff with disabilities and encourage informed 

disclosure of disability by staff and students. 

 Promote a culture of positive attitude towards disability.  

 Provide staff development activities to ensure that staff have an appreciation and an 

understanding of a wide range of disabilities to enable them to support students and 

colleagues. 

 As far as possible, anticipate and make reasonable adjustments for existing and future staff 

and students with disabilities to help remove the disabling effects of practices and the 

environment. 

 Maintain the Department of Work and Pensions’ (Jobcentre Plus) ‘Two Ticks Positive about 

Disabled People’ award through annual assessment, and follow the good practice defined 

within the award’s ‘5 commitments’ in respect of prospective and existing staff with 

disabilities. 

 Develop the accessibility of our buildings and environment in consultation with staff and 

students with disabilities. 

 Provide information to all users via accessible processes and in accessible formats, wherever 

possible. 

 Work with MINDFUL EMPLOYER, Mind, Time to Change and other relevant external 

bodies in raising awareness of disability and also mental health matters. 

 

4.3 Gender reassignment 

 

Gender reassignment is the process of transitioning from one gender to another.  

The University will continue to: 

 Ensure that trans issues are widely understood by staff and students. 

 Recognise the needs of people who are trans within their work or study, ensuring 

mechanisms are in place to provide effective support to staff and students, especially during 

transition. 

 Work with Stonewall and other relevant external bodies in advancing gender identity 

equality. 

 

4.4 Marriage and civil partnership 

In England and Wales marriage is no longer restricted to a union between a man and a woman but 

now includes a marriage between a same-sex couple. Same-sex couples can also have their 

relationships legally recognised as 'civil partnerships'. Civil partners must not be treated less 

favourably than married couples (except where permitted by the Equality Act).  

The University will continue to ensure that no staff or students are discriminated against on the 

basis of marriage and civil partnership. 
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4.5 Pregnancy and maternity 

Pregnancy is the condition of being pregnant or expecting a baby. Maternity refers to the period 

after the birth, and is linked to maternity leave in the employment context. In the non-work context 

(e.g. students), protection against maternity discrimination is for 26 weeks after giving birth. This 

includes treating a woman unfavourably because she is breastfeeding. The University will continue to 

ensure that no individuals are subjected to discrimination in relation to pregnancy and maternity. 

4.6 Race 

The race protected characteristic applies to any individual or group of a particular race, colour, 

nationality, ethnic origin or national origin. Protection on the grounds of nationality is subject to 

compliance with immigration rules. 

The University will continue to: 

 Challenge and eliminate race discrimination, and promote race equality and good relations 

between people from different ethnic backgrounds. 

 Address any perceived barriers in providing and promoting inclusive practices for staff and 

students from Black, Asian and Minority Ethnic (BAME) groups and to target areas to 

remove inequalities. 

 Seek to improve our ability to recruit, retain, support and develop staff and students from 

BAME groups. 

 Celebrate the diversity of our UK and international staff and student community and provide 

a positive and supportive teaching and living environment for international students.  

 

4.7 Religion or belief 

 

Religion applies to any religion or reference to religion, including a reference to a lack of religion. 

Belief applies to any religious or philosophical belief or reference to belief, including reference to a 

lack of belief. The religion or belief protected characteristic should be taken to mean the full 

diversity of religious and belief affiliations within the UK, including non-religious and philosophical 

beliefs such as atheism, agnosticism and humanism. Generally, a belief should affect an individual’s life 

choices or the way they live for it to be included in the definition. 

The University will continue to: 

 Accord respect and tolerance to all religious faiths, beliefs and practices as well as those 

who subscribe to no faith. 

 Require that everyone on campus has an understanding and full tolerance and respect for 

the religious faith, beliefs and practices of others. 

 Make available appropriate space for prayer or reflection for the differing needs of students, 

staff and visitors to the University. 

 

4.8 Sex (Gender) 

The sex protected characteristic applies to staff and students, irrespective of their gender. 

The University will continue to: 
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 Staff: challenge and eliminate sex discrimination, and promote equality of opportunity by 

improving our ability to recruit, retain, support and develop women and men staff. Ensure 

staff are paid on the basis of the principle of equal pay for work of equal value, monitored 

through completion of an equal pay audit every 3 years with any recommendations agreed 

implemented. 

 Students: ensure that no individuals are discriminated against on the basis of their gender. 

 

4.9 Sexual orientation 

The sexual orientation protected characteristic applies to anyone’s sexual orientation towards 

people of the same sex, opposite sex or both. 

The University will continue to: 

 Ensure equality of opportunity and elimination of discrimination, harassment and 

victimisation of staff or students whether they are or perceived to be lesbian, gay, bisexual 

(LGB+) or heterosexual. 

 Support the right of individuals to choose whether they wish to be open or not about their 

sexual orientation at work or study. 

 Work with Stonewall and other relevant external bodies in advancing LGB+ equality. 

 

5. Our responsibilities 

 The Board of Governors has ultimate responsibility for ensuring that the University complies 

with all equality related legislation. 

 The Vice-Chancellor is responsible for giving a consistent and high-profile lead on inclusivity 

issues, actively promoting them both inside and outside the institution, and for ensuring that the 

University’s Inclusivity Plan and related action plans are implemented effectively through 

University structures. 

 The Inclusivity Committee promotes all University Inclusivity related matters, including policy 

and strategy, action plans and approaches to achieving aims and objectives. The Committee 

reports to both the Chief Executive’s Team and the Board of Governors. The following sub 

groups have been established by the Committee to assist it in furthering its aims: 

 

• Advancing Diversity and Black, Asian and Minority Ethnic Equality Group 

• Disability Equality Group 

• Gender and LGB Equality Group 

• Race, Religion and Belief Equality Group 

 

 The Director of Human Resources working with the HR/Inclusivity Officer is responsible for 

ensuring that HR policies, procedures and appropriate employment practices affecting staff are 

in accordance with Equality and Diversity legislation, and for offering training in equality and 

diversity for University staff and management. 

 All staff and students are responsible for: 

• Promoting equality and not discriminating between any groups or individuals. 

• Maintaining an environment where harassment and discrimination are unacceptable. 

• Taking up equality and diversity learning opportunities and engaging with awareness training. 
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• Adhering to our Inclusivity Plan; any breaches may result in disciplinary action. 

• Dealing, as far as they can, with incidents of harassment, bullying or breaches of the Plan, 

seeking assistance as necessary. 

• Staff: reporting incidents of concern to their Head of Department or manager, HR/Inclusivity 

Officer, department HR Partner or Trade Union representative. 

• Students: reporting incidents of concern to the HR/Inclusivity Officer, a relevant member of 

staff, or an officer/staff member from UCSU. 

• Partners, Contractors and Service Providers: all partners of the University, associates, 

contractors, professional, statutory and accredited bodies and those who provide services 

to the University are responsible for complying with equality legislation and equality 

requirements set out in contracts with the University. 

 

6. Monitoring and key performance indicators 

The Inclusivity Objectives for 2015-2018 highlight the University’s key inclusivity goals for this three 

year period. The Inclusivity Committee will receive reports relating to the above matters from the 

Equality Group chairs, Trade Union and UCSU members and the HR/Inclusivity Officer to monitor 

and assess the effectiveness of implementation of inclusivity policy, strategy and action plans across 

all areas of the University. In addition, the Equality Objectives are regularly reviewed by the 

Inclusivity Committee and the Equality Groups to ensure that progress is being made against each 

defined area and that they are still current, fit for purpose and meet the University’s obligations 

under the Equality Act 2010. This document will therefore be updated with any identified or 

additional requirements. 

Key performance indicators used for measuring the success of our objectives are based on a review 

of staff and student data alongside reflective consideration of the University’s activities during each 

academic year. This is publically reported in April each year within the University’s Inclusivity Annual 

Report.  
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Inclusivity Framework for the University of Chichester - 

‘Our community, our University’ 

 

This section is a standing item in the Inclusivity Annual Report for the University. For the academic 

year 2014-15 there are no changes to note in respect of the following details except that Professor 

Clive Behagg, Vice-Chancellor is now Chair of the Equality and Diversity Committee and a fourth 

equality group, the Advancing Diversity and Black, Asian and Minority Ethnic Equality Group, chaired 

by Professor Hakim Adi, Professor of the History of Africa and the African Diaspora, has been 

established. 

 

1.1 Our Mission 

 

Defined within the ‘University’s Strategy ‘Twenty-Twenty Vision: 2013 to 2020’ our mission is to be:  

 

 

The University sincerely believes that this is achievable when individuals are treated with respect and 

dignity, feel safe to be the person they are in an environment which embraces diversity, where equality 

of opportunity prevails.  

  

1.2 Our Values 

 

The following excerpt from the Strategy highlights the University’s commitment to create a truly 

inclusive University which celebrates diversity: 

 

 

 

 

 

 

The full strategy document is available at www.chi.ac.uk/sites/default/files/Strategy.2013.48.pdf 

 

The University’s passion for inclusivity is evidenced in this Equality and Diversity Annual Report which 

summarises the equality and diversity experience and activity for the academic year 2014-2015 and 

the University’s ambitions for future years.  

 

1.3 The University Community’s Commitment 

 

A strong commitment to the principles of equality and diversity is demonstrated by individuals 

throughout the University at every level, contributing to the organisation’s success within every facet 

of its multiple roles as an educator (at both Undergraduate and Postgraduate levels), an employer, a 

partner (within the communities in which it operates) and as a purchaser of goods and services:  

 

 ‘From the top’ - in terms of the University’s governance, the Board of Governors and the 

Chief Executive’s Team (ChET) vigorously uphold their responsibility to work with students, 

the Students’ Union, Student Societies, staff and external partners and suppliers in creating a 

fully inclusive university.  

 

‘A university community that inspires and enables individuals to exceed their expectations’.  

 

‘It is a fundamental tenet of our values that education can transform people and society as well as 

having a profound impact on social mobility. This is why we believe passionately that higher education 

should be open to everyone who has the ability and desire to benefit. We also know that our 

community, and learning itself, is enriched by the perspectives of people from diverse backgrounds 

and it is this knowledge that underpins our commitment to reducing the real and perceived barriers to 

accessing university’.  

 

http://www.chi.ac.uk/sites/default/files/Strategy.2013.48.pdf
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 Our students - all students are required to treat others with respect and are responsible for 

adhering to University policies. Students are invited and encouraged to contribute to the 

equality and diversity agenda throughout their experience at the University. This commences 

with the online mandatory induction session for new students provided through the 

Accommodation Office. It is enhanced through the curricula, (equality, inclusivity and diversity 

is embedded within the University’s learning and teaching), or through involvement in Student 

Societies and Equality Group activities.  

 

 Students’ Union (SU) – the University of Chichester Students’ Union website states that it ‘is 

run by students for students’. The SU works with the University to ensure that the needs of 

all students are given prime consideration.  
 

 Student Officers – the SU also encompasses annually elected Student Officers representative 

of the student body whose remit focuses on equality and diversity matters. Current Officer 

roles include Women’s Officer, LGBT Student Officer, Black and Ethnic Minority Officer, 

Students with Disabilities Officer, International Student Officer, Mature and Part-time Student 

Officer, and Welfare and Equal Opportunity Officer. 
 

 Recognised Staff Unions - University and College Union (UCU) and UNISON representatives 

work with the University to ensure it embodies the principles of equality and diversity.  
 

 Academic and Professional Services staff have an obligation to embed equality and diversity 

into their daily activities and to adhere to University policies. This is further defined in job 

profiles and contracts of employment. New staff are required to complete the Equality and 

Diversity in the Workplace online training (provided by Marshalls ACM) on joining the 

University. Existing staff will be encouraged to complete this training by the end of academic 

year 2014-15. 
 

 University of Chichester Academy Trust (CAT) – the CAT is a Multi-Academy Trust 

established by the University to manage its academies programme for schools. The inclusive 

ethos of the University is extended to its new school partners within the CAT to date - 

Frogmore Junior School, Camberley in Surrey, Mill Chase Academy in Bordon, Berewood 

Primary School in Waterlooville, Fernhurst Primary School in Fernhurst, Kingsham Primary 

School in Chichester and Flying Bull Primary & Nursery School in Portsmouth. 
 

 Other staff/services – the employees of our contract suppliers also have a duty to uphold our 

values in relation to equality and diversity. The University also considers the commitment to 

equality and diversity of those who provide its other goods and services. 

 

1.4 The University’s Equality and Diversity Framework 
 

To work with all the above stakeholders in moving the equality agenda forward, the University has 

established an equality and diversity framework, as illustrated in the diagram below. 
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Figure 1: Equality and Diversity Framework  

 

 
NB Transgender (gender reassignment) equality forms part of the remit of the Gender and LGB Equality Group.  

 

1.5 The Equality and Diversity Committee  

 

The University’s equality and diversity framework is overseen by the Equality and Diversity Committee 

(EDC), established by ChET, and chaired by Professor Clive Behagg, Vice-Chancellor. EDC aims to 

develop and promote diversity and equality of opportunity for staff, students and other stake holders 

of the University. Members of the EDC ensure that communication is cascaded to staff; raising 

awareness, developing knowledge and highlighting the University's commitment to equality and 

diversity. All members are available to discuss equality and diversity matters. 

 

The members of the EDC are: 

• Professor Clive Behagg (Chair) 

• Rob Abbott, Union Representative - UCU (Equality Officer) 

• Professor Hakim Adi, Chair of the Advancing Diversity and Black, Asian and Minority Ethnic   

Equality Group  

• Rev’d John Dane, Chair of the Race, Religion and Belief Equality Group (RREG) & Chaplain 

• Dr Andy Dixon, Chair of the Disability Equality Group (DEG) 

• Dr Louie Jenkins, Chair of the Gender and LGB Equality Group (GLGB) 

• Suzanne Jones, HR/Equality and Diversity Officer 

• Lizi Mutter, Vice-President, Students’ Union 

• Felicity Taylor, Union Representative – UNISON 

• Kathy Vagg, Governor 

• Elisabeth Whitaker, Director of Human Resources  

 

 

 

 

Board of Governors

Chief Executive’s Team (ChET)

Inclusivity Committee 

(Inc. C)

Chair:  Professor Clive Behagg

Disability Equality Group

Chair:  Dr Andy Dixon

Disability Interest Group

Gender & LGB Equality Group

Chair:  Dr Louie Jenkins

Gender & LGB Interest Group

Race, Religion & Belief Equality 
Group

Chair: Rev’d John Dane

All Staff have responsibility to embed equality and diversity into  their daily activities and adhere to University policies

Student Societies

Students’ Union

All Students are required to  treat others with respect and adhere to University policies

Advancing Diversity & BAME 
Equality Group Chair:  Professor 

Hakim Adi
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1.6 Equality Groups and Working Groups 

 

 

The EDC previously established three equality groups to assist with its remit; a fourth, the Advancing 

Diversity and Black, Asian and Minority Ethnic Equality Group was set up in May 2015. The equality 

groups work closely with staff, students, the Students’ Union and other stakeholders to ensure the 

University is being proactive and addressing issues or putting in place initiatives to promote equality. 

The Chair of each equality group is a member of the EDC to ensure the effective communication and 

monitoring of their Group’s work and progress.  

 

The University’s four Equality Groups are:  
 

 Advancing Diversity and Black, Asian and Minority Ethnic Equality Group - Chair, Professor 

Hakim Adi, Professor of the History of Africa and the African Diaspora 

 Disability Equality Group - Chair, Dr Andy Dixon, Director of Research) 

 Gender and LGB Equality Group - Chair, Dr Louie Jenkins, Senior Lecturer in Performing 

Arts) 

 Race, Religion and Belief Equality Group - Chair, Rev’d John Dane, University Chaplain) 

 

The Equality Groups establish Working Groups to focus on specific projects and invite interested 

individuals from across the student and staff body at the University (and also external partners) to join 

them in progressing their work. It is recognised that the members of the University community have 

a vast range of knowledge, skills and experience to contribute.  

 

1.7      External Networks  
 

The University continues to remain active in establishing and maintaining networks to consult and 

share good practice with interested groups in 2014-15, including:  
 

 Equality Challenge Unit (ECU) 

 Higher Education Equality Opportunity Network (HEEON) 

 Local Equal Opportunities Network (LEON) 

 Association of Dyslexia Specialists in Higher Education (ADSHE) 

 National Association of Disability Practitioners (NADP) 

 Southern Higher Education Dyslexia Group (SHED) 

 Stonewall Diversity Champions 

 Stonewall London and Southern Universities Network Group 

 

1.8  Documentation - Policies, Procedures, Practices and Guidelines 
 

The University has a range of policies, procedures and guidelines which specifically support and inform 

equality and diversity, including: 
 

 Equality Scheme, incorporating Equality Objectives for 2011-15 (currently being revisited for 

2015-18) 

 Equality and Diversity Policy   

 Sexual Orientation Policy 

 Religion and Belief Policy 

 Age Equality Statement 
 

The principles of equality and diversity are further embedded within key University strategies, policies, 

procedures and guidelines, which are the foundations of all aspects of the University’s work: 
 

 ‘University’s Strategy ‘Twenty-Twenty Vision: 2013 to 2020’ 
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 University’s People Strategy ‘Working for our Future 2013-16’ 

 HR Strategic Plan 

 Student obligations are specifically mentioned in the Students’ Commitment Charter and in 

key documents such as the Policy for Addressing Bullying and Harassment of Students. 

 Academic Regulations 

 Learning and Teaching Strategy 

 The Concordat to Support the Career Development of Researchers 
 

1.9 Equality Analysis 
 

Equality Analysis is a process in which consideration is given to the implications that a policy or practice 

may have on a protected characteristic, so as to eliminate any negative impact that may create 

discrimination or disadvantage.  The University is committed to undertake an equality analysis at the 

time of developing or reviewing a Policy or Practice. To reinforce the importance placed on this, only 

policies or practices that have been entered on to the online Equality Analysis toolkit and initially 

screened will be accepted for review by a formal Committee or Group at the University. Ultimately, 

equality analysis is about ensuring that the University is maximising the potential of its staff and 

students, and about making sure that policies and practices work well for everyone. 
 

1.10  Protected Characteristics 
 

Nine protected characteristics are recognised under the Equality Act 2010. A full definition for each 

can be found at the Equality and Human Rights Commission website at 

www.equalityhumanrights.com/advice-and-guidance/new-equality-act-guidance/protected-

characteristics-definitions/  
 

• Age 

• Disability 

• Gender reassignment 

• Marriage and civil partnership 

• Pregnancy and maternity 

• Race 

• Religion or belief (including non-belief) 

• Sex  

• Sexual orientation 
 

1.11  Multiple Identities 
 

The University recognises that individuals have many characteristics, or multiple identities, including 

their age, disability, ethnic and cultural identity, gender, gender reassignment, marriage or civil 

partnership, pregnancy and maternity, religion or belief (or non-religion or belief), sex, and sexual 

orientation. The University’s data is separated into the nine protected characteristics for the purpose 

of this report and therefore no detailed analysis of multiple identities is reported at present. More 

detailed analysis may be available in the future. 

 

 

 

 

 

 

 

 

http://www.equalityhumanrights.com/advice-and-guidance/new-equality-act-guidance/protected-characteristics-definitions/
http://www.equalityhumanrights.com/advice-and-guidance/new-equality-act-guidance/protected-characteristics-definitions/
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Previous reports, the Policies and documentation to which this report relates 
can be viewed at: www.chi.ac.uk/about-us/how-we-work/equality-diversity 
 
 
Contacts for further information:   
 
Suzanne Jones 
HR/Inclusivity Officer 
University of Chichester 
Room 6, The Gatehouse 
Bishop Otter Campus 
College Lane 
Chichester 
West Sussex 
PO19 6PE 
 
Or email inclusivity@chi.ac.uk 
 
Elisabeth Whitaker 
Director of Human Resources 
University of Chichester 
Room 5, The Gatehouse 
Bishop Otter Campus 
College Lane 
Chichester 
West Sussex 
PO19 6PE 
 
Or email E.Whitaker@chi.ac.uk 
 

If you would like to receive the information in this report in an alternative 
format to meet your needs, please contact as above. 

 
 
 
 
 
 

http://www.chi.ac.uk/about-us/how-we-work/equality-diversity
mailto:inclusivity@chi.ac.uk
mailto:E.Whitaker@chi.ac.uk
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       Glossary 
 
 

AWF Anita White Foundation 

DEG Disability Equality Group 

DLHED Destination of Leavers in Higher Education 

EDC Equality and Diversity Committee 

ECU Equality Challenge Unit 

EHRC Equality and Human Rights Commission 

GIS Guaranteed Interview Scheme 

GLGB Gender & LGB Equality Group 

HEI Higher Education Institution 

HEIDI Higher Education Information Database for Institutions 

HESA Higher Education Statistics Agency 

HR Human Resources 

LEON Local Equal Opportunities Network 

LGB&T Lesbian, Gay, Bisexual & Transgender 

LRC Learning Resources Centre 

NSS National Student Survey 

REF Research Excellence Framework 

RREG Race, Religion and Belief Equality Group 

SIZ Support and Information Zone 

WEI Workplace Equality Index 
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