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Professor Jane Longmore 
 

 

 

 

 

As the new Vice-Chancellor of the University of Chichester, I have great pleasure in introducing our Inclusivity 
Annual Report which reviews our activity and data experience for 2016-17 and outlines how we plan to 
continue to promote and advance equality, diversity and inclusivity in the forthcoming year and beyond. As 
well as highlighting our successes, this report outlines some of the challenges we face and the issues we 
need to address.  
 
I have inherited from my predecessor a university with a strong sense of community – evidenced on a daily 
basis by our students and staff and recognised externally through our award-winning retention rates, our 
growing research profile and the excellent quality of our teaching as acknowledged in our recent Teaching 
Excellence Framework Silver Award. 
 
Reflecting on the past academic year, we find that we have achieved a great deal, but that we also have 
much to do, particularly in advancing diversity across the University. We know that our community and all 
aspects of University life including learning itself, are enriched by the perspectives of people from diverse 
backgrounds. We especially recognise the need to give specific attention to the recruitment, retention and 
experience of Black, Asian and Minority Ethnic students and staff and are continuing this focus with increased 
vigour. We also believe that the University should have a positive impact on our local and regional 
communities and are exploring further opportunities for collaborative working with organisations and bodies 
in the locality. 
 
Our commitment to equality, diversity and inclusivity goes beyond our obligations laid out in legislation and 
our priority is to enhance each individual's sense of belonging and participation within our University 
community. You are invited to find out more about our journey during 2016-17 in this report. 
 
 
 
 
 
Professor Jane Longmore 
Vice-Chancellor  
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1. Introduction 

1.1  Reflection: The University of Chichester is an increasingly diverse, vibrant and forward thinking 

community, where the sharing of talents and experiences is valued, enriching University life for all. Work is 

ongoing to enhance the University’s inclusive culture which seeks to allow every student and every member 

of staff the opportunity to achieve their full potential within an enabling environment.  

This report is a reflective document which focuses on the work the University has carried out during the 

academic year 2016-17 to meet its legislative obligations and to advance its equality, diversity and 

inclusivity 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 Equality Challenge 

Unit’s most recent ‘Equality in Higher Education’ statistical reports for staff and students, published in 

November 2017. 

1.2 Headlines: The following key points have been identified across the staff and student populations at 

the University for 2016-17:  

 Disability: Declaration rates for students and staff with disabilities are above the sector average 
rates. The University supports the social model of disability and encourages declaration (should 
individuals wish to). It is currently recognised as a Disability Confident Employer under the 
Government’s scheme and is working towards Disability Confident Leader status. 

 Progression and Attainment of Black, Asian and Minority Ethnic (BAME) Students: 
Progression from level 4 to 5 is now at 83.2pc for BAME students and 87pc for white students, with 
level 5 to 6 progression at 95.6pc for BAME students compared with 90.9pc for white students. The 
attainment gap has also reduced with the number of BAME students gaining a 2:1 or above at the 
University increasing by 12.3pc since 2014-15. 

 Recruitment of BAME Students: Data for 2016-17 shows that in the past five years, the total 
number of BAME students has increased by 100, from 387 to 487. 

 Recruitment of BAME Staff: With the aim of attracting further BAME applicants additional 
advertising media have been utilised including The Voice, Ethnic Jobsite, Asian Jobsite and a 
diversity website. Recruitment experience shows that for 2016-17, 11pc of applicants identified as 
Black, Asian or Minority Ethnic with 7.2pc being appointed.  

 Teaching Excellence Framework (TEF): The University was awarded Silver in the TEF in 2017. 
The Statement of Findings issued by the TEF Panel highlighted that ‘Satisfaction with academic 
support among BME and disadvantaged student groups is above the provider’s benchmark’.1 

 

1.3 Membership of the Equality Challenge Unit: In 2017, to support its inclusivity agenda, the University 

subscribed to the Equality Challenge Unit (ECU) which works to advance equality and diversity across the 

Higher Education sector. The University will utilise ECU support, data and resources relating to equality 

and diversity in HE, for training and guidance, benchmarking and best practice purposes. The ECU 

becomes part of Advance HE in 2018 with its merger with the Higher Education Academy and the 

Leadership Foundation, bodies which the University already subscribes to and works with.  

                                                           
1www.hefce.ac.uk/media/HEFCE,2014/Content/Learning,and,teaching/TEF/TEFYearTwo/statements/TEFYearTwoStatement_10007137.pdf 
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2. Data Summary for 2016-17 

The following data summary has been compiled from data submitted to the HESA for 2016-17 and the 

iTrent Human Resources database with national data taken from the Equality Challenge Unit’s ‘Equality in 

Higher Education’ statistical reports for staff and students. 

 2.1 Staff – University of Chichester – 702 staff & HE Sector – 410,130 staff 
 

                   Sector 

Age Largest 
proportion  
aged 45-54 

 

Largest 
proportion 
aged 31-35

 

The age profile of staff at the University shows that there are 
proportionately more staff aged 45-54 than any other age group, 
30.6pc of staff. Within the sector, the largest proportion of staff, 14.6pc, 
are within the 31-35 age group. 

Disability 5.3% of staff 
declared a 
disability 

 

4.6% of staff 
declared a 
disability 

 
 

5.3pc of staff have declared a disability compared with 4.6pc across 
the sector.    
 
 

  Gender  
  Reassignment 
 

0.1% gender 
identity is not 
that 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 2.4% of staff 
identify as 

BAME 

 

8.9% of staff 
identify as 

BAME 

 

2.4pc of Chichester’s 702 staff indicated their ethnic origin within 
HESA’s defined BAME categories. Across the sector, the proportion of 
BAME staff at all UK universities is at 8.9pc with figures varying from 
2.1pc for Northern Ireland and 10.1pc for England. 

Religion or 
Belief 

23.9% hold a 
religion or 

belief, 21% hold 
none  

 

24.6% hold a 
religion or 

belief, 21.5% 
hold none  

 

168 have detailed that they hold a religion or belief (23.9pc), 147 staff 
have declared that they have no religion or belief (21pc). This compares 
with 24.6pc holding a religion or belief and 21.5pc having no religion or 
belief across the sector.  
 

Sex 56.5% female 
and 43.5% male

 

54.1% female 
and 45.9% male

 

At Chichester, 56.5pc of staff are female and 43.5pc are male 
compared with 54.1pc and 45.9pc respectively across the sector. 

Sexual 
Orientation 2.9% LGB+

 

2.4%LGB+ 

 

43.6pc of staff have indicated their sexual orientation with 0.9pc of staff 
identifying as bisexual, 1.3pc as gay man, 0.7pc gay woman/lesbian 
and 40.7pc as heterosexual. Across the sector, 0.6pc identify as 
bisexual, 1.0pc gay man, 0.6pc gay woman/lesbian, 42pc heterosexual 
and 0.2pc as another sexual orientation. 

Category 

in 2017/18 
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2.2 Students – University of Chichester – 5,794 students & HE Sector – 2,280,830 students 

 
Age 63.6% 

 

57.5% 

 

Proportion of Young Students: 63.6pc of undergraduates classed as 
young students, (those who began their course aged 21 and under), 
compared with 57.5pc across the sector. 

Disability 15.3% 

 

11.3% 

 
 

The number of students declaring a disability at Chichester increased to 
15.3pc which remains above that declared across the sector at 11.3pc.  

  Gender  
  Reassignment 
 

 

2.3% 
 

 

35 students (0.6%) indicated that their gender identity was different to 
the gender identity they were originally assigned at birth. Across the 
sector, 51,415 students (2.3%) indicated that their gender was different 
to the gender they were assigned at birth. 

Race 8.4%  

 

21.8% 

 

8.4pc of Chichester students identify as being from a BAME background 
in contrast with Northern Ireland at 3.2pc, England at 25pc and 21.8pc 
for the sector average. 
 
With consideration to the small number of BAME students at Chichester, 
for progression rates from level 4 to 5 there is a 3.8pc gap between 
BAME and white students. From level 5 to 6, BAME students are more 
likely to progress as expected than white students (95.6pc compared 
with 90.9pc). The attainment gap between BAME and white students (for 
those gaining a 2:1 or above) has reduced from 24.9pc in 2015-16 to 
16.5pc in 2016-17, with the national sector gap at 15.0pc. At Chichester, 
the percentage of BAME students achieving a 2:1 or above is at 55.4pc 
compared with 71.9pc for white students (16.5pc differential). Within the 
sector it is at 63.4pc and 78.4pc respectively (15pc differential). 
 

Religion or 
Belief 

36.5% hold a 
religion or 
belief and 
49.6% hold 

none 

 

25.7% hold a 
religion or 
belief and 
24.1% hold 

none 

 

36.5pc of students hold a religion or belief and 49.6pc hold no religion or 
belief at Chichester whereas 25.7pc of students across the sector hold a 
religion or belief and 24.1pc hold no religion or belief. 

Sex 63.0% female

 

56.5% female 

 

Female students as a percentage to male is greater than the sector 
average with 63.0pc compared with 56.5pc (a 6.5pc differential).  
 
Whilst the progression rate for females is 5.9pc greater than for males at 
levels 4 to 5, and 1.6pc greater at levels 5 to 6, there is a more 
significant attainment gap of 15.2pc between the percentage of males 
gaining a 2:1 or above (60.9pc) and the percentage of females achieving 
this (76.1pc). For the sector, attainment of a 2:1 or above was 75.1pc for 
females and 70.7pc for males, a 4.4pc differential. 
 

Sexual 
Orientation 2.9% LGB+

 

2.4%LGB+

 

2.5pc of students identified as bisexual, 2.2pc indicated gay man or gay 
woman/lesbian, 77.4pc detailed heterosexual and 1.2pc identified as 
another sexual orientation. 7.9pc preferred not to say and 8.7pc were 
unknown. Across the sector 1.5pc of students indicated bisexual, 1.5pc 
gay man/gay woman or lesbian, 59pc heterosexual and 1.2pc as 
another sexual orientation with 7.6pc preferring not to say and 29.3pc 
unknown.  
 

 

0.6%
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3.    Inclusivity Plan 2015-18  

The University has established an Inclusivity Plan for the period 2015-18. The Plan identifies the general 

inclusivity aims of the University and broad objectives in respect of each of the nine protected 

characteristics defined within the Equality Act 2010. Specific actions and objectives may be added to the 

Plan as required (see Item 1.4). 

3.1 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.  

3.2 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. 

 

3.3 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 
 
Under the Equality Act 2010, the University is required 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.  

 

 Foster good relations between people who share a protected characteristic and those who do not 
through promoting understanding and tackling prejudice. 
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3.4 Specific Actions Added to the Plan in relation to Race 
 
The Plan is a fluid document, and will be reviewed to ensure that each aim or objective is still current and fit 

for purpose. Key objectives are indicated throughout this document. 

Following consideration by the Inclusivity Committee, the following areas were identified for primary 

attention in 2016-17 and added to the Plan under the section for ‘Race’: 

1. Black, Asian and Minority Ethnic (BAME) Students – the University will give specific focus to the 
recruitment, retention and experience, progression and attainment of BAME students.  
 

2. BAME Staff – the University will support specific action on attracting, appointing and retaining 
BAME staff.  
 

3. Supporting Staff and Students to Advance the Race Equality Agenda – the University will 
ensure the provision of formal training and development sessions alongside awareness raising 
activities to engage all staff and students in advancing the race equality agenda.  
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4. Inclusivity Experience for 2016-17 
 
A definition and the Inclusivity Plan objectives for each of the nine protected characteristics are listed below 
(in alphabetical order). A commentary provides an indication of key inclusivity linked activities that took place 
at the University and any awards or initiatives specific to each characteristic, alongside analysis of the Higher 
Education Statistics Agency’s (HESA) data for the University’s students and iTrent data for staff for the 
academic year 2016-17. The relevant data tables for students and staff are included in each section. 
 
4.1 Age  
 
The Age protected characteristic applies to any individual or group of a particular age or age range.  
 
Inclusivity Plan Objectives: 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 (DBS), (as appropriate), for work that involves younger people and vulnerable adults. 

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

 There is diversity of age evident in the 2016-17 data for staff and students (see below).  

 All students have access to University activities and services regardless of age. 

 The Human Resources Department can provide guidance and support in relation to succession and 
late career planning.  

 The Human Resources Department work with managers to ensure that DBS certification is in place 
for individuals working with younger people and vulnerable adults, where appropriate.  

 The University is registered as an organisation with Dementia Friends and has a rich history of 
excellent research projects relating to dementia across many fields including cognitive psychology, 

social care, arts and wellbeing.  
 

        
 
4.1.1 Student Data Summary - Age: 
 
Of the 5,794 students at Chichester in 2016-17, 3,683 were under age 21 (63.6pc) and the fewest number  
of students 249 (4.3pc) were age 50+. Mature Undergraduates began their course aged 21 or over, Mature  
Postgraduates commenced aged 25 or over – 1,792 students were classed as Mature.  
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Figure 1: Student Age Summary  
 

 
Source: HESA (2016/17 data) 

 
Figure 2: Mature and Young Student Split  
 

 
Source: HESA (2016/17 data) 

 

 
4.1.2 Staff Data Summary - Age: 
 

 There were 702 core staff employed as at 31 August 2017.  

 The age profile of staff at the University shows that there are proportionately more staff aged  
45-54 than any other age group and the least proportion of staff are within the age 65 and over  
category. 

 The youngest Academic employee is 27 and the oldest is 72. The youngest Professional Services  
employee is 20 and the oldest is 82. 
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Figure 3: Number of Employees by Age Band and Staff Category  
 

 
Source: iTrent (2016/17 data) 

 
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. 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. 
 
Inclusivity Plan Objectives: 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. (*This 
scheme has now been replaced by the Government’s Disability Confident scheme).  

 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. 
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Commentary 
 
The University recognises that people with disabilities contribute greatly to its success and have 
significant skills, qualifications and experience and welcomes applications from students and staff with 
disabilities. Disclosure is encouraged in order that the University can better support its staff and students 
with disabilities. For 2016-17, 886 (15.3pc) of students and 37 (5.3pc) of staff at the University have 
declared a disability. 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 Students’ Union to create an 
environment where the social model of disability is upheld.  
 
The following activities took place in 2016-17 to support the University’s disability equality work: 
 

 

Disability Confident Employer Award: The University was 
migrated across to the new Disability Confident scheme at 
Level 2 as a Disability Confident Employer by Jobcentre Plus 
in 2016 in recognition of its commitment to being positive 
about disabled people through the Disability Symbol (‘Two 
Ticks’) scheme for the previous eight years.  
 
Under the new Disability Confident scheme, the University 
maintains its commitment to employ, retain and develop the 
abilities of disabled staff. The award is for one year initially 
and the University is required to carry out a self-assessment 
by 31 October 2017 online via the www.gov.uk site to 
demonstrate that it has fulfilled the requisite elements of this 
level of the scheme. The University will be granted the award 
for a further two years to 31 October 2019 and in future years 
aims to achieve the highest award of Level 3 Disability 
Confident Leader.   
 

 

MINDFUL EMPLOYER:  The University has continued to be 
a part of the MINDFUL EMPLOYER initiative and works to 
support staff with mental health issues. In 2017 it renewed its 
status as a signatory to the ‘Charter for Employers who are 
Positive About Mental Health’. 
 

 

10 October 2017 – World Mental Health Day: Mental health 
is a key area of focus for the University and the University of 
Chichester Students' Union (UCSU) who are working together 
to reduce stigma through reinforcing our commitment to the 
Time to Change Pledge and also the MINDFUL EMPLOYER 
‘Charter for Employers who are Positive About Mental Health’. 
The ‘Small Things’ campaign from mental health charity Time 
to Change was shared with staff and students, to emphasise 
the small things that we can do to support each other. 
 

 4 December 2016 - Time to Change Pledge Anniversary: 
The University and Students’ Union recognised the 
anniversary of their joint Time to Change Pledge commitment, 
originally signed on 4 December 2014. The Pledge signifies 
the intent to tackle mental health discrimination and to promote 
positive mental health initiatives across the University. 

http://www.gov.uk/
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5 February 2017 - Time to Talk Day: As part of our 
commitment to the Time to Change Pledge, the University and 
the Students’ Union 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 
five minutes to let someone know they cared. 
 

 

January to March 2017 - Mental Health and Good 
Wellbeing Campaign and Event  
 
From January to March 2017, the University ran a joint 
campaign centred around mental health and wellbeing with the 
Students’ Union and local Funtington Primary School. Using 
the story of 'Marco Cavallo', a nine foot high blue horse 
sculpture that has become a symbol for mental health in Italy, 
students worked with school pupils to create four blue horses 
from recycled and sustainable materials which took up 
residence in the SIZs on campus.  
 
The campaign used #outofthebluechiuni to connect with 
students and staff via social media. It culminated on 20 and 21 
March 2017 with events held at both the Bognor Regis and the 
Bishop Otter campuses including the Caravan Theatre 
Company performing student mental health related plays 
alongside sessions and stalls from Mind, the Samaritans, Arun 
District Health, our Student Support and Wellbeing team, yoga 
tasters and relaxing art workshops.    
 

Working with Coastal West Sussex Mind: A relationship 
with Coastal West Sussex Mind was established in 2017 which 
will enhance the University’s mental health agenda, its 
Disability Confident scheme mental health work and its drive 
to collaborate with organisations in the locality. 

 

 The Professional Development Programme for staff in 2016-17 benefitted from the inclusion of a new 

session delivered by Theatre Department PhD student Kay Channon on ‘Effective Incorporation of 

Students with Physical Disabilities’.  
 

4.2.1 Student Data Summary - Disability: 
 

Table 1: Type of Disability Declared by Students - 128 students (2.2pc of all students) detailed mental 
health, an increase of 43 students from the previous academic year.  
 
 

Disability Type No. of Students 2014-15 No. of Students 2015-16 No. of Students 2016-17 

Learning difficulty 444 451 468 

Unseen disability 73 58 60 

Mental health 68 85 128 

Other disability 52 63 78 

Multiple disabilities 53 53 61 

Mobility 31 27 27 

Autism / Asperger’s 38 38 48 

Hearing impaired 10 13 10 

Visually impaired 13 8 6 

  
782 

(13.8pc of 5,653 students) 
796 

(14.0pc of 5,697 students) 
886 

(15.3pc of 5,794 students) 
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Source: HESA (2014/15, 2015/16 and 2016-17data) 

 
Table 2: Student Career Path and Disability Status 
 

Main Activity 

2014/15 2015/16 

With 
Recorded 
Disability 

No Recorded 
Disability 

With 
Recorded 
Disability 

No Recorded 
Disability 

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

Full-time work 100 51.0% 704 55.6% 95 48.2% 698 55.8% 
Part-time work 31 15.8% 191 15.1% 42 21.3% 192 15.4% 
Primarily in work + studying 6 3.1% 61 4.8% 5 2.5% 56 4.5% 
Primarily studying + working 8 4.1% 62 4.9% 9 4.6% 56 4.5% 
Full-time study 17 8.7% 142 11.2% 28 14.2% 138 11.0% 
Part-time study 5 2.6% 9 0.7% 2 1.0% 18 1.4% 
Unemployed 19 9.7% 34 2.7% 8 4.1% 33 2.6% 
Due to start work 5 2.6% 9 0.7% 1 0.5% 14 1.1% 
Other 5 2.6% 54 4.3% 7 3.6% 45 3.6% 
Sub-Total 196 100% 1,266 100% 197 100% 1,250 100.0

% Ineligibility or explicit refusal 6 
 

61 
 

8 
 

59 
 

No Response 48 
 

334 
 

57 
 

346 
 

TOTAL 250 
 

1,661 
 

262 
 

1,655 
 

Source: Destination of Leavers in Higher Education (DLHE) (2014/15 and 2015/16 reports) 
 

4.2.2 Staff Data Summary - Disability: 
 
Declared Disability (established staff): 
 
Of the total of 702 established staff, 37 individuals (nine academic and 28 professional services staff) 
declared a disability, accounting for 5.3pc of all staff. 35 indicated ‘Prefer not to say’, and the majority of 632 
staff have ‘No known disability’ detailed.  
 
4.3 Gender Reassignment 

 

Gender reassignment is the process of transitioning from one gender to another.  
 
Inclusivity Plan Objectives: 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. 
 

Commentary 
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 Chichester’s students. 35 students have a gender identity that is different 
to the gender they were originally assigned at birth. The University will ask this question of staff from 2017-18. 
 
Table 3: Gender Identity of Students 

Gender Identity the Same as the Gender Originally Assigned at Birth 
 
 
 

Number of Students 

No 35 

Yes 4,851 

Prefer not to say 300 

Not known 608 

Total 5,794 

Source: HESA (2016-17 data) 
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The following activities took place in 2016-17 to support the University’s gender identity equality 
work: 
 
31 January 2017 – Trans Remembrance Day  
The University held a day of remembrance in the 
Chapel at Bishop Otter Campus. Many staff and 
students attended during the day to light candles in 
reflection, to remember the trans community. The 
event was hosted by Rev’d John Dane, then Chaplain.   
 

 
 

February 2017 - 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. The University’s non trans specific 
activities for LGBT History Month are detailed in the 
Sexual Orientation section below. 
 

 

23 March 2017 – Sophie Cook Talks  
Official football club photographer Sophie Cook 
became the first trans person in the top flight of 
English football when she announced to the AFC 
Bournemouth squad that she was transgender.  
 
Sophie shared her incredible life experiences at a 
meeting of the University’s Inclusivity Committee, then 
gave a presentation to an audience of staff and 
students, raising awareness of the trans community 
and exploring how we can all find the strength to be 
authentic and reach our full potential. 
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31 March 2017 - International Transgender Day of 
Visibility: The University highlighted this annual 
event dedicated to celebrating transgender people 
and raising awareness of discrimination faced by 
transgender people worldwide by promoting 
Stonewall’s Trans Inclusivity poster campaign on 
campus information screens. As a Stonewall 
Diversity Champion, the University is working with 
Stonewall to achieve acceptance without exception 
for all trans people. 

  
 

4.4 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).  
 
Objective: The University will continue to 
 

 Ensure that no staff or students are discriminated against on the basis of marriage and civil  
partnership. 

 

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.  
 

Objective: 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. 
 
Commentary: 
 
The following areas were identified for specific attention in 2016-17 by the Inclusivity Committee (as 
indicated earlier in this report): 
 

1. Black, Asian and Minority Ethnic (BAME) Students – the University will give specific consideration to 
the recruitment, retention and experience, progression and attainment of BAME students.  
 

2. BAME Staff – the University will support action on attracting, appointing and retaining BAME staff.  
 

 

3. Supporting Staff and Students to Advance the Race Equality Agenda – the University will ensure the 
provision of formal training and development sessions alongside awareness raising activities to 
engage all staff and students in advancing the race equality agenda.  
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In addition, 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. 

 
The following activities took place in 2016-17 to support the University’s race equality agenda: 
 

October 2016 - Black History Month: Black History 
Month was highlighted in October 2016 as a time to 
reflect on black history, heritage, culture and 
achievements.  
 
Black History, (and Black British History in particular), 
is often marginalised and the University recognises 
the importance of redressing this and continues its 
work with the History Matters group of black 
historians and teachers led by Professor Hakim Adi, 
Professor of the History of Africa and the African 
Diaspora at the University. The group is concerned 
with the under-representation of history students, 
teachers and lecturers of African and Caribbean 
heritage at UK schools and universities.  

 
 
 

 
 
 
 

October 2016 - History Matters Young Filmmaker 
Awards - Launched by the University and History 
Matters and supported by the Black Cultural 
Archives, Historical Association, East Sussex 
Record Office, Every Voice, and Into Film, this film 
making competition urged school students from 
across the country to help highlight the hidden 
history of African and Caribbean people in Britain. 
The judging panel were delighted with the high 
quality of the entries, which were scheduled to be 
showcased at an event in October 2017. 
 

 
 

February 2017 – Call for Papers for the New 
Perspectives on Black British History Conference 
(October 2017) – a fantastic response was received 

to this call for papers for the planned conference in 
October 2017, with proposals covering many fields of 
Black British History.  
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21 March 2017 - International Day for the 
Elimination of Racial Discrimination -The 
University highlighted the United Nations Human 
Rights Office’s campaign ‘Stand up for Someone's 
Rights Today’ to highlight its race equality work. 
 
 

 
 In 2017, the Professional Development Programme for staff was enhanced with the introduction of 

Race Equality Training delivered by Iris Lightfoote and Kamljit Obhi, from The Race Equality Centre 
and Encompass Training. This programme is in addition to existing sessions on Unconscious Bias, 
Cultural Awareness with Faith and Belief and other elements. 

 
4.6.1 Student Data Summary - Race: 
 
Table 4: Ethnicity of Students by Degree Level 
 

487 (8.4pc) of Chichester students identify as being from a BAME background, 89.2pc were White, with 2.4pc 

Unknown. Some disciplines attract higher levels of BAME student participation such as the Business School 

at 105 students (21.4pc), compared with four BAME students in Adventure Education, 3.7pc of the total 

number. Whilst the participation rate of BAME students at Chichester is small, it has increased and specific 

work is being undertaken to increase recruitment levels.    

 Undergraduate Postgraduate 
TOTAL  Full-time Part-time Full-time Part-time 

Asian students 115 12 15 11 153 

% Asian students 2.7% 3.0% 3.2% 1.6% 2.6% 

Black students 113 7 12 15 147 

% Black students 2.7% 1.8% 2.6% 2.2% 2.5% 

Mixed Race students 132 9 9 6 156 

% Mixed Race students 3.1% 2.3% 1.9% 0.9% 2.7% 

Other Minority Ethnic students 20 4 2 5 31 

% Other Minority Ethnic students 0.5% 1.0% 0.4% 0.7% 0.5% 

White students 3,833 331 411 595 5,170 

% White students 90.2% 82.8% 89.0% 87.1% 89.2% 

Unknown students 36 37 13 51 137 

% Unknown students 0.8% 9.3% 2.8% 7.5% 2.4% 

Total students 4,249 400 462 683 5,794 

 Source: HESA (2016/17 data) 
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Table 5: Ethnicity of BAME Students From 2012-13 to 2016-17, the total number of BAME students has 
increased by 100 (from 387 to 487), with the largest increases being students who identify as Black or 
Black British – African; Black or Black British – Caribbean; Black or Black British – Other; Mixed - White & 

Black Caribbean and Other Asian background. 
 

Ethnicity  
No. of 

students 
2012-13 

No. of 
students 
2013-14 

No. of 
students 
2014-15 

No. of 
students 
2015-6 

No. of 
students 
2016-17 

Difference 
2012-13 to 

2016-17 

Arab 2 5 5 4 4 +2 

Asian or Asian British - Bangladeshi 17 14 20 18 18 +1 

Asian or Asian British - Indian 30 38 43 33 31 +1 

Asian or Asian British - Pakistani 6 3 4 5 9 +3 

Black or Black British - African 66 66 84 85 87 +21 

Black or Black British - Caribbean 19 27 28 37 42 +23 

Black or Black British - Other 4 3 9 10 18 +14 

Chinese 52 52 43 48 55 +3 

Gypsy or Traveller 1 0 0 0 0 -1 

Mixed - White & Asian 42 38 36 33 36 -6 

Mixed - White & Black African 9 13 18 20 15 +6 

Mixed - White & Black Caribbean 47 49 59 55 59 +12 

Other Asian background 27 35 27 39 40 +13 

Other Ethnic background 24 25 27 33 27 +3 

Other Mixed background 41 35 28 41 46 +5 

Total 387 403 431 461 487 100 

Source: HESA (2012/13, 2013/14, 2014/15, 2015/16 and 2016/17 data) 
 

Table 6: Student Career Path by Ethnicity 
         

Main Activity 

2014/15 2015/16 

White BAME White BAME 

No. % No. %     

Full-time work 757 55.7% 41 48.2% 740 55.4% 42 0.55% 

Part-time work 207 15.2% 13 15.3% 217 16.2% 15 0.2% 

Primarily in work + study  59 4.3% 7 8.2% 54 4.0% 4 0.0% 

Primarily studying + work 64 4.7% 4 4.7% 57 4.3% 4 0.0% 

Full-time study 147 10.8% 11 12.9% 152 11.4% 10 0.1% 

Part-time study 11 0.8% 2 2.4% 19 1.4% 0 0.0% 

Unemployed 47 3.5% 5 5.9% 34 2.5% 5 0.1% 

Due to start work 13 1.0% 0 0.0% 14 1.0% 1 0.0% 

Other 54 4.0% 2 2.4% 49 3.7% 1 0.0% 

Sub-Total 1,359 100% 85 100% 1,336 100% 82 1.0% 

Ineligibility or explicit refusal 56  8  57   8  

No response 326  43  322   54  

TOTAL 1,741  136  1,715   144  

Source: DLHE (2014/15 and 2015/16 reports) 
 

4.6.2 Staff Data Summary - Race: 
 
A total of 2.4pc of staff indicated their ethnic origin as either Arab, Asian or Asian British – Bangladeshi, 

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

Chinese, Mixed White and Black Caribbean, Other Asian Background, Other Black Background, Other 

Ethnic Background and Other Mixed Background. 70.3pc of the University’s core employees are White - 

British; 0.1pc White - Scottish; 1.3pc White - Irish; and 19.6pc ‘Other White Background’.  
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The University is 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 with targeted activity. For example, new media 

routes have been added for staff recruitment to specifically target potential applicants identifying as BAME. 

The data experience for 2016-17 shows that 11pc of University job applicants identified as BAME, with 

7.2pc being appointed.  

Table 7: Ethnic Origin of Staff 
 

Ethnic Origin  
No. of Staff 

2014-15 
No. of Staff 

2015-16 
No. of Staff 

2016-17 
Percentage 
2016-17 (%) 

Arab 0 0 1 0.1 

Asian or Asian British - Bangladeshi 2 3 3 0.4 

Asian or Asian British - Pakistani 1 1 1 0.1 

Black or Black British - African 3 3 3 0.4 

Black or Black British - Caribbean 2 2 2 0.3 

Chinese 0 1 1 0.1 

Mixed White and Black Caribbean 0 0 2 0.3 

Other Asian Background 1 1 1 0.1 

Other Black Background 1 1 1 0.1 

Other Ethnic Background 2 2 1 0.1 

Other Mixed Background 0 0 1 0.1 

Other White Background 152 144 138 19.6 

White - British 454 482 493 
 

70.2 

White - Irish 7 7 9 1.3 

White - Scottish 1 1 1 0.1 

Not Declared 0 8 3 0.4 

Prefer not to say 5 42 41 5.8 

 Total 631 698 702 100% 

 Source: iTrent (2016/17 data) 
 

4.7 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. 
 
Inclusivity Plan Objectives: 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. 

 
Commentary 
 
A workshop on ‘Religion and Belief Awareness’, delivered by Diversiton, has been included in the 
Professional Development Programme for staff for 2017-18 to develop awareness and enhance 
understanding of religious and cultural diversity. 
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November 2016 - On Being a British Muslim - a 
talk and discussion hosted by Shaykh Ibrahim Mogra, 
(Assistant Secretary General of the Muslim Council 
of Britain, Imam and scholar from Leicester) and 
Rev’d Canon Dr Andrew Wingate, (expert on 
interfaith relations and University Visiting Fellow) 
exploring Islam in Britain and reflecting on the 
Prevent agenda.  

 
 

4.7.1 Student Data Summary – Religion or Belief: 
 
Table 8: Religion or Belief of Students by Category 2,873 (49.6pc) of students identified as having no 
religion or belief and 2,116 (35.9pc) hold a religion or belief.  
 
 Undergraduate Postgraduate 

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

No religion 2,368 126 234 145 2,873 

Religious belief 1,650 132 150 184 2,116 

Information refused 148 47 30 72 297 

Not known 83 95 48 282 508 

Total 4,249 400 462 683 5,794 

% Holding Religion or Belief 38.8% 33.0% 32.5% 26.9% 36.5% 

Source: HESA (2016/17 data)      

 
 
Table 9: Religion or Belief Declared by Students Of the 2,116 students indicating a religion or belief, the 
following was recorded:  
  

Religion or Belief Number of students 

Christian 1886 

Spiritual 78 

Other 64 

Muslim 36 

Buddhist 18 

Hindu 15 

Jewish 11 

Sikh 8 
 2,116 

Source: HESA (2016/17 data) 
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4.7.2 Staff Data Summary – Religion or Belief: 
 
Table 10: Religion or Belief or Non-Belief of Staff 
Of the 702 staff, 168 have detailed that they have a religion or belief (23.9pc). This information is not known 
for 371 staff, 147 staff have declared that they have no religion or belief and 16 would prefer not to say.  
 

Religion or Belief or Non Belief Number of Staff 

Any other religion or belief 12 

Buddhist 3 

Christian 142 

Jewish 3 

Muslim 4 

Spiritual 4 

No religion 147 

Not known 371 

Prefer not to say 16 

Source: iTrent (2016/17 data) 

 
4.8 Sex 
 
The sex protected characteristic applies to staff and students, irrespective of their gender. 
 
Inclusivity Plan Objectives: The University will continue to: 
 

 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 with any recommendations agreed implemented.  
 

 Students: ensure that no individuals are discriminated against on the basis of their gender. 
 
Commentary 
For staff, 398 were female and 306 male; 56.5pc female as a percentage to male. 
 
3,648 students were female and 2,146 male; therefore 63pc female as a percentage to male (37pc). 
 
Progression rates are broadly similar for both males and females; from level 4 to 5, 88.8pc of females and 
82.9pc of males progress as expected. From level 5 to 6, progression rates are at 91.9pc for females and 
90.3pc for males. Student attainment levels need further consideration as 60.69pc of males gain a 2:1 or above, 
compared with 76.1pc of females. 
 

 

Gender Pay Gap Reporting - From 6 April 2017, public sector 
employers in Great Britain with more than 250 staff are required by 
the Equality Act 2010 (Specific Duties and Public Authorities) 
Regulations 2017 to register with the Gender Pay Gap Reporting 
Service and publish the following four types of figures on their own 
website and on the Government’s bespoke reporting website by 30 
March 2018 and in each subsequent year:  

 Gender pay gap (mean and median averages) 

 Gender bonus gap (mean and median averages) 

 Proportion of men and women receiving bonuses 

 Proportion of men and women in each quartile of the 
organisation’s pay structure  

The report for submission is being prepared. 
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8 March 2017 - International Women's Day: A global 
day celebrating the economic, political and social 
achievements of women past, present and future, more 
information can be found at 
www.internationalwomensday.com/ 
 
Photo shows Professor Catherine Harper, Deputy Vice-
Chancellor, speaking at the UCSU Female Empowerment 
Society ‘Women of the Year Awards’ held in the Chapel 
on 10 March 2017, celebrating the achievement and 
contribution of women at the University. 
 
 

  
 

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. 
 
Inclusivity Plan Objectives: 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. 
 
Commentary 
 
23 September 2016 – Bi Visibility Day: Campaign 
utilising the colours of the pink, purple and blue 
bisexual flag to raise awareness such as with the trio 
of heather plants displayed with the flag at the Support 
and Information Zone on each campus.  
 
Materials from ‘Getting Bi in a Gay/Straight World’ - 
BiPhoria (2014) were also used to highlight the 
message that ‘Bisexuality isn’t complicated, or hard to 
understand, but people’s attitudes to bisexuality can 
be tangled. In a world where the local supermarket 
has thirty varieties of coffee, too often it’s like you still 
only have two choices about your sexuality’.  
 

 

 
 
 

http://www.internationalwomensday.com/


24 
 

February 2017 - 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.  
 
The University linked with the Chichester Cinema 
(New Park) to showcase its programme for the month; 
the library at Bognor Regis Campus showcased its 
LGBT inclusive teacher education resources; the 
Business School held an LGBT marketing forum and 
sports teams and societies took a stand against 
biphobia, homophobia (and transphobia) by 
reinvigorating the University and Students’ Union’s 
joint commitment to the Government’s Sports Charter.  
 

 
 

 

17 May 2017 - International Day Against 
Homophobia, Biphobia and Transphobia 
(IDAHOBiT):  The University highlighted IDAHOBiT 
day - celebrated in more than 130 countries, in all 
world regions calling for respect for lesbian, gay, 
bisexual and transgender (LGB&T) people 
worldwide. 
 

 

July 2017 - Chi Pride - The University supported a 
youth group organising this event as part of their 
National Citizen Service community project by 
arranging for Sophie Cook to attend as key note 
speaker, promoting the event, organising materials 
and loaning decorations. Through the event, the 
University has established a link with allsorts Youth 
Project which it will grow further. 
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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. The pledge is reinvigorated each year 
by student sporting teams, societies and staff at an 
event in February.  
 

 

Stonewall’s Diversity Champions Programme: 
The University continues to be a member of 
Stonewall’s Diversity Champions programme, which 
works with lesbian, gay, bi and trans communities to 
campaign for 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 2016/17’: The 
University features in Stonewall’s ‘Starting Out 
Guide’, which provides details of Britain’s best LGBT 
friendly employers.  

 
 

4.9.1 Student Data Summary – Sexual Orientation: 
 
Table 11: Student Sexual Orientation by Level of Study - This table provides a breakdown and 
summarises all responses received from students.  
 Undergraduate Postgraduate 

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

Bisexual 131 5 7 2 145 

% Bisexual 3.1% 1.3% 1.5% 0.3% 2.5% 

Gay 98 9 10 12 129 

% Gay 2.3% 2.3% 2.2% 1.8% 2.2% 

Heterosexual 3,577 234 369 304 4,484 

% Heterosexual 84.2% 58.5% 79.9% 44.5% 77.4% 

Other 69 2     71 

% Other 1.6% 0.5% 0.0% 0.0% 1.2% 

Information refused 288 57 30 84 459 

% Information refused 6.8% 14.3% 6.5% 12.3% 7.9% 

Not known 86 93 46 281 506 

% Not known 2.0% 23.3% 10.0% 41.1% 8.7% 

Total students 4,249 400 462 683 5,794 

Source: HESA (2016/17 data) 

 
4.9.2 Staff Data Summary – Sexual Orientation: 
 

Table 12: Sexual Orientation of Staff: 306 of the 702 established staff in 2016/17 have indicated their 
sexual orientation as follows. Previous years’ data is included for reference purposes.  
 

Sexual Orientation  No. of Staff 2014/15 No. of Staff 2015/16 No. of Staff 2016/17 Percentage (%) 

Bisexual  5 7 6 0.9 

Gay Man 7 7 9 1.3 

Gay Woman /Lesbian 3 4 5 0.7 

Heterosexual 207 245 286 40.7 

Other 3 0 0 0.0 

Not Declared 390  379 54.0 

Prefer Not to Say 16  17 2.4 

Source: iTrent (2014/15, 2015/16 and 2016/17 data) 
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  4.10 Summary of Student Data for 2016-17 
 

  Table 13: Student Population for 2016-17 Source: HESA (2016/17 data)   
Subject Area 
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Adventure Education 109 28 40 69 2   2     105 98 11 109 58 45 6   1 3 94 3 8   

Business School 490 51 266 224 70 23 6 6 17 369 301 189 490 185 147 25 134 5 8 304 2 40 132 

Childhood, Social Work & Social Care 511 85 464 47 17 23 8 7 16 440 184 327 511 209 169 31 102 13 5 354   36 103 

Creative & Digital Technologies 138 26 57 81 1 5 8   2 122 124 14 138 90 42 6   3 5 111 4 15   

Dance 235 26 203 32 7 5 13 2 5 203 200 35 235 132 77 13 13 9 8 188 4 14 12 

Education 917 98 734 183 12 11 11 1 34 848 488 429 917 448 358 52 59 9 19 755 4 72 58 

English 229 52 168 62 2 2 4 2 5 215 139 90 229 110 84 24 12 21 8 158 2 28 12 

Fine Art 128 31 108 20 1 2 2   3 120 72 56 128 54 61 10 3 4 4 99 2 16 3 

History & Politics 274 53 118 156   9 10   5 250 201 73 274 149 98 20 6 11 4 226 4 22 7 

Music 787 157 594 194 3 14 41 4 5 720 732 56 787 389 367 22 11 31 37 645 14 51 11 

Physical Education 369 43 150 219 1 2 6     360 336 33 369 222 133 11 3 4 4 325 8 24 4 

Psychology & Counselling 267 45 217 50 7 9 6 3 11 231 89 178 267 124 92 19 32 11 7 195   22 32 

Sport & Exercise Sciences 525 66 197 328 16 12 18 1 5 473 442 83 525 310 180 19 16 6 6 462 6 30 15 

Sport Development & Management 317 44 56 261 7 27 12 2 4 265 274 43 317 160 139 14 4 1 5 270 8 29 4 

Theatre 174 34 98 76 3 2 7 1 2 159 157 17 174 109 57 5 3 10 6 132 8 15 3 

Theology, Philosophy & Religious Studies 89 20 56 33 1 1   1 3 83 66 23 89 34 42 8 5 3 1 66 1 13 5 

Bracknell & Woking 11   9 2         8 3 2 9 11       11           11 

Chichester College 3   2 1         1 2 2 1 3       3           3 

European String Teachers Association 12   10 2           12   12 12       12           12 

Isle of Wight College 103 10 61 42     1   1 101 29 74 103 44 16 7 36 1 1 49 1 15 36 

NILE 22 1 14 8 1 1 1 1 3 15   22 22       22           22 

Platform One 60 14 21 39 1   1   3 55 58 2 60 45 7 4 4 2   46   8 4 

ThinkSpace 18   3 15 1       5 12 2 16 18 1     17     1     17 

Worthing College 7 1 3 4           7 7   7 1 3 2 1     5   1 1 

Grand Total 5,794 886 3,648 2,146 153 147 156 31 137 5,170 4,002 1,792 5,794 2,873 2, 297 508 145 129 4,484 71 459 506 

  The table shows the number of students within each subject area and their responses against defined HESA categories.
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4.11 Student Progression and Attainment Summary 2016-17 
 
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 ‘Disabled, Not Disabled, Female, Male, Black and Minority Ethnic 

(BAME) and White’ students. When reviewing the data, the respective size of each group of 

students has to be considered.  

Table 14: Full-time Progression from Level 4 to Level 5 
Progression rates from level 4 to 5 were variable in this academic year; the progression rate 
for Disabled students decreased by the largest amount at -5.3pc, whereas the rate for White 
students increased by 11.6pc.  

  Disabled 
Not 
Disabled 

Female Male BAME White 

% Progressed from 

level 4 to level 5 

 

2014/15 82.90% 82.90% 86.6% 84.0% 85.6% 85.2% 

2015/16 87.00% 87.00% 88.7% 84.8% 88.1% 75.4% 

2016/17

5/16 

87.40% 87.40% 88.8% 82.9% 83.2% 87.0% 

% Change from 2015/16 -5.30% +0.40% +0.10% -1.90% -4.90% +11.60% 

Source: Annual Monitoring Statistics Quality Indicators 2016/17 
  

Table 15: Full-time Progression from Level 5 to Level 6 
The data shows a decrease in progression rates from level 5 to 6 for all student categories; 

except BAME students where the progression rate increased by 1.9pc. The progression rate 

recuced for Disabled students by -8pc. 

  Disabled 
Not 
Disabled 

Female Male BAME White 

% Progressed from 
level 5 to level 6 

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

2015/16 93.3% 93.4% 93.2% 93.5% 93.7% 92.2% 

2016/17 85.3% 92.3% 91.9% 90.3% 95.6% 90.9% 

% Change from 2015/16 
-8.00% -1.10% -1.30% -3.20% +1.90% -1.30% 

Source: Annual Monitoring Statistics Quality Indicators 2016/17 
 

Table 16: Percentage Gaining a 2:1 or Above 
Student attainment at 2:1 or above has increased by 5.9pc for BAME students in 2016/17; 

an increase of 12.3pc since 2014/15. However, the percentage of BAME students and Male 

students gaining a 2:1 or above remains lower than for other listed groups and therefore 

warrants further attention. 

 

 
Disabled Not 

Disabled 

Female Male BAME White 

% gaining a 2:I or 
above 

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

2015/16 71.7% 71.5% 76.8% 62.6% 49.5% 74.1% 

2016/17 69.6% 73.0% 76.1% 60.9% 55.4% 71.9% 

% Change from 2015/16 -2.10% +1.50% -0.70% -1.70% +5.90% -2.20% 

Source: Annual Monitoring Statistics Quality Indicators 2016/17 
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4.12 Other Staffing Related Matters 
 
4.12.1 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.  
 
Flexible working requests for a reduction in working hours per week have slightly fallen 
within the last twelve months - 19 flexible working requests were submitted during 2015-16, 
compared with 17 during 2016-2017 with 14 of the applications received from Professional 
Services staff and three from Academic staff.  
 
With the University’s focus on employee health, wellbeing and lifelong learning alongside 
external factors such as childcare and elder care costs, it is envisaged that flexible working 
requests will continue to increase. The University recognises that there are benefits to 
properly managed flexible working arrangements and it has a good track record of 
accommodating and accepting flexible working requests where the impact on the role or 
department can be accommodated. 
 
4.12.2 Maternity, Adoption, Paternity, Unpaid Parental Leave, Shared Parental Leave 
and Grandparents Shared Parental Leave: 
 

 Maternity, Adoption and Shared Parental Leave: During 2016-17 the maternity rate 
within the University has decreased slightly compared to the previous two years. 
Employees are entitled to the same leave and payment entitlements for both 
maternity/shared parental leave and adoption leave. 11 staff took maternity leave (9 
academic staff and three Professional Services staff), and one member of staff took 
shared parental leave. No staff have taken adoption leave during this period. Of the 12 
employees, one has not returned to work and resigned following a period of shared 
parental leave. Eleven of those who took maternity or shared parental leave were aged 
30-40 and one was over 40. 

 

 Paternity Leave: 7 employees have taken paternity leave during the year – four 
Professional Services and three Academic staff.  All seven qualified for the enhanced 
Occupational Paternity Pay.  During this period no staff elected to take an extra week on 
Statutory Paternity Pay of £140.98, but most opted to take annual leave on the second 
week. 

 

 Unpaid Parental Leave: Three members of staff have taken Unpaid Parental Leave 
during the year 2016-2017. 

 
4.12.3 Professional Development for Staff - Inclusivity Sessions 
The University’s Professional Development Programme, which is open to all staff, has 
equality and diversity as a substantive feature of the programme and sessions are run by 
internal and external facilitators. During 2016-17, 121 staff booked on one or more of the 
‘Inclusivity and Supporting Students’ sessions offered in the programme and 67 completed 
the online training.  
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The provision for 2016-17 in relation to inclusivity was: 
 

 Race Equality Training  

 Effective Incorporation of Students with Physical Disabilities 

 Supporting International Students - The First Semester 

 Supporting International Students 

 Welcome All 

 Welcome International 

 Supporting Students with Dyslexia 

 Supporting Students with ADHD 

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

 How Equality and Diversity Impacts on Your Department (Bespoke) 

 An Introduction to Mental Health  

 Mental Health Awareness: Supporting People with Mental Health Conditions 

 Supporting Students with Sensory Impairment 

 Understanding Autism and Asperger’s Syndrome 

 Unconscious Bias Training 

 Trans Awareness Training 

 Inclusivity and Diversity in the Classroom 

 The Stonewall Leadership Programme promoted 

 Online Equality and Diversity in the Workplace, and Online Equality Analysis. 

 Higher Education Academy Postgraduate Certificate ‘Inclusivity and Diversity’ session.  
 
4.12.4 Research Excellence Framework (REF)   
The REF is the most current system for assessing UK universities’ research. REF 2014 
results were 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 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. 
 
4.12.5 Teaching Excellence Framework (TEF)   
In 2017, as reported on the University’s website ‘The University of Chichester has been 
awarded Silver in the Teaching Excellence Framework (TEF). The Silver award recognises 
that we consistently deliver high quality teaching, learning and outcomes for our students and 
consistently exceed rigorous national quality requirements for UK higher education. As a 
University with a long-standing commitment to widening participation, it is of particular 
significance that satisfaction with academic support among BME and disadvantaged student 
groups is recognised as a strength’. 
 
Award for 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’. 
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5. Contact and Alternative Format Information 

 
 
 
 

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 s.jones@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. 

mailto:s.jones@chi.ac.uk
mailto:e.whitaker@chi.ac.uk

