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Making higher education open to everyone who has the ability and desire to benefit continues to 
deserve our highest priority. We all have a part to play in making the University of Chichester an 
enabling environment where everyone feels welcome, can be themselves and fulfil their potential. 
We have ongoing strategic and operational commitments to encompass and embed equality, 
diversity and inclusion into everything that we do as a community, yet we can only achieve our aim 
through our students and staff, through their embodiment of our ethos, their engagement and their 
participation. 

This Inclusivity Annual Report outlines how our community has strived to advance equality, diversity 
and inclusion during the academic year 2018-19, alongside highlighting the issues we are working 
to address and the challenges we face.

Professor Jane Longmore
Vice-Chancellor 
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Introduction

The University of Chichester seeks to allow every student and every member of staff the opportunity 
to achieve their full potential within an enabling environment. Student Support and Wellbeing, the Human 
Resources Department and managers and staff across the University support our equality, diversity and 
inclusivity (EDI) objectives in many ways and this report is a reflective document focusing on a brief 
overview for information purposes. It considers some of the work the University has carried out during the 
academic year 2018-19 to meet its legislative obligations and to advance EDI strategic objectives, evidencing 
the initiatives and awareness raising activities undertaken to support staff and students. 

The report also considers the University’s data experience for the period, as relayed by the Higher 
Education Statistics Agency (HESA) and the University’s iTrent Human Resources database. 

Comparators for the Higher Education sector where noted are taken from the Advance HE 2018 ‘Equality+ 
Higher Education’ statistical reports for staff and students, published in November 2019, based on 2017-18 
data.
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Summary of Progress and Initiatives

“We will provide an excellent staff experience 
based on the core values of the University 

Community”
(University Strategy 2018-25: Open for Change).

Staff

The University has made good progress with 
regards to the Research Excellence Framework 
(REF) 2021, establishing an Equality and Diversity 
Subgroup to the REF Project Team. The Subgroup 
has reviewed the equality impact assessment for 
REF 2014, which has informed the Code of Practice 
for REF 2021. The Code is aligned to the principles 
of transparency, consistency, accountability and 
inclusivity, and the Equality and Diversity Subgroup 
has reviewed submissions, considering individual’s 
circumstances during the assessment period (e.g. 
disability, maternity leave) and ensuring that all 
relevant staff have received appropriate unconscious 
bias training.  

During 2018-19 we continued to roll out Race 
Equality training and Unconscious Bias training to 
all staff, with 116 of the staff (as at 31 August 2019) 
having completed face-to-face training. 

The number of BAME staff increased in 2018-19, 
both in absolute numbers and as a percentage of the 
total. Recruitment of BAME staff into STEM subjects 
has been particularly successful, as well as into 
research assistant roles. The University continues to 
include a statement in all job adverts to encourage 
BAME applicants, in particular to apply for roles, 
where there is under-representation. 

Online resources relating to mental health and 
wellbeing have been developed for staff on the 
Professional Development website. These include 
e-learning, signposting and guidance, categorised 

under the headings ‘Supporting all employees to 
thrive’, ‘Targeted support those that are struggling’ 
and ‘How to supporting others with their mental 
health’.
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Students

Despite a decrease in student numbers overall, the 
number of BAME students increased in 2018-19. 
A number of initiatives took place during 2017-18 
to increase BAME student numbers for 2018-19. 
These included partnering with a BAME agency to 
increase editorial content in many Black African 
publications and advertising in areas with higher 
BAME populations, outside the local area. 

The SU President for the University’s African 
and Caribbean student society also went onto a 
Southampton radio station, Unity FM, to talk about 
her student experience at the University.

In 2018-19, BAME representation in advertising has 
been increased, as has the breadth of advertising, 
into London, which is a growing market. The Student 
Recruitment team expanded their reach in terms 
of the schools and colleges visited, with the aim of 
increasing the number of BAME students. 

Efforts were made to boost female student 
recruitment within Engineering and Design, with 
strong female leads in photos, publishing stories 
on the experience of existing female Engineering 
students. The University has also recently partnered 
with Veloce, an esports team, who have high profile 
women gamers, in order to increase female students 
in esports. 

Mindfulness groups have been set up for students 
who are suffering from stress or anxiety to provide 
coping strategies.

A BAME student group and a mature student group 
were set up by Student Support and Wellbeing 
to increase engagement and improve the student 
experience of these two groups.  A group has also 
been set up for those students lacking social skills, in 
particular those on the Autistic Spectrum. The group 
meets for coffee and a similar group has been set up 
to support postgraduate students.

An On-Track Student Mentor was recruited. 
This role uses data from the Student Attendance 
Monitoring (SAM) system to identify where 
individuals are not attending lectures, and will work 
in conjunction with the relevant department to 
identify any support required. This aims to improve 
retention and attainment, which is lower across 
some of the protected characteristics.

The University worked with Stonepillow, a homeless 
charity to transform the lives of individuals to learn 
new skills and bridge the gap to higher education. 
Most of the individuals the University has been 
working with are recovering from addiction, and 
Becky Edwards, Senior Lecturer in Childhood, Social 
Work and Social Care has developed a bridging 
module to facilitate the homeless to apply for 
University courses.

The Pregnancy Policy for students was reviewed 
and updated during 2018-19 and now includes 
provisions for partners of those having children, to 
allow to spend time with their child during their 
study without penalty, mirroring paternity leave that 
employees receive.
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Cross-University

A new Equality, Diversity and Inclusivity (EDI) Plan 
was formed, with three key themes:

• Theme 1 – Embed EDI into all Aspects of University 
Life
•  Theme 2 – Attract, Retain and Develop a Diverse 
Community of Staff and Students
• Theme 3 – Support an Inclusive Campus Approach

These themes provide a structure to the work 
being undertaken by a number of staff across the 
University and link into the University’s Strategic 
Plan 2018-25, Open for Change and the People 
Strategy 2018-25, Working Together – Supporting Each 
Other. 

The University highlighted International Transgender 
Day of Visibility on 31 March 2019, displaying trans 
pride flags at the Student Information Zone (SIZ) 
desks. The day celebrated the accomplishments 
of trans people and aimed to raise awareness and 
knowledge of the trans community.

In 2019, we celebrated the 180th anniversary of our 
University, which has been championing the role of 
women in society since we first opened our doors 
as a training college in 1839. Now, 180-years later, 
those principles remain a fundamental part of the 
University and its community - as it bids to develop 
a new generation of female leaders who are forging 
a gender-balanced world. To mark International 
Women’s Day 2019, some of the University’s 
pioneering academics, and inspirational leaders 
explained what inspires them and how they are 
making a difference to society, with stories published 
to the University website.

A total of 31 members of staff went through the 
Exercise Referral Scheme during 2018-19. This 
scheme is led by Karen Hobbs, Exercise and Health 
Coordinator, using Institute of Sport placement 
students enabling them to gain practical experience 
whilst studying. Staff with various health conditions 
were supported through a tailored 6-week support 
programme, including exercise classes, gym 
induction, nutritional and lifestyle advice. Karen also 
ran a number of popular exercise classes for staff 
throughout the year.
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Data Summary 
and Tables
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Data Summary for 2018-19

The following data summary has been compiled from data submitted to the HESA for 2018-19 and the 
iTrent Human Resources database with national data taken from the Advance HE 2019 ‘Equality+ Higher 
Education’ statistical reports for staff and students.
  
Staff – University of Chichester – 646 established staff & HE Sector – 429,560 staff 

Age

The age profile of staff at the University shows that there are proportionately more 
staff aged 51-55 than any other age group, 19.5pc of staff. Within the sector, the largest 
proportion of staff, 14.3pc, are within the 31-35 age group.

Disability

6.0pc of staff have declared a disability compared with 5.0pc across the sector. 

Gender reassignment

In 2018-19, no staff declared that their gender identity was different to the gender 
identity they were assigned at birth. 0.1pc of staff across the sector indicated that their 
gender identity is not the same as that assigned at birth 

Race

4.0pc of staff identify as BAME. Across the sector, of those with known ethnicity the 
proportion of BAME staff at all UK universities is at 9.8pc with figures varying from 2.3pc 
for Northern Ireland and 11.1pc for England. 

Religion or belief

159 staff have declared that they hold no religion or belief (24.6pc). This compares with 
27.7pc holding a religion or belief and 26.6pc having no religion or belief across the 
sector.  The information was unknown/refused for 44.7pc of staff, compared to 45.7pc 
across the sector. 

Sex

At the University of Chichester, 57.3pc of staff are female and 42.7pc are male, compared 
with 54.4pc and 45.6pc respectively across the sector. 

Sexual orientation

Of those where sexual orientation is known, 0.9pc of staff identifying as bisexual, 1.8pc as 
gay man, 1.8pc gay woman/lesbian, 1.8pc as other and 93.8pc as heterosexual. 
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Students – University of Chichester – 5,792 students & HE Sector – 2,343,095 students

Age

77.5pc of undergraduate were classed as young students, (those who began their course 
aged 21 and under), compared with 73.7pc across the HE sector.

Disability

The number of students declaring a disability at Chichester increased to 20.5pc which 
remains above that declared across the HE sector at 12.9pc. The number of students 
detailing mental health continues to increase year on year, rising from 158 in 2017-18 to 
272 in 2018-19. 

Gender reassignment

29 students (0.4%) indicated that their gender identity was different to the gender 
identity they were originally assigned at birth. Across the sector, in those institutions that 
reported data (3.7%) indicated that their gender identity was different to the gender 
identity they were assigned at birth. 

Race

Where ethnicity was known, 8.6pc of Chichester students identify as being from a BAME 
background in contrast with 23.6pc for the HE sector average. 

Religion or belief

Where religion was known, 40.1pc of students held a religion or belief, compared to 
50.2pc across the HE sector. 90.4pc of students disclosed this information, compared to 
81.9pc across the HE sector. 

Sex

Female students as a percentage to male is greater than the sector average with 62.3pc 
compared with 57pc (a 5.3pc differential).  

Sexual orientation

Where sexual orientation was known, 9.5pc identified as LGB+, compared to the HE 
Sector average of 7.5%.
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Student and Staff Data

Each of the nine Protected Characteristics are listed below (in alphabetical order). Relevant data tables are 
included in each section alongside analysis of the Higher Education Statistics Agency’s (HESA) data for the 
University’s students and iTrent data for staff.  Any relevant HE sector comparators are noted from the 
Advance HE statistical reports for staff and students.

Age 

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

Student Data Summary - Age:

Of the 5,792 students at Chichester in 2018-19, 3,439 (59.4pc) were under age 21 and the fewest number 
of students, 280 (4.8pc) were between 26 – 29 years old. 

The department with the highest proportion of young students (those aged under 21 on entry) was the 
University of Chichester Conservatoire, with 89pc of students classed as ‘young’. The lowest proportion 
was in the Institute of Education, Health and Social Sciences where only 40.6pc of students were aged 
under 21 on entry.

Under 21 21-25 26-29 30-39 40-49 50+
Number of students 3,439 916 280 445 390 322
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There has been a small decrease each year in the percentage of students who are aged under 21 on entry 
over the past 3 years, from 69pc in 2016/17, to 67.1pc in 2017/18 to 66pc in 2018/19. 

By mode of study, the majority of undergraduate students are under 21, with the highest number and 
proportion of mature students undertaking part-time postgraduate study.

Undergraduate Full Time Undergraduate Part Time Postgraduate Full Time Postgraduate Part Time
Young 3,300 134 323 63
Mature 688 283 275 726
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Staff Data Summary – Age:

The highest percentage of staff fall into the aged 51-55 category (19.6pc). This is higher than the wider HE 
sector, where the most common age category is aged 31-35 (14.3pc). 

When that is broken down into job role, both Academic and Professional Services have a higher percentage 
of staff in the older age groups, particularly, aged 51-55, and a lower percentage of staff in the younger age 
groups.
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This is particularly evident in the aged 51-55 age group for academic staff, which is significantly above the 
sector average. The re-introduction of the Lecturer job profile in 2019 will focus predominantly on early 
career academics and one of its aims is to lower the age profile of academic staff over time. Use of the 
Apprenticeship Levy may also help to level out the age profile in Professional Services staff.

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. 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.

Student Data Summary - Disability:

The number of students declaring a disability at Chichester increased to 20.5pc which remains above that 
declared across the HE sector at 12.9pc. The number of students detailing mental health continues to 
increase year on year, rising from 158 in 2017-18 to 272 in 2018-19.

As the graph above shows, mental health conditions have risen significantly over the past year. They have 
also risen within the wider HE Sector, from 2.5pc of students declaring a mental health condition in 2016-
17 to 3.1pc of students across the sector. 
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% of all students with this disability

Disability University of Chichester HE Sector

Autism / Aspergers 1.3 0.5

Hearing impaired 0.4 0.2

Learning difficulty 9.1 4.9

Mental health 4.7 3.1

Mobility issues/physical impairment 0.9 0.4

Multiple disabilities 1.3 1.3

Other disability 1.3 1.0

Unseen disability 1.3 1.3

Visually impaired 0.2 0.1

 

Staff Data Summary - Disability:

Of the total of 646 established staff, 39 individuals (11 academic and 28 professional services staff) declared 
a disability, accounting for 6.0 pc of all staff. Disability was not known for 31 staff and 576 staff have ‘No 
known disability’ detailed. There is likely to be under-reporting of disability as this information is taken at 
point of recruitment. Staff have recently been prompted to update their personal details via HR Self Service 
in order to improve the accuracy of the data held, a requirement of the Data Protection Act, which also 
assists in monitoring of equal opportunities, for example in relation to REF in identifying whether staff with 
a disability are as likely to have a significant responsibility for research as much as staff without a disability.

Disability? Number of staff

Yes 39

No 576

Unknown/Prefer not to say 31
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Gender Reassignment
Gender reassignment is the process of transitioning from one gender to another. 

Student Data Summary – Gender Identity:

Based on HESA’s question ‘Is your gender identity the same as the gender you were originally assigned at 
birth?’ the following data was collected from University of Chichester students. 29 students have a gender 
identity that is different to the gender they were originally assigned at birth.

Gender Identity the Same as the 
Gender Originally Assigned at Birth

Number of students

No 29

Yes 5,237

Unknown/Prefer not to say 526

Total 5,792

This figure is lower than the 38 students in 2017-18 whose gender was not the same as that assigned at 
birth.

Staff Data Summary – Gender identity:

For staff, the information is only held for 38 people as this data has only recently been requested as part 
of the equality monitoring form. For those 38, all responded that their gender identity was the same as the 
gender originally assigned at birth

Marriage and Civil Partnership
In England and Wales marriage is no longer restricted to a union between a man and a woman and 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). 

This information is not reported on for students, so only information on staff is held.

Staff data Summary – Marriage and Civil Partnership:

Disability Number of staff in each 
category

Percentage of staff  in 
each category (%)

Civil Partnership 5 0.8

Divorced 35 5.4

Married 325 50.3

Not Specified 63 9.8

Partner 61 9.4

Single 153 23.7

Widowed 4 0.6

Total 646 100
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Pregnancy and Maternity

This information is not reported on through HESA for students.

Maternity, Paternity & Adoption
2018-19 saw the number of employees taking maternity leave decrease to 9, one of which was a period 
of shared paternity scheme.  This is in line with national statistics, published by the NHS, which saw a 3.6% 
decrease in births in 2018-19.

The same downward trend was also reflected with Paternity Leave. With only 3 people taking paternity 
leave during the 2018-19 academic year (16 people in the previous year), an 80 per cent reduction.

Flexible Working
There were 18 Flexible Working Requests submitted during 2018-19.  All requests received are reviewed 
on an individual basis within a three-month time frame. 83% of requests were from Professional Service 
colleagues (15 in total).  Five of these were due to childcare as flexible working requests are often 
submitted following a period of maternity leave. 7 were related to work/life balance, 3 illness, 2 carer 
responsibilities and one due to their disability.

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.

Student Data Summary - Race:

The total number of BAME students increased from 462 in 2017-18 to 488 in 2018-19, an increase from 
7.9pc to 8.4pc of the total student population. 
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Number of students

Ethnicity 2016-17 2017-18 2018-19

Arab 4 4 12

Asian or Asian British - Bangladeshi 18 17 15

Asian or Asian British - Indian 31 24 19

Asian or Asian British - Pakistani 9 9 12

Black or Black British - African 87 92 92

Black or Black British - Caribbean 42 37 43

Black or Black British - Other 18 12 14

Chinese 55 50 42

Gypsy or Traveller 0 1 2

Mixed - White & Asian 36 39 35

Mixed - White & Black African 15 18 18

Mixed - White & Black Caribbean 59 54 55

Other Asian background 40 40 43

Other Ethnic background 27 26 24

Other Mixed background 46 39 62

Total 487 462 488

The percentage of BAME students varies by department from 19.4pc of Business School students to 6.9pc 
within the Institute of Arts and Humanities. There is a consistent 6-7 point pc gap between the recruitment 
of Asian students compared to the wider population and a 1-2 point pc gap between our recruitment of 
Black students compared to the wider population of Black 18 year olds. Some of the initiatives to decrease 
this gap are highlighted in the summary at the start of the report, but include more targeted advertising in 
areas of higher BAME populations and increasing BAME presence in marketing materials. 

There is also work being undertaken by the Student Support and Wellbeing team, in partnership with 
departments to increase retention and attainment levels of BAME students.
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Institute/Department % of BAME students

Business School 19.4

Conservatoire 8.4

Creative & Digital Technologies 12.1

Engineering & Design 13.6

Institute of Arts & Humanities 6.9

Institute of Education, Health & Social Sciences 7.3

Institute of Sport 8.6

Staff Data Summary – Race

There has been an increase in BAME staff from 20 in 2017-18 to 23 in 2018-19, against a backdrop of a 
decrease in the total number of staff. Excluding where information is not held, 4pc of staff were BAME in 
2018-19, compared to 2.9pc of staff in 2017-18. The figure is higher for Academic staff (5.7pc) than it is for 
Professional Services staff (2.4pc).

If you include all staff, including where ethnic origin is not known, 3.6 pc of staff are BAME compared to 
2.8pc of staff in 2017-18.

Number of staff

Ethnicity 2016-17 2017-18 2018-19

Arab 1 2 3

Asian or Asian British - Bangladeshi 3 3 2

Asian or Asian British - Indian 0 2 2

Asian or Asian British - Pakistani 1 2 2

Black or Black British - African 3 2 4

Black or Black British - Caribbean 2 1 1

Chinese 1 1 1

Mixed White and Black Caribbean 2 3 2

Other Asian Background 1 1 2

Other Black Background 1 1 1

Other Ethnic Background 1 1 1

Other Mixed Background 1 1 2

Other White Background 138 138 113

White - British 493 510 453

White - Irish 9 10 9

White - Scottish 1 1 1

Not Declared/Prefer not to say 44 48 47

Total 702 727 646
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As outlined in the summary at the start of the report, initiatives to increase the number of BAME staff to 
more accurately reflect the wider society are ongoing and have resulted in a higher number and percentage 
of BAME staff. The University openly encourages BAME applicants to apply for roles through a statement 
on the job adverts and will continue to identify and review best practice, including through sponsorship of 
attendance at the BAME Leadership Summit delivered by Advance HE.

Religion or Belief (including Non-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.

Student Data Summary – Religion or Belief

Due to an increase in the number of students disclosing the information, the percentage of students with a 
religion or belief increased as well as the percentage stating they held no religion or belief. Excluding those 
that preferred not to give the information, or where it was not known, the percentages remained very 
similar to 2017-18.

2017-18 2018-19

Religion/belief Number of 
students

% of 
students

Number of 
students

% of 
students

Buddhist 19 0.4% 23 0.4%

Christian 1,765 35.6% 1,823 35.4%

Hindu 13 0.3% 11 0.2%

Jewish 10 0.2% 13 0.3%

Muslim 32 0.6% 34 0.7%

No religion 3,027 61.0% 3,131 60.9%

Sikh 5 0.1% 6 0.1%

Spiritual 91 1.8% 102 2.0%

Total excluding unknown 4,962 100% 5,143 100%

Unknown 860 649

Total students 5,822 5,792

Compared to the sector, the University has a higher percentage of students who are Christian and with no 
religion or belief, as well as a slightly higher percentage of staff who are Spiritual. It has lower percentages 
than the HE sector for all other religion/beliefs.
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As outlined in the summary at the start of the report, initiatives to increase the number of BAME staff to 
more accurately reflect the wider society are ongoing and have resulted in a higher number and percentage.

There is a higher percentage of undergraduate students without a religion or belief compared to 
postgraduate students. There is also a higher percentage of postgraduate students who do not wish to 
disclose the information.

Religion/belief? Undergraduate 
(%)

Postgraduate 
(%)

Religious belief 36 36

Not known 0 5

No religion 59 38

Information refused 4 21

Total 100 100
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Staff Data Summary – Religion or Belief:

55.3pc of staff have disclosed that they have a religion or belief (including non-belief), which is comparable 
to the HE sector where institutions have returned the data, which shows 54.3pc of staff having disclosed 
the information. 

Excluding where the information is not known, 46.8pc of University of Chichester staff are Christian, 
compared to the HE sector average of 39.3pc. 44.5pc state they have no religion/belief, compared to 49pc 
across the sector.
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Sex
‘Sex’ is the most commonly used and accepted term to describe whether someone is male or female.

 Student data – Sex

In 2018-19, 3,602 students were female compared to 2,184 male, meaning 62pc of students were female and 
38pc male. There is variation between Institutes, ranging from the Institute of Education, Health and Social 
Sciences, where 82pc of students are female, to Engineering and Design, where 12pc of students are female. 

Department/Institute Female (%) Male (%)

Business School 42 58

Conservatoire 78 22

Creative & Digital Technologies 35 65

Engineering & Design 12 88

Institute of Arts & Humanities 64 36

Institute of Education, Health & Social Sciences 82 18

Institute of Sport 36 64

As indicated in the summary, there is ongoing marketing and recruitment work to try and attract more 
female students into Engineering and Design courses, as well as Esports.

Staff data – Sex

57.3pc of University staff are female, compared to the sector average of 54.4pc.

The University has a higher percentage of female Academic staff in comparison to the HE Sector (50.4pc 
compared to 45.9pc), with the percentage of female staff within Professional Services broadly similar to the 
sector average.
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Gender pay Gap Reporting

• The University’s mean gender pay gap as at 31 March 2019 is 11.1pc (compared to 12.3pc on 31 March 
2018 – a 1.2pc decrease). The median gender pay gap is 17.3pc, (compared to 18.0pc on 31 March 2018 
– a 0.7pc decrease), both in favour of male staff. 

• Starting at the lowest pay level, the first three pay quartiles contain more females than males and the 
quartile at the highest pay level has more males than females. 

• Women account for around two thirds of staff in the lower three quartiles, Quartiles 1, 2 and 3, and 
two fifths at the highest pay level, Quartile 4. 

External 
Key drivers of the current gender pay gap across the UK include an individual’s age, (women over 40 
years are more likely to work in lower-paid occupations compared with younger women), societal 
discrimination against women, occupational segregation of men into higher-paying and women into lower-
paying occupations, with an undervaluing of roles predominantly carried out by women, (meaning ‘men’s 
work’ is generally given a higher value both socially and economically), dominance of men in the highest 
paid positions and unequal caring responsibilities for men and women which lead to women working in 
part-time jobs with fewer opportunities for progression. These external dynamics impact greatly on the 
University’s gender pay gap experience as evidenced in this report and our two previous reports. 

Internal
At the University, there are more women in the lower three pay quartiles than men, and there are more 
men in the upper pay quartile than women. More women are in lower paid roles ‘traditionally’ seen as 
female such as cleaning services and administration, more of them work part-time than men and more seek 
flexible working opportunities than men for various reasons, predominantly to provide care to others. 

The Gender Pay Gap Report for March 2019 was submitted in time for the April 2020 deadline and can be 
viewed on the gov.uk website.
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Sexual Orientation
The sexual orientation protected characteristic applies to anyone’s sexual orientation towards people of 
the same sex, opposite sex or both.

Student Data Summary – Sexual Orientation:

90.5pc of those students that disclosed their sexual orientation were heterosexual, with 5pc stating 
bisexual, 1.8pc gay man, 1.4pc gay woman and 1.3pc other. 

University of Chichester HE Sector

Sexual Orientation Number of 
students

% of total 
disclosed

Number of 
students

% of total 
disclosed

Bisexual 251 5.0% 50,655 3.4%

Gay man 92 1.8% 23,540 1.6%

Gay woman/ lesbian 68 1.4% 12,450 0.8%

Heterosexual 4,527 90.5% 1,389,175 92.5%

Other 63 1.3% 25,800 1.7%

Total disclosed 5,001  1,501,620

Unknown 791 13.7% of total 502,985 25.1% of total

Total students 5,792 2,004,605

The University has a higher rate of disclosure, with 13.7pc of University of Chichester students not stating 
their sexual orientation, compared to 25.1pc across the sector.

Disclosure of sexual orientation is lower amongst postgraduate students, particularly part-time 
postgraduate students.

Sexual Orientation Undergraduate 
full-time

Undergraduate 
part-time

Postgraduate 
full-time

Postgraduate 
part-time

Total

Bisexual 203 10 25 13 251

Gay 122 5 19 14 160

Heterosexual 3,315 348 464 400 4,527

Information refused 220 35 45 65 365

Not known 73 15 42 296 426

Other 55 4 3 1 63

Total 3,988 417 598 789 5,792

23



Staff Data Summary – Sexual Orientation

55.7pc of staff have disclosed their sexual orientation, compared to 52.1pc of staff that worked in 
institutions that returned this data to HESA.

Sexual Orientation Number of staff % of disclosed 
total

Percentage 
point change 
from 2017-18

Bisexual 3 0.9% -0.5%

Gay man 6 1.8% -0.7%

Gay woman/lesbian 6 1.8% +0.4%

Heterosexual 319 93.8% +0.6%

Other 6 1.8% +0.4%

Total disclosed 340

Not known 306 47.3% of total

The level of not known is high as sexual orientation was not historically on the equal opportunities 
monitoring form on the application form, so was not submitted when starting at the University.  The 
University continues to encourage staff to update their personal details to ensure that they are accurate 
and will further encourage staff during 2019-20.
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Appendix: Equality Act 2010 & the Equality, Diversity and 
Inclusivity (EDI) Plan 2018-21

Responsibilities Under the Equality Act 2010
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

EDI Plan 2018-21
The EDI Plan for 2018-21 has been designed to support the University in meeting its legislative 
responsibilities and fulfilling its strategic objectives as outlined in the University Strategic Plan 2018-2025, 
Open for Change and the People Strategy 2018-2025, Working Together - Supporting Each Other through 
advancement of the following three key themes. Progress in relation to the themes is monitored through 
analysis of anonymised staff and student data alongside reflective consideration of the University’s activities, 
as presented in this report and other documents. 

Theme 1: Embed EDI into all Aspects of University Life
We will all lead by example; we will raise awareness and promote EDI in a way that informs our culture 
and practices to recognise the needs of our diverse University community, promoting a culture of respect 
and removing any form of less favourable treatment or harassment. We will support the needs of our 
community in their learning and working. We will do this by:

 sharing relevant activities, communications, good practice, policies, guidance as well as offering and  
 highlighting elements to aid this work such as professional development opportunities for staff   
 alongside our staff and student support services.

 facilitating staff and students sharing and raising EDI related ideas, good practice and concerns for  
 action.
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Theme 2: Attract, Retain and Develop a Diverse Community of Staff and Students
We will provide opportunities for students and staff with different backgrounds, characteristics, cultures and 
identities to work together and share experiences, perspectives and learning for the greater benefit of all. 
We will work to ensure that everyone can attain, succeed and realise their full potential to the best of their 
abilities. We will do this by: 

 ensuring we engage and inspire students from diverse backgrounds to join us at undergraduate and  
 postgraduate level, making sure our admissions processes are fair and inclusive.
 
 proactively engage and encourage staff applicants for academic, professional services and leadership  
 roles where there is an under-representation at different levels.
 
 understanding the diverse composition and needs of our staff and students by creating an   
 environment which encourages disclosure.

 collecting and analysing data to enable us to monitor and address differences, promoting equality in  
 participation and progression.

Theme 3: Support an Inclusive Campus Approach
We will promote an inclusive culture where individuals are treated with respect and dignity and feel safe to 
be the person they are. We will do this by:

 promoting a culture based on the principles of respect, dignity and inclusion for everyone.
 
 ensuring accessibility and inclusive practices to accommodate the needs of our staff, students and  
 visitors when considering our current campus and future developments.
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