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z2el:{R''[e]:{»] STOKE-ON-TRENT AT 100:
A STORY OF PLACE, PEOPLE AND PRIDE

Professor Martin Jones
Vice-Chancellor

and Chief Executive

University of Staffordshire

On5June1925,King George
Vstoodinthe grandKing’s

Hall, Stoke, and surprised the
gathered crowd withwords that
would define ouridentity forthe
next century:

“The development and
importance of yourtownand
industry enable me gladly to
consentto therequest that the
title and status of a City shall be
conferreduponyour County
Borough.”

The announcement was met with
athunderous cheer, aproud,
collectiveroarthat echoed
acrossthe sixtowns andinto the
future. Built on clay and coal,
Stoke-on-Trent had officially
become acity.

AsVice-Chancellorand Chief
Executive of University of
Staffordshire, | can say with pride
thattheimportance of placeis
stitchedinto the fabric of who
we are. Our University does not
simply sitin this city; we grow
withit, serveit,and belongto

it. We are notjust proud to bein
Stoke-on-Trent. We are proud to
be of Stoke-on-Trent.

Ourstudents, staff, and
alumniare partof aliving,
breathing story of place - one
that stretches farbeyond our
campus. We are as excited about
the future aswe are proud of the
past. Thatis why we are deeply
investedintheregion’s creative
economy, digitalinnovation, and
entrepreneurial spirit, helping
toraise ourcommunities and
equip the next generation of
changemakers.

AtUniversity of Staffordshire,
ourcommitment toplaceisnota
passingwhim - itis a strategy. It
informs how we teach, where we
invest, and what kind of future we
seek to shape. Whetherworking
withlocal schools and colleges,
trainingtomorrow’s NHS heroes,
orhelping entrepreneurs and
smallbusinesses thrive, we are
deeplyrootedinthis city,and we
are bloomingbecause of it.

Thisis why University of
Staffordshireisatrue ‘Catalyst
forChange’ - aforceforsocial
goodthat transformslives and,
indoing so, transforms society
andthe placesinwhichwelive,
asdemonstratedin ourflywheel.
By living ourvalues and delivering
our strategic objectives, we
continue to honour Stoke-on-
Trent’s proud past while shaping
itsbold future.
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EXECUTIVE SUMMARY

The University of Staffordshire Equality, Diversity,
and Inclusion (EDI) Annual Report 2024-2025
demonstrates how we continue to be a Catalyst for
Change by living our values and delivering on our EDI
commitments.

As a fair and inclusive employer, education provider,
and partner, we are committed to being curious
and daring, ambitious and inspirational. In doing so,
we strive to be a Catalyst for Change in delivering
innovative and enterprising services for all our
students, staff, and communities—ensuring that
everyone has equal opportunities to learn, work,
and live free from discrimination, harassment, and
prejudice.

Since 2022, our work has been guided by the Local
Government Equality Framework (LGEF), which
helps us benchmark our progress and push beyond
compliance into meaningful change.

The LGEF framework sets out clear criteria across five
themes:

e Leadership, partnership, and organisational
commitment
Knowing your staff, students, and communities
A progressive and diverse staff and student
cohort

e Involving your staff, students, and communities
Responsive services, access, and Improving
satisfaction levels

Organisations are assessed against these themes

as developing, achieving, or excellentinrelation to
their equality, diversity, and inclusion practices and
impacts. These levels of maturity highlight the ability
of an organisation to move beyond minimum legal
compliance, where commitments are expressed only
through policy and strategy, towards an embedded,
evidence-based approach that delivers measurable
and continuous improvements in student and staff
attraction, retention, and overall experience.

This report celebrates the impact we are making
together, driving innovation, building belonging, and
unlocking opportunity for all.

The University of Staffordshire has made substantial
progressin embedding equality, diversity and
inclusion (EDI) throughout 2024/25. This report,
aligned with the Local Government Equality
Framework, demonstrates achievements across
governance, workforce, student experience, and
civic engagement.

Each theme has beenreviewed with a focus on:

e What’'s gone well - celebrating achievements,
improvements, and areas where measurable
progress has been made

¢ Continuing focus of action - identifying the
priorities which remain central to sustaining
and accelerating progress

Key highlights:
Governance and Leadership

e Greaterdiversity within the Board of Governors,
with ethnic minority representation at 28.57%
(sector benchmark: 13.2%) and disability
disclosure at 21.43% (sector benchmark: 5.5%),
both well above national averages.

e Throughthe DataIntegrity Project, all data gaps
for ethnicity and disability have been closed
at governor level, and new disclosure fields
forreligion and sexuality have achieved full
completion — Reducing all unknown data from
14.49% to 0%.

Data Integrity and Transparency

Reductionsin “unknown/refused” disclosure rates for
staff and students reflect a growing culture of trust
andinclusion:

Staff:

e Ethnicity “unknown/refused” reduced from
3.22% (2022) 10 2.65% (2025)

e Sexuality “unknown/refused” reduced from.
22.51% (2022) t016.16% (2025)

Students:

e Ethnicity “unknown/refused” reduced from
2.76% (2022)t02.3% (2025)

e Sexuality “unknown/refused” reduced from
9.03% (2022)t0 8.71% (2025)

These improvements demonstrate the impact of the
University’s Data Integrity Project, enhancing the
completeness andreliability of equality data across
all cohorts.
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Workforce Diversity

¢ Representation of staff from ethnic minority
backgroundsincreased to15.03% in 2024/25,
a1.98%rise since 2022/23, showing strong
progress towards the KPI of 17% ethnic minority
staff representation by 2026/27.

e Disability disclosure has grownto12.78%,
and LGBTQ+ disclosure has increased to
7.4%, supported by inclusive recruitment and
progression practices.

e The University continues to strengthenits culture
through the Target Operating Model (TOM) and
Team Engagement and Development (TED)
frameworks, embedding fairness and inclusive
leadership at every level.

Student Diversity

e Theethnic diversity of the student body stands
at 29.51%, aligning with the KPI target for ethnic
minority students reflective of the post-92 sector
(29%) by 2026/27.

¢ Disclosure of disability among students remains
high at 23.01%, higher than the national sector
average (14.5%), reflecting robust inclusion and
accessible support services.

e Acontinuedfocus onequitable recruitment,
retention, and progression ensures that the
University’s student population reflects both
regional and sector demographics.

Inclusive Culture and Belonging

e The University’s strengthened Inclusion Group
has enhanced accountability and alignment
across Schools and Directorates.

¢ High-visibility campaigns, including Diwali, Eid,
Pride Month, International Women’s Day, and
Black History Month have reinforced a culture of
belonging.

e Civic partnerships, such as the Student Village
project and collaborations with local charities
(e.g. YMCA North Staffs and The Gingerbread
Centre), have delivered measurable social value
and strengthened regional impact.

Student Experience and Outcomes

e Ad4-pointincreaseinNational Student Survey
(NSS) positivity (rising to 81.5%) and a 22-place
climb in national rankings confirm that students
increasingly view Staffordshire as inclusive,
responsive, and empowering.

e This growthreflects continued investment
in student wellbeing, inclusive teaching, and
partnership-ledlearning environments.

Going Forward - Priorities for 2025/26

Building on 2024 /25 achievements,
the University will:

e Achieve 17% ethnic minority staff representation
by 2026/27 and maintain a student profile
reflective of post-92 sector diversity (29%).

e Furtherreduce remaining data gaps across staff
and students for ethnicity, disability, religion, and
sexuality, aiming for near-100% completeness by
2026/27.

¢ Continue addressing representationimbalances
and pay gap disparities across all protected
characteristics.

e Sustain progressininclusive leadership, staff
development, and student satisfaction and
progression.

¢ EmbedEDIlacross community partnerships and
civic engagement, ensuring measurable social
value and regional transformation.

This report reaffirms the University’s commitment
not only to celebrating achievements but also to
maintaining equality, diversity and inclusion as a
strategic and measurable priority — ensuring that
University of Staffordshire remains a Catalyst for
Change forits people, place, and partnersin the
years ahead.
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HOW OUR STRATEGIC PLAN OBJECTIVES AND PRIORITIES
ALIGN WITH OUR EDITHEMES

1. Leadership, Partnership
and Organisational
Commitment

e Strategic Objective: Next
Generation Environments

e Strategic Priority: Building
Enterprise

e Alignment: Ensuresthat
leadership are accountable
for EDI, with strategies,
policies, processes, and
systemsinplace. Strong
partnerships help deliver our
civicuniversity andlevelling-
up commitments, addressing
localandregionalinequalities.

2. Knowing Our Staff,
Students and Communities

e Strategic Objective: Next
Generation Experience

e Strategic Priorities:
Winning and Sustaining
ourUndergraduate and
Postgraduate Market Share
and Employer of Choice

e Alignment: By building a
strong understanding of the
staff, student, and community
profile, we can deliverinclusive
services. Benchmarking
against sectorperformance
helpsidentify disparities, and
intelligence-led data supports
prioritisation of strategic
objectives.

3. Involving Our Staff,
Students and Communities

e Strategic Objective: Next
Generation Engagement

e Strategic Priority:
Accelerating Research Impact,
Culture and Reputation

e Alignment: Goesbeyond
data monitoring to active

involvement. Engaging staff,
students, and communities
in projects provides deeper
insights into behaviours and
preferences, whichinforms
strategic and operational
decisions.

4. Responsive Services,
Access and Improving
Satisfaction Levels

e Strategic Objective: Next
Generation Experience

e Strategic Priority:
Transforming Student
Outcomes and Experience

e Alignment: Commitment to
delivering fairand equitable
services, while continuously
monitoring accessibility,
participation, and satisfaction
levels. Regular evaluation
ensures that services remain
responsive, inclusive, and
continually improving.

5. AProgressive and
Diverse Staff and Student
Cohort

e Strategic Objective: Next
Generation Education

e Strategic Priority: Igniting
Work-Based Learning

e Alignment: Focuseson
creating fairandinclusive
experiences forboth staff
and students. Progress has
beenmade, but disparities
remain—particularly for ethnic
minority groups. To address
this, EDItargets have been
embedded within our Key
Performance Indicators (KPls)
for2026-2027:

e« Staff demographic
profile to mirrorthe
regional profile
(target: 17% ethnic
minority representation).

e Studentdemographic
profile to align with post-
92 sectornorms
(target. 29% ethnic
minority representation).

e Reduction of awarding
gapstolessthan10%, with
afocusonBlackstudents.

e Atleast5% of
Staffordshire’s young
people progressinginto
Higher Education at
University of Staffordshire.

Progress to Date

EDIlwork delivered overthe
last12 monthshashada
positiveimpactonstaffand
student experiences.

Adesktop auditdemonstrates
readinesstoenterthe

Local Government Equality
Framework “Achieving” stage
by 2026/27.

Continuedfocusisbeing
placed onaddressing
underlying challengesin staff
and student outcomes.

The Annual EDIReport 2024-
2025 provides updates on
governance, staff and student
experience, and sector
benchmarkingusing HESA
dataand ONS (2011&2020)
statistics.

The EDIAnnual Report
2024-2025alsoincludes
University of Staffordshire
pay gap analysisto

ensure transparency and
accountability.
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THEME1-LEADERSHIP, PARTNERSHIP

AND ORGANISATION COMMITMENT

What We Have Deliveredin
2024/25

Our Commitment

University of Staffordshire
recognises that championing
inclusion and diversity, together
withrole modelling appropriate
behaviours, must happen at all
levels of the University. The Board
of Governors plays a centralrole
inembedding and safeguarding
equality, diversity andinclusion
(EDI) withinthe University’s
strategy, culture, and values.

Progressin2024/25

We have been proactivein
ourmarketing approach

to attractaninclusive and
diverse membership profile of
governors.

To ensure accuratereporting,
we have updated the Board
profile data capture formto
align withthe diversity data
captured by census categories
and HESAregulatory
requirements.

Tobenchmark progress, we
have compared ourBoard
profile against the Diversity of
GovernorsinHigher Education
Report findings, enabling us
to assess sectorperformance
andidentify disparities that
may need to be addressed.

BOARD OF
GOVERNORS
PROFILE DATA

The composition of the Board of
Governors has evolved over the
lastreportingcycle. In2023/24
the Board temporarily rose to

17 members, due to anoverlap
betweennew appointments and
pendingresignations. By 2024/25
thisnumberhadreturnedto 14
members, whichis consistent with
sectornorms forinstitutions of
comparable size.
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Age Profile of Governors e 5714% of governorsare aged indicating progress in diversifying
(2022723 - 2024/25) 46 orover,comparedto79.7%  theagerepresentation of the
inthe widersector. Board.

o 42.85% of governorsare under
theage of 46, comparedto
20.3%inthe HE sectoroverall.

The data demonstrates that our
governors’ age profileisrelatively
youngerthanthe sectoraverage,

Board of Governors Age Profile Data 2022 to 2025 with comparison to HEl data

Age Profile 2022-23 2023-24 2024 -25 HEI* with15to 19
Governors
2022/2023 No % No % No % %
25 & under 2 14.29% 1 5.88% 1 7.14% 6.50%
26-35 0 0% 1 5.88% 1 7.14% 3.90%
36-45 2 14.29% 4 23.53% 4 28.57% 9.90%
46-55 8 57.14% 8 47.06% 5 35.71% 25.7%
56+ 2 14.29% 3 17.65% 3 21.43% 54%
Total 14 100% 17 100% 14 100% 100%
Age
54%
35.71%
28.57%
25.70% 21.43%
714% 7.14% 9.90%
6.50% %
o me N
25 and under 26-35 36-45 46-55 56+

W 2024-2025 B HEI* with15t0 19
Governors 2020/2021
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Sex Profile of Governors e Our2023governors profile The datarepresents a positive shift
(2022/23 - 2024/25) formillustratedthatwe didnot ~ towards greater genderbalance on
capture non-binary gender the Board with a positive increase
e In2022/23,35.71% of data. Thishasnow been of female board members.
governorsreported their addressed as apart of our
genderasfemale. Data Integrity Project which
e In2023/24 thisincreased was launchedinJanuary 2024.
t041.18% andin2024/25to No membersreported their
42.86%, thisis comparable to genderasnon-binary.

the HE sectorat 43.50%.

Board of Governors Sex Profile Data 2022 to 2025 with comparison to HEl data

Sex 2022-23 2023-24 2024 -25 HEI* with 15 to
Profile 19 Governors
202072021
Sex No % No % No % %
Male 9 64.29% 10 58.82% 8 57.14% 56.50%
Female 5 35.71% 7 41.18% 6 42.86% 43.50%
Total 14 100% 17 100% 14 100% 100%
Sex
57.14% 56.50%

43.50%

42.86%

Male Female

W 2024-2025 B HEI* with15t0 19
Governors 2020/2021
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Ethnicity Profile of Governors theissue of incomplete backgroundsrepresent
_ ethnicity reporting. In 13.20%, University’s Board
(2022/23 - 2024/25) 2023,14.29% of governor is performing strongly at
e In2025,71.43% of the Board of ethnicity datawasrecorded 28.57% percentage points
Governorsidentified as being as “unknown.” This has now higher (28.57% vs. 13.20%).
from a White ethnicity group, beenreducedto 0%in2024
while 28.57% identified as and 2025, providingamore The datarepresents a positive
being from an Ethnic minority accurate profile. ethnicity balance onthe Board
background. e Whencomparedwiththe with four ethnic minority board
o AspartofourDatalntegrity widerHigher Education (HE) members.
Project, launchedin January sector, where governors
2024, we successfully addressed from ethnic minority

Board of Governors Ethnicity Profile Data 2022 to 2025 with comparison to HEl data

Ethnicity 2022-23 2023-24 2024 -25 HEI* with15 to
Profile 19 Governors
202072021
Ethnicity No % No % No % %
White 8 57.14% 12 70.59% 10 71.43% 74.20%
Ethnic Minority 4 28.57% 5 29.41% 4 28.57% 13.20%
Not Known 2 14.29% 0 0% 0 0% 12.60%
Total 14 100% 17 100% 14 100% 100%
Ethnicity
74.20%
71.43%

I I ]

13.20% 12.60%
White Ethnic Minority Not Known

W 2024-2025 B HEI* with15t0 19
Governors 2020/2021
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Disability Profile of e ThelaunchofourData Thisreflects ourinclusive and
Governors (2022/23 - Integrity Projectin January proactive approachtorecruiting
2024/25) ( / 2024 has strengthened the governors thatreflect the profile
accuracy of ourreporting. of the widersociety.

e In2024two board members In2023,714% of disability

(11.76%) declared a disability fjata was r,ecorded as
e In2025thisincreasedtothree unknown’, whereasin 2024

board members (21.43%) and 2025 this has beenfully

declaring a disability, whichiis ?ddressefj, reducing theo

above the Higher Education unknown’ category to 0%,

sector average of 5.50%. 2024-2025 academicyear.

Board of Governors Disability Profile Data 2022 to 2025 with comparison to HEl data

Disability 2022-23 2023-24 2024 -25 HEI* with15 to
Profile 19 Governors
202072021
Disability No % No % No % %
No known 1 78.57% 15 88.24% 1 78.57% 94.50%
Disability
One ormore 2 14.29% 2 11.76% 3 21.43% 5.50%
disabilities
Not known/ 1 7.14% 0 0% 0 0% 0%
inforefused
Total 14 100% 17 100% 14 100% 100%
Disability
94.50%

78.57%

21.43%

5.50%

No Known Disability One or More Disabilities

W 2024-2025 B HEI* with15t0 19
Governors 2020/2021
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The dataprovidesuswitha
clearerunderstanding of the
religious diversity represented
onourBoardand areas where we
may need to furtherstrengthen
thisarea,i.elslamisthe highest
reportedreligionwithin our staff
and student cohort afterno
religion/belief and Christianity.

Religion Profile of Governors  Boardof Governors:

theirreligious profile as ‘No

As part of the updated Governors’ Religion orBelief ‘and this
Profile formintroducedin 2024, we reducedto50%in2025
have captured data onreligionand e In202429.41% reported
sexuality forthe first time in 2023/24 theirreligion as Christianity
andin2024/25. Currently Higher andin 2025 this has slightly
Education sector data on Religion of reducedto28.57%

Board of Governorsis not available. e In20250neboardmember
The reportedreligion data shows (714%) reported their faith

the following distribution among our as Sikhismand 2 members
(14.29%) ‘prefernot to say’

Board of Governors Religion Profile Data 2022 to 2025 with comparison to HEl data

Religion Profile 2023-24 2024-25

Religion No % No %

No Religion or belief 9 52.94% 7 50%
Christianity 5 29.41% 4 28.57%
Islam 1 5.88% 0] 0%
Sikhism 1 5.88% 1 714%
Prefernot to say 1 5.88% 2 14.29%
Total 17 100% 14 100%
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Sexuality Profile of
Governors (2022/23 -

2024/25)

The updated Governors’ Profile
formhas also enabled us to capture
sexuality dataforthe firsttimein
2023/24 andin2024/25. Currently
Higher Educationsectordataon
Sexuality of Board of Governorsis not

available.

Thereported data shows that: The data providesus witha
In2024,2 board members clearerunderstanding of the
(1.76%) reported their sexuality represented onour
sexuality as LGBTQ+andin Board and areas where we may
2025 thisreducedtoone needto furtherstrengthenthis
member at (7.14%) area.

In2024,13board members
at (88.24%)reported their
sexuality as Heterosexual
andin2025 thisincreasedto
(92.86%)

Board of Governors Sexuality Profile Data 2022 to 2025 with comparison to HEl data

Sexuality Profile 2023-24 2024-25

Sexuality No % No %
Heterosexual/ Straight 15 88.24% 13 92.86%
LGBTQ+ 2 11.76% 1 7.14%
Total 17 100% 14 100%
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Overall Summary

What’s gone well

The Board of Governors demonstrates stronger
diversity than the higher education sector average,
particularly in relation to ethnicity and disability
representation.

The age profile of the Board is comparatively
younger, supporting generational diversity in
governance.

The Data Integrity Project has significantly
improved the accuracy of reporting, closing
previous data gaps and ensuring robust
information on ethnicity, disability, religion, and
sexuality.

These developments evidence the University’s
commitment to embedding equality, diversity and
inclusion at the highest levels of governance.

Continuing focus of action

Strengthening diversity further remains a priority,
particularly in relation to gender balance, LGBTQ+
representation, and faith groups not currently
reflected onthe Board.

Proactive measures will be takento encourage
applications fromunderrepresented groups as
terms of office expire and new appointments are
made.

Continued focus onrobust and transparent data
collection will ensure the Board’s profile remains
accurate, inclusive, and reflective of wider society.
Partnerships that support civic engagement and
address regional inequalities will continue to be
developed and embedded within the governance
framework.
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INCAREERS, PLACEMENTS & EMPLOYABILITY

Our Commitment

University of Staffordshireis
committed to working within
the curriculum to embed career
readiness for all students. We
continue to identify and expand
ways to support staff, students,
and graduatesinaccessinglocal
employment opportunities that
drive skills development, career
success, andregional growth.

Graduate Outcomes and
Regional Impact

Overthe past two years, the
University has achieved measurable
progressin graduate success and
regionalimpact:

e Graduateretentionratein
theregionhasincreased by
2%, now approaching 25%,
meaning more graduates are
choosing to live and work in the
region.

e Positive graduate outcomes
have risenby 6%, reaching as
close to 80%, reflecting as
strong rates of employment,
further study, and professional
development.

e Average graduate salary now
stands at £31,974, significantly

above the West Midlands
average of £27,233 (Prospects
Luminate, 2025).

These achievements highlight how
the University equips graduates
with the skills and opportunities

to thrive, while also boosting

the regional economy through
increasedretention, spending
power, and skills contribution.

Careers & Employability
Provision

The Careers Team has expanded
its services to deliveramore
inclusive and impactful offer,
particularly supporting students
from disadvantaged backgrounds.
Provisionis structured around four
key strands:

1. CareerReadinessinthe
Curriculum - Integrated
employability within all courses.

2. Personalised Coaching -
Tailored careers and placement
coaching.

3. Experiential Opportunities
- Placements, micro-
placements, and funded
international experiences.

4. Graduate Internships

& Enterprise - Over118
internships delivered this

year forunemployed/
underemployed graduates,
alongside enterprise and
start-up funding through the Be
Inspired programme.

Employer Engagement &
Inclusive Practices

The University works closely with
local employers to promote
inclusive recruitment practices,
with a particularfocuson
neurodiversity.

e Deliveredtargeted
neurodiversity training to over
77 local employers.

e Currently developing a toolkit
to support employersin
understanding and responding
to graduates’inclusion needsin
the workplace.

This approach strengthens
employer capability, ensures
graduate inclusivity, and enhances
long-term employability outcomes.

To summarise

University of Staffordshireis more
than an educationalinstitution - it
is a catalyst forregional prosperity,
through leading to positively
improved:

e Highergraduateretentionrates
e Strongerpositive outcomes

e Graduate salaries above
regional averages, and

e Strategic partnerships with
employers

The University is shaping a diverse,
skilled, and inclusive workforce that
drivesinnovation, supports local
demands, and propels economic
development.

Our missionis clear: to prepare
graduates not only for successful
careers but also to be responsible
citizens, innovators, and leaders
who contribute to regional and
national growth.
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ACCESS AND PARTICIPATION PLAN (2024/25 - 2027/28)

Our Commitment

University of Staffordshireis
committed to improving equality of
opportunity forunderrepresented
groups to access, succeedin, and
progress from higher education.
Our Access and Participation Plan
(APP) sets out how we will deliver
on this commitment across the
2024/25-2027/28 cycle.

Year One Progress
(2024/25)

During the first year of delivery,
we implemented activities and
interventions across four key
strands:

e TransformingAccess
- Focusing on helping
disadvantaged students
access higher education
through activities enhancing
skills, introducing university
life and fostering a sense of
belonginginlearners.

e Transforming Transitions -
Aiming to support studentsin
theirjourney from education
to employment, empowering

them with the tools for success.

e Transforming our Curriculum

- Enhancing the learning
experience by improving
teaching practices, involving
studentsin co-creation,
providing support for
placements and work
experience and promoting
pedagogies forbothracial
and neurodiverse equity and
inclusion.

e Transforming Student Support
- Addressing support and
well-being objectives through
learning analytics, redesigned
well-being services, tailored
academic mentoring programes,
and direct funds for student
hardship.

Assurance and Oversight

In2024,KPMG conducted an
audit of our APP, resultingin
significant assurance with minor
improvements. Actions identified
are being addressed within the
agreed deadlines.

To ensure robust delivery and
oversight, the Inclusive Education
and Impact team established

an APP Project Board and APP
Operational Group in2023. These
structures were refined in 2024/25
to strengthen strategic oversight,

risk management, and evaluation of
APP delivery.

Current priorities include:

e Submitting avariationto the
existing APP to the Office for
Students (OfS) by the end of
the calendaryear.

o Finalising activity-level
evaluations and strand-level,
student-created comics, to be
published on our website and
shared across the University
and wider community by year
end.

To summarise

University of Staffordshire remains
firmly committed to advancing
equality of opportunity throughout
the student lifecycle. Through
governance reform, evaluation, and
meaningful student partnership, our
APP is delivering tangible progress
that supports student success

and strengthens ourimpact on the
wider community.
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THEME 2 - KNOWING OUR STAFF, STUDENTS
AND COMMUNITIES

What We Deliveredin2024/25 -
Data Integrity Project

Our Commitment

University of Staffordshireis
committed tounderstanding and
meeting the diverse needs of our
staff, students, and communities.
To support this, we launched

the DataIntegrity Project, a
comprehensive review of our
profiling categories to ensure the
collection of inclusive, sufficient,
and appropriate data.

The University of Staffordshire
Inclusion Group (USIG), working
in partnership with our Business
Intelligence and Human Resources
and Origination Development
Functions, reviewed and
updated staff and student

profile categoriesinline with
census classifications and HESA
regulatory requirements.
ApprovedinDecember2023
andlaunchedinJanuary 2024,
these categoriesunderpinour
staff and student data promotion
campaign, which encourages
individuals to update their
information, particularly in
underreported areas such as
disability, sexuality, andreligion.

Key Progressin 2024/25

e Governors’ Data- Closed
alldata gapsfordisability and
ethnicity.

e Forthefirsttime, collected
andreporteddataon
governors’religionand
sexuality and non-binary
data.

e Staff Data- Introducedanon-
binary categoryinprofile
captureformstoimprove
inclusivity insexand gender
reporting.

e Reduced ethnicity
“‘unknown/refused” data
from 3.22%in 2022 to
2.65%in2025

e Reducedreligion
‘unknown/refused’ data
from23.49%in 2022 to
17.02%in 2025

e Reduced sexuality
‘unknown/refused’ data
from22.51%in 2022 to
16.16%in 2025

e StudentData - Maintained
100% robust dataforage,
gender and disability.

Reduced ethnicity
unknown /refused data
from2.76%in 2022 to
2.30%in 2025

e Reduced sexuality
‘unknown/refused’ data
from9.03%in2022to
8.71%in 2025

Overall Summary

What’s gone well

e TheDatalntegrity Project

has delivered measurable
improvementsin profiling data
across governors, staff,and
students.

Alldata gaps forethnicity and
disability have been closed at
governorlevel, and for the first
timereligion, sexuality, and
non-binary categories have
beensuccessfully collected.
e Amongstaff, unknown or
refused data for ethnicity,
religion, and sexuality has
beenreducedyear-on-year,
reflectingincreasedtrustin
disclosure.

Student data capture remains
robust, with full completeness
across age, gender, and
disability.

Continuing focus of action

e Furtherreduce the proportion
of “unknown/refused” staff
and student data, particularly
forreligion and sexuality.

e Keepdatacategoriesaligned
with national census and HESA
standards.

e Useintelligence-leddatato
identify disparities and direct
interventions.

e Continuetodevelopthe
Datantegrity Projectasa
long-termimprovement
programme.
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THEME 3 - ADIVERSE, SKILLED AND COMMITTED
STAFF AND STUDENT COHORT

What We Delivered in 2024/25

A Skilled and Committed
Workforce

At University of Staffordshire, our
ambitionistoberecognisedasan
Employer of Choice, attracting,
retaining, and developing talent
regardless of background. We
believe that a diverse workforce not
only enriches the staff experience
but also strengthens our ability to
understand and serve our students
and communities.

As of July 2025, the University

employs 1,510 staff, representing

adecrease of 173 staff since

July 2024. Thisreduction

reflects the University’s ongoing

organisational transformation. In

2023, the Academic Schools were

remodelled, consolidating five

schoolsinto two:

e Digital, Technical, Innovation
and Business (DTIB)

e Health, Education, Policing and
Sciences (HEPS)

From2024/25,the Target Operating
Model (TOM)wasintroducedto
realign Professional Services,
resultinginthe creation of new
merged Functions designed to
support the University’s future
direction. Throughoutthese
changes, EDI considerations
were embeddedinto the design
andimplementation processto
ensure fairness, transparency, and
inclusivity for all staff.

Progressin Workforce
Diversity

We have made positive progress
inimproving the diversity of our
workforce:

e Theproportion of staff from
minority ethnic backgrounds
hasincreased from13.05%in
2022/23t015.03%in2024/25 -
arise of 1.98%

e Theproportion of staff that
have declared a disability
hasincreased from?7.64%in
2022/23t012.78%in2024/25 -
arise of 5.14%

e Theproportion of staff that
have declared their Sexuality
as LGBTQ+ hasincreased from
6.13%in2022/23t07.42%in
2024/25-arise of 1.29%

This growthreflects ourongoing
commitment toinclusive
recruitment and progression
practices and ensures that our staff
body more closely reflects the
communities we serve.

Cultural and Organisational
Development

Our Commitment: To fosteran
inclusive culture thatrecognises
and supports the diverse needs of
our staff.

We continue to embed our Fairand
Inclusive value into how we support,
develop, and engage our people.
Key developmentsinclude:

e YourCareerplatform-
rebranded and enhanced with
resources to empower staff to
take ownership of professional
development. Personal
Development Reviews (PDRs)
now incorporate structured
values-based conversations.

¢ TeamEngagementand
Development (TED) Tool - rolled
outtoleaderstostrengthen
team cohesion, inclusivity,
and leadership capability. TED
enablesteamstoreflect, co-
create actions, and give every
memberavoicein shapingteam
dynamics.

e Inductionprogramme -
redesignedto ensure allnew
staff and those transitioning
intonewrolesunderTOMare
welcomed with clarity, support,
and structured accessto
development opportunities.

e Throughtheseinitiatives, we
are shapinga culture where
staff feel seen, supported, and
empoweredto thrive.

Target Operating Model
(TOM)

Our Commitment: Embedding
fairness andinclusionin

organisational change.

The TOMrepresented a significant

transformation of our Professional

Services, ensuring they are aligned

with future needs. The process

was underpinned by transparency,
support, and staff engagement;

e Communicationand
engagement - openchannels
included all-staff briefings, a
dedicated MS Teams space,
regularupdates, anonymous
feedback opportunities, and
trade unioninvolvement.

e Staff support -resources
included careerdevelopment
tools, wellbeing services,
leadership support, and anew
CPD framework to prepare
staff forfutureroles. Change
management training and
Leaders Connectsessions
helped managers guide their
teams effectively.

e Structuredimplementation
-the TOMisbeing delivered
inthree 100-day phases,
focusingonPeople, Process,
and Technology. This phased
approachallowed forreflection,
feedback, and continuous
improvement.

Anindependent audit by KPMG
rated theimplementation of TOM
as significant assurance with minor
improvements and commented on
ourinclusive approach, transparent
communication, andinvestmentin
staff development as examples of
good practice. While challenges
arose, the TOMreinforced our
commitmentto embedding
equity, diversity andinclusion (EDI)
principlesinorganisational change.

To summarise

Through structural transformation
and a continued focus on diversity,
University of Staffordshireis
building aworkforce that s skilled,
representative, and committed.
These achievements support our
ambitionto be an Employer of
Choice and strengthen our ability
to deliverinclusive, high-quality
educationforall students.
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STAFF PROFILE DATA

Staff Age Profile
comparison-2022/23
t02024/25

The University’s workforce now spans
four generations, each bringing
unique perspectives, values, and
expectations of work:

e GenerationZ (1997-2012) -
typically early-career, many
under25

e Millennials (1981-1996) - 29-44
years

e GenerationX(1965-1980) -
45-60years

e BabyBoomers(1946-1964) -
61-79 years

Beinganinclusive age
organisation meansrecognising
the strengths of each
generation, providing flexible
working, wellbeing provision,
and professional development
atall careerstages. This
intergenerational workforce
strengthensinnovation,
resilience, and our ability to meet
diverse student needs.

The staff age distribution
continuestoreflectabroad
generational spread. Staff
under 25 have decreased to
3.97% (60 staff), acontinuation
of the downward trend seenin

2023/24.This partlyreflects
structural changesunder
the TOM, where admin posts
werereduced, which are
oftenundertakenearlyinan
individual’s career.

The proportion of staff aged
36-45yearshasincreasedto
29.14%, exceedingregional
benchmarks (14%), highlighting a
strengthening of the mid-career
workforce. Representation
inthe 56-65 group (17.09%)
remains higherthan theregional
norm (11.7%), reflecting strong
retention of experienced staff.

Staff Age Profile - 2022 to 2025 with comparison to ONC data

Age 2022-23 2023-24 2024-25 ONS data of UK
Profile population age 16
years and above
Age No % No % No % %
25 & Under 116 6.03% 80 4.75% 60 3.97% 9.4%
26-35 434 22.56% 379 22.52% 336 22.25% 13.4%
36-45 483 25.10% 464 27.58% 440 29.14% 14%
46-55 517 26.87% 435 25.86% 385 25.50% 13.7%
56-65 323 16.79% 289 17.17% 258 17.09% 11.7%
65+ 51 2.65% 36 2.14% 31 2.05% 16.5%
Total 1924 100% 1683 100% 1510 100% 100%
Staff comparison Age data 2024/25 with ONC data
Age Comparison Count
29.14%
25.50%
22.25%
17.09% 9
13.70% 16.50%
13.40% 14% 11.70%
9.40%

3.97%

. 2.05%
25and under 26-35 36-45 46-55 56-65 65+

M 2024-2025 M ONS data of UK population

age 16 years and above
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Staff Sex Profile comparison continue to embed inclusive toidentity and socialroles)

-2022/23t02024/25 approachestoensure no toensure equalaccessto
genderis disadvantaged, with recruitment, progression, and

The workforce remains broadly improvementsininclusive leadership. Inclusive recruitment

balanced but continues to employ recruitmenttrainingrolledoutin  training and flexible working

more female staff (54.97%) than male 2024/25. policies are critical to supporting

staff (45.03%). agender-diverse workforce.
Gender Representationand

This aligns closely with regional Equality - We continue to

patterns, with a slight year-on-year monitor the genderbalance

decreaseinfemale representation (recognising that sexis

(-0.7%). Recruitment practices biological, while genderrelates

Staff Sex Profile 2022 to 2025 with comparision to ONC Data

Sex 2022-23 2023-24 2024-25 ONC 2011 ONS

Profile West genderin
Midlands employment
sex profile data

Sex No % No % No % % %

Female 1069 55.56% 937 55.67% 830 54.97% 50.8% 72.7%

Male 855 44.44% 746 44.33% 680 45.03% 40.2% 80.1%

Unkown/ - - - - - - 9%

other

Total 1924 100% 1683 100% 1510 100%

Staff Sex Comparison 2024/2025 with ONC data

Sex Comparison Count

80.10%

72.70%
54.97%
50.80%
I I I4503% ]

Female Male

W 2024-2025 B ONC 2011 West Midlands sex profile B ONC genderin employment data
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Staff Ethnicity Profile growth shows progress towards across the organisation, within

comparison - the University’s KPl of 17% ethnic alljobrolesandpaylevels,isa

2022/23t02024/25 minority staff to be employed by key next step. Progressis being
2026/27. monitored via quarterly reports

The proportion of staff froman

tothe Strategy and Performance

ethnic minority backgrounds has Representation and Progression Committee and throughInclusion

risento15.03% (up from13.61% in As diversityimproves, the focus Group meetings, ensuring
2023/24). This positive increase of shifts to ensuring minority accountability andvisible
1.42% reflects ongoinginvestment ~ €thnic staff have equalaccess progress.

ininclusive recruitment and toleadership and development

leadership pipelines. Thissteady =~ OPPOrtunities. Representation

Staff Ethnicity Profile - 2022 to 2025 comparison with ONC Data

Ethnicity 2022-23 2023-24 2024 -25 ONS 2021

Profile dataon UK
ethnicity

Ethnicity No % No % No % %

White 1611 83.73% 1407 83.60% 1243 82.32% 77%

BAME 251 13.05% 229 13.61% 227 15.03% 23%

Unknown 62 3.22% 47 2.79% 40 2.65% 0%

Total 1924 100% 1683 100% 1510 100% 100%

Staff Ethnicity 2024 /25 data comparison with ONS data

Ethnicity (Detailed Grouping) Comparison Count

82.32%

77%
23%
15.03%
—

White BAME Unkown

W 2025 B ONS 2021 Data on UK Ethnicity
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Staff Disability Profile

Comparison

2022/231t02024/25

Staff disclosure of disability

hasincreasedfrom9.51%in

2023/24t012.78%in2024/25.
Thisreflectsamoreinclusive

by campaignsledthroughHR, the
Inclusion Group, and wellbeing
initiatives. Unknown orrefused
dataroseslightlyto 3.44%in
2024/2025vs datafrom2.5%
in2023/24 data, whichwill be
addressed through continued
dataintegrity campaigns.

culture of disclosure supported

Staff Disability Profile data 2022 to 2025 with comparison to ONC Data

Supporting Disabled Staff - With
disclosuresrising, our priority is

to ensure adjustments, wellbeing
provision, and career progression
pathways are accessible and
consistently applied. Theincrease
also signalsamore open culture
around disability.

Disability 2022-23 2023-24 2024-25 ONS 2021
Profile dataonUK
ethnicity
Disabilty No % No % No % %
No kown 1721 89.45% 1481 88% 1265 83.77% 81%
Disability
One or More 147 7.64% 160 9.51% 193 12.78% 19%
Disabilities
Unkown/Info 56 2.91% 42 2.5% 52 3.44% 0%
Refused
Total 1924 100% 1683 100% 1510 100% 100%
Staff Disability 2024 /25 data comparison with ONC data
Disability Comparison Count
83.77%
81%
19%
12.78%
I

No Kown Disability

W 2025

One or More Disabilities

B ONC 2011 Data on Disclosed Disability

Unkown/Info Refused
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Staff Religion profile
comparison - 2022 to 2025

Staff disclosingnoreligion
increasedto 38.48%, while those
reporting Christianity remained
stable at 31.66%. Staff identifying
asMuslimroseto 5.10%,
continuing a steady upward trend.

The proportion of ‘Notknown/
refused' hasdecreased to17.02%,
showing the effectiveness of
targeted campaigns encouraging
disclosure.

Faith groups addto therichness of
ourcommunity. Ensuring space,
flexibility, and recognition of

diverse faithneeds, alongside
support forthose withno
religion, is centralto fostering
belonging. Allthese aspects are
being actively addressedviathe
University through chaplaincy
services, awareness campaigns,
and Inclusion Group oversight.

Staff Religion Profile - 2022 to 2025 comparison with ONC Data

Religion 2022-23 2023-24 2024-25 ONC 2021
Profile dataon UK
ethnicity
Detail No % No % No % %
Any other 128 6.65% 127 7.55% 17 7.75% 4.1%
religion
Christian 596 30.98% 531 31.55% 478 31.66% 46.2%
Muslim 80 4.16% 79 4.69% 77 5.10% 6.5%
No Religion 668 34.72% 605 35.95% 581 38.48% 37.2%
No Known / 452 23.49% 341 20.26% 257 17.02% 6%
Info Refused
Total 1924 100% 1683 100% 1510 100% 100%
Staff Religion 2024 /25 data comparison with ONC data
Religion Comparison Count
46.20%
38.48%  3720%

7.75%

Any otherreligion

4.10%

31.66% I

Christian

M 2025

5.10% 6.50%

Muslim

Bl ONC 2011 Data on Disclosed Rel

No Religion

6%

I -

Not known / Info
Refused

igion
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Staff Sexuality Profile 'Other' hasincreased slightly to address barriers. With 'unknown/
comparison - 2023/24 0.73%, while 'Unknown/refused' refused'ratesreducing, trustin
t0 2024/2025 reducedto16.16% from 22.51% disclosureisimproving. Continued
Het Istaff orofile | in2022/23 areduction of 6.35%, support for LGBTQ+ staff and
76e4e2r;sexl;1:334a4<ypr? tefl_fs delivering progress made under visibility campaignsremains a

o7 Wt 9,495 07 874 the Data Integrity Project. priority.

identifying as gay/lesbianand

) , Monitoring sexual orientation
3.25% bisexual. The proportion of g

enablesustoidentify trends and

Staff Sexuality Profile - 2022 to 2025 comparison with ONC Data

Sexuality 2022-23 2023-24 2024 -25 ONS 2021 data

Profile ondisclosed
sexuality

Detail No % No % No % %

Bisexual 57 2.96% 51 3.03% 49 3.25% 1.3%

Gay Manor 57 2.96% 59 3.51% 52 3.44% 1.5%

Lesbian

Heterosexual 1373 71.36% 1252 74.39% 1154 76.42% 89.4%

Other 4 0.21% 8 0.48% N 0.73% 0.3%

Unkown/ 433 22.51% 313 18.6% 244 16.16% 7.5%

Refused

Total 1924 100% 1683 100% 1510 100% 100%

Staff Sexuality 2024/25 data comparison with ONC data

Sexual Orientation Count

89.40%

76.42%

16.16%
7.50%
3.44%
3.25% 1.30% - 1.50% 0.73% 0.30% -
_ ] I I I——
Bisexual Gay Man or Lesbian Hetrosexual Other Unkown

W 2025 B ONC 2021 Data on Disclosed Sexuality
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Overall Summary

What’s gone well

Staff diversity has grown:
ethnic minority (15.03%),
disability disclosure (12.78%),
LGBTQ+disclosure (7.4%).
Genderbalanceremains
stable (54.97% female,
45.03% male).

The Target Operating Model
(TOM)has embedded fairness
andinclusioninto structural
change, with external
assurance from KPMG.

The TeamEngagementand
Development (TED) tool

and YourCareerplatform
have strengthenedinclusive
leadership and career
development.

e Paygapanalysesshow
narrowing orreversal across
gender, disability, and
sexuality.

Continuing focus of action

e Progresstowardsthe KPI
of 17% ethnic minority staff
representation by 2026/27,
particularly inleadership.

e Addressoccupational

segregation affecting gender

pay gaps, especiallyin

technicaland estatesroles.
Ensurerising disclosurerates
fordisability and LGBTQ+ staff
are matched with consistent
support.

Continue close monitoring
of pay gap fluctuations,
particularly ethnicity, where
smallsample sizes affect
results.

Embedinclusive practice
acrossrecruitment,
progression, andretention.
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Staff Pay Gap Analysis 2025

As part of ourongoing
commitment to equality, diversity,
andinclusion, the University
monitors staff pay gaps across
gender, ethnicity, disability, and
sexuality. This ensures fairness and
transparency in ouremployment
practices.

Genderpay gap reportingis
astatutoryrequirement for
organisations withmore than 250
employees. The University goes

further by also publishing ethnicity,

disability, and sexuality pay gap
datato ensure disparities are
understood and addressed across
all protected characteristics.

Two measures are reported:

e TheMeanPayGap -the
average differencein hourly
pay between groups. Thisis
calculated by adding all hourly
rates of pay foreach group
(e.g. male and female staff)
anddividing by the number of
staffinthat group.

e TheMedianPay Gap -the
midpoint differenceinhourly
paywhen all staff are lined up
fromlowest to highest paid.
Thisis often considered more
representative asitisless
influenced by very high orvery
low pay.

The 2022 and2023/24 analyses
demonstrated progressin
narrowing the gender pay gap and
providedimportantinsightsinto
ethnicity, disability, and sexuality
pay data, helpingus to better
target future action.

The 2025 analysis offers an
updated picture and shows how
initiatives such as the Target
OperatingModel (TOM), the Team
Engagementand Development
(TED)Tool, and the Data Integrity
Project are supporting progress
and embeddingfairness.

A
I
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Gender Pay Gap data
comparison from 2020
to 2025

The genderpay gap refiects
the differenceinaverage hourly
earnings betweenmenand
women.

In2024/25,the workforce was
made up of 54.97% women

and 45.03% men, with no staff
identifying as non-binary.
Although the gap showed some
fluctuation during 2023/24, the
longer-termtrendindicates steady
progress. Overthe past five years,

the mean pay gap has narrowed
from9.00%in2020/21t07.14%
in2024/25. However, the median
gaprose slightlyin2024/25

by 0.87%, highlighting that, on
average, male staff continue to
earnmarginally more thanfemale
staff.

The persistence of agapislinked
to occupational segregation, with
women more likely to be employed
in health, wellbeing, and student
supportroles,and menmore often
intechnical and estates functions,
areas whichtypically carry
different pay scales.

Gender Pay Gap Data 2020 to 2025

To address this, the Target
OperatingModel (TOM) has
introduced clearer progression
pathways across Academic
Schools and Professional Services,
while the Team Engagement

and Development (TED) tool

has supported managersin
embeddinginclusive leadership
and holding values-based

career conversations. Together,
theseinitiatives are helping to
narrow the gender pay gap by
supporting fairer progression and
development.

Year Mean Median
2020/21 9.00% 0%
2021/22 8.10% 0%
2022/23 7.80% 0%
2023/24 8.08% 0%
2024/25 7.14% 0.87%

8.10%

2022

Gender Pay Gap (Mean %)

8.08%

2023 2024

Year

7.80%
.\‘/’N%

2025
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Ethnicity Pay Gap data comparison from 2021to 2025

The ethnicity pay gap compares
the average hourly pay of ethnic
minority staff with that of White
staff.

By 2024/25,15.03% of staff
identified as ethnic minority, up
from13.61%in2022/23, marking
steady progress towards the
University’s KPl of 17% ethnic
minority representation by
2026/27.

In2023/24, the mean ethnicity
pay gap was +1.21% in favour

of white ethnicity staff, witha
median of 0%, indicating parity
atthe midpoint.In2024/25, the
mean shifted to +1.17% (in favour
of White staff). This movementis
largely explained by the increasing
proportion of ethnic minority staff,
where small changesin higher pay
bands candisproportionately
affectresults due to the overall
size of the group.

Despite this fluctuation, the
broaderdirectionis encouraging.
Recruitment practices,

Ethnicity Pay Gap Data 2022 to 2025

progression pathways, and
improved data quality are all
contributing toinclusivity. The
TOM, TED, and the Data Integrity
Project have beenparticularly
importantinembeddingfairer
career structures, empowering
teamsto challenge barriers,
andreducing unknown ethnicity
records, ensuring thatreporting
more accurately reflects staff
experience

Year Mean Median
2021/22 -1.35% (EM) 0%
2022/23 -1.91% (EM) 0%
2023/24 +1.21% (White) 0%
2024/25 +1.17% (White) 0%

-1.35%

2022

Ethnicity Pay Gap (Mean %)

P
+1.21% A17%
1.91%
2023 2024 2025

Year
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Disability Pay Gap data comparison from 2021 to 2025

The disability pay gap measures
the differenceinaverage hourly
pay between staff with adeclared
disability and those without.

In2024/25,12.78% of staff
disclosed adisability, compared
with 9.51% the previous year, while
3.44% preferred not to disclose.

The disability pay gap has steadily
reduced, from4.70%in 2021/22 to

418%in2023/24,andin2024/25it
reversedto -2.29%, meaning staff
with a disability now earn slightly
more on average than theirnon-
disabled colleagues.

adjustments, and career
development opportunities. The
DataIntegrity Projecthas been
centralindriving higher disclosure
rates, reducing the number of
“‘unknowns” and providing a
strongerevidence base to shape
future action.

Thisimprovementreflects both
theincreasingrepresentation of
disabled staffin higher grades
andthe supportinplaceto

help them progress, including
targetedrecruitment, workplace

Disability Pay Gap Data 2022 to 2025

Year Mean Median
2021/22 4.70% (Non-Disabled) 0%
2022/23 5.29% (Non-Disabled) 0%
2023/24 4.18% (Non-Disabled) 0%
2024/25 -2.79% (Disabled) 0%

Disability Pay Gap (Mean %)

5.29%

2022

2023 2024 2025

Year
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Sexuality Pay Gap Data 2025

The sexuality pay gap compares Median figures have remained as “unknown.” Alongside this,

the average hourly pay of LGBTQ+  close to parity throughout. cultural change supported by TOM

staff with that of heterosexual and TED hasimproved inclusivity,

staff. Inpreviousyears, 2022-2024 the strengthenedfairnessinrole
methodology used a different design, and supported career

In2024/25,76.24% of staff formula. From 2025 onwards, progressionfor LGBTQ+ staff.

identified as heterosexualand the approachwasrefinedto

7.42% identifled as LGBTQ+ compare LGBTQ+ staff directly

(3.44% gay/lesbian, 3.25% with heterosexual staff, rather than

bisexual, 0.73% other),and16.16%  the whole workforce, aligning with

preferred notto disclose. sectorbest practice.

The meanpaygapisat-4.39% The Datalntegrity Project has

showing that LGBTQ+ Staff now alsoboosted disclosurerates,

earnslightly more on average. reducing the number of staff listed

Sexuality Pay Gap Data 2025

2024/25 -4.39% 0%
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To summarise

Between2023and 2025, the
University has made strong
progressinreducing pay gaps
and strengthening theintegrity of
workforce data.

e Gender:Meangapreduced
from 9.00% (2020/21) to 7.14%
(2024/25), withthe median
closetozero.

e Ethnicity: Moved from-1.35%
(2021/22)t01.17% (2024/25),
alongside rising minority
ethnicrepresentationto
15.03%.

e Disability: Reduced from
4.70%(2021/22)t0-2.29%
(2024/25), withmore disabled
staff representedinhigher
grades.

e Sexuality: Narrowed from
19.34% (2021/22)t0 -4.39%
(2024/25), supported by
culturalchange andimproved
methodology.

The combinedimpact of the
TOM, TED, and the Data Integrity
Project hasbeento create fairer
career structures, fosterinclusive

leadership, and delivermore
accuratereporting through
strongerdisclosurerates.
Although fluctuations remain,
particularly where smaller staff
populations make the datamore
sensitive, the overall directionis
positive. Pay gaps are narrowing,
representationisimproving, and
the University is steadily advancing
towardsits ambition of beingan
inclusive employer of choice.
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What We Delivered and Achieved for Our Studentsin 2024 /25

At University of Staffordshire,

we create opportunities that
transform lives. Our students, in
turn, willgo onto transformssociety
and the communities where they
live and work, bothinthe UKand
internationally. We continue to
build awelcoming, inclusive, and
culturally diverse environment
where studentsfeel connected,
supported, and able to thrive.
While much progress hasbeen
made, we alsorecognise that more
canbedonetodeepeninclusion
and address barriersto success.

Enhancing Student
Supportand Wellbeing -
2024/25:

e Single AccessPointfor
Support - Student Life
serviceswererestructuredto
create aunified access point,
making it easier for students
toreceive timely help and
specialist advice.

e Solve: Digital Front Door -
Launchedto provide seamless
online access to Student Life
services, connecting students
totheright support more
efficiently.

¢ Wellbeing Services -
Restructuredtoinclude out-
of-hourswellbeing supportin
Residential Services, ensuring
integrated and continuous
care forstudentslivingon
campus.

e RiskAssessments Simplified
- Institutional processes for
Personal Risk Assessments
and Emergency Evacuation
Plans were reviewed,
reducing the administrative
burdenonstudentsrequiring
adjustments, ensuringwe
capture everyone that has
additional needs

Supporting Student
Transitions-2024/25

¢ Inclusive Move-in Experience
- Residential students
benefitted from quieter,
tailored move-inprocesses,
easing the start of university
life.

e Autistic Students Transition
Event - Deliveredin
partnership between ResLife
and Student Advice, this
provided opportunities to
build friendships, explore
campus, and prepare for
student life.

o Weekly “Wellness
Wednesday” Programme -
The Wellbeing & Safeguarding
team’s Out of Hours advisors
(with support from the Reslife
team)delivered activities
that fosteredindependent
living skillsandreduced social
isolation.

Improving Access
to Wellbeing and
Safeguarding

e Studentengagementwith
Wellbeing and Safeguarding
services continues to
grow, with particularly
positive progressamong
underrepresented groups:

¢ Malestudentusageincreased
from 39.6%in 2020/21to
46.6%in2023/24. This has
beenmaintainedin2024/25
with 46.38% of males
accessing the service.

¢ StudentsfromBlack ethnic
backgrounds accessing
servicesincreased from4.2%
in2020/21t0 6.4%in2023/24.
This growthhas also been
maintainedin2024/25 with
6.27% of students from Black
ethnicbackgroundsanda
riseinstudents from Asian
Pakistanibackgroundsrising
t04.76%.

e Theseincreasesare
encouraging, giventhatboth
groups are oftenidentified
nationally as ‘hardtoreach’in
wellbeing support

Targeted Financial and
Pastoral Support

e Student SuccessFund
- Broughtinto the remit
of Student Life, enabling
more targeted support for
disadvantaged students
and those with protected
characteristics. The Advice
Teamreviewed application
processes and award typesto
broaden accessibility, aligned
withthe University’s Access
and ParticipationPlan.

Nurturing Inclusion,
Faith and Belonging

e Chaplaincy andFriends
of Faith - Our multifaith
chaplaincy supported
students and staff in their
spiritualwellbeing, fostering
inclusion through student-led
celebrations andreligious
festivals. Highlightsincluded
Christmas and Easter
gatherings, Hannukah and
Diwali celebrations, and
tailored support during
Ramadan fasting.

To summarise:

In2024/25, we have undertaken
work thatis assistinginremoving
barriers, enhancing student
wellbeing, and fosteringinclusion.
Ourworkhas:

e Strengthenedwellbeing
provision, particularly for
underrepresented groups.

e Supportedsmoothand
inclusive transitionsinto
university life.

e Enhancedfinancialand
pastoral support for
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disadvantaged students.

e Celebratedculturaland
faith diversity across our
community.

e Werecognisetheneedto
diversify our staff within
Student Life so thatit
betterreflects ourstudent
population, and thisremains a
priority for2025 and beyond

Together, these achievements
demonstrate ourcommitment
to shaping astudent experience
thatisinclusive, supportive, and
empowering, enabling every
student to succeed.

f;;,ﬂx////////////////////////////// i nm'\1\\\|\\\i'\'\'\

Student Profile Data
2024/25

In2024/25, the University enrolled
17,331 students, reflecting a broad
mix of age, background, and
experience.

Thelast fewyearshave been
challenging forthe higher
education sector, shaped by
demographic shifts, economic
pressures, andregulatory change.
Locally, young people fromlower-
participation neighbourhoods
(POLAR4 decilesTand 2)remain
underrepresentedinhigher
education, reinforcing the

|

importance of our Accessand
ParticipationPlanand targeted
outreach. Nationally, new UK visa
rules have reducedinternational
student numbers, particularly at
postgraduate level, reshaping the
profile of our cohorts.

While these challenges create
financial and cultural pressures,
they also sharpen ourfocuson
resilience and opportunity. The
University remains committed to
inclusivity and growth, ensuring
that every student, whether from
Stoke-on-Trent, across the UK,
oroverseas, feelswelcomed,
supported, and able to thrive.

=
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Student Age Profile data comparison - 2023-2025

19.01%in2022/23. bracket (28.2%).
The age profile shows a steady Furtheranalysis of the data show These disparities are monitored at
intake of younger students, with that age distribution varies by the Universities Inclusion Group
those 18 andundernow makingup  school: meetings andinputsinto our
18.27% of the student population, approachto Student Recruitment
anincrease from previous years. o DTIB(Digital, Technology, and Conversion Strategy and
Studentsaged19-21remainthe Innovation and Business) actionplan
largest group at 20.58%, while attractsayoungercohort at
the proportion of students aged 29.3%
26-35hasreducedto 23.8% from e HEPS (Health, Education,
27.42%in2022/23,thoughthey Policing and Sciences)
are still the most significant mature continues to see thelargest
student group. Those aged 36+ mature student intake,
have grown slightly to 20.75% from particularlyinthe 26-35

Student Age Profile Data 2022 to 2025

Age Profile July 2023 July 2024 July 2025

Age No % No % No %

18 & Under 3246 14.66% 3161 15.73% 3167 18.27%
19-21 4380 19.78% 3890 19.35% 3566 20.58%
22-25 4237 19.13% 3614 17.98% 2877 16.60%
26-35 6073 27.42% 5390 26.82% 4124 23.80%
36+ 4310 19.01% 4044 20.12% 3597 20.75%
Total 22146 100% 20099 100% 17331 100%
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Student Sex Profile Data comparison - 2023 to 2025

OurRecruitment and Conversion
Strategy will specifically target
areas of genderimbalance

to ensure amore equitable
distribution across subjects.

Distribution by schoolindicates
agenderimbalance thatisdue
to subject mixand select subject
segregation:

The student gender profile
continues to be broadly balanced,
with male students at 51.66%
andfemale students at 47.75%,
alongside asmallbutrising
proportion of studentsidentifying e
as ‘Other’ (0.58%). The trend

shows agradualincreaseinfemale o
representationyear-on-year,
narrowing the gap betweenmale
andfemale students.

DTIBreports anotably high
maleintake (71.7%),

HEPS maintains a stronger
femalerepresentation (77.9%),
reflecting subject-based
trendsinstudentrecruitment.

Student Sex Profile Data comparison - 2023 to 2025

Sex Profile July 2023 July 2024 July 2025
Sex No % No % No %
Female 10305 46.53% 9467 47.11% 8276 47.75%
Male 11806 53.31% 10581 52.65% 8954 51.66%
Other 35 0.16% 49 0.24% 101 0.58%
Total 22146 100% 20097 100% 17331 100%
Student sex comparison per school*
Female M Male M Other

100%

80%

60%

40%

20%

21.8%
0%

Health, Education,
Policing and Sciences

Digital, Technology,
Innovation and Business

*Undergraduate students on full time courses



EQUALITY, DIVERSITY AND INCLUSION ANNUAL REPORT 2024/25 X35

Student Ethnicity Profile data comparison - 2023-2025

The ethnic diversity of the student
body hasremained broadly stable,
with 29.51% identifying as ethnic
minority, 68.2% White,and 2.3%
Unknown. While slightly below the
2023-24 peak(30.79%), ethnic
minority enrolmentsremain above
sectoraverages.

Furtheranalysis of that data shows
that Full-Time, Undergraduate
Home students Ethnicity rates
for2024-2025 were 31.25% and

distribution across schoolsis
uneven:

o DTIBreportsthe highest
proportion of ethnic
minority students (33.3%),
comparedwith29.2% in HEPS,
highlighting differencesin
portfolio appeal andregional
reach.

The University has set a Key
Performance Indicator (KPI) for

Student Ethnicity Profile data comparison - 2023-2025

29% of the student population
to be drawn from ethnic minority
groups by 2026-2027, and current
performanceindicates we are
meeting this target.

We will continue to address
disparitiesin ethnicity
representation through targeted
actionswithin the Student
Recruitment and Conversion
Strategy andactionplan.

Ethnicity July 2023 July 2024 July 2025
Profile
Ethnicity No % No % No %
BAME 5672 25.61% 6188 30.79% 514 29.51%
Unkown 612 2.76% 528 2.63% 398 2.30%
White 15862 71.62% 13383 66.59% 11819 68.20%
Total 22146 100% 20099 100% 17331 100%
Student Ethnicity comparison per school*
B White BAME B Unknown

100%

80%

60%

40%

20%

0%

Digital, Technology,
Innovation and Business

*Undergraduate students on full time courses

Health, Education,
Policing and Sciences
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Student Religion Profile data comparison - 2023 - 2025

Studentsreporting ‘No Religion’
continue to be the largest group
at52.5%, showing a small year-on-
yearincrease. The proportion of
Christian students hasremained

steady at 28.4%, while Muslim
studentsrepresent7.29% and
Hindu students1.79%. Other

religious groups (Sikh, Buddhist,

Jewish, Spiritual, and Other)

collectively make up under5%.

Around 5.64% of students did not .
disclose theirreligion.

Distributionacross schools

reflects widerregional

demographics:

¢ HEPSshowinghigher

proportions of students
declaring faith affiliations

DTIB attracts alarger share of
studentsreportingnoreligion

Where disparities existin faith
representation ordisclosure
rates, these willbe addressedin
our Recruitment and Conversion
Strategy and actionplan.

Student Religion Profile data comparison - 2023 - 2025

Religion Profile July 2023 July 2024 July 2025

Detail No % No % No %
Other 277 1.25% 257 1.28% 246 1.42%
Buddhist 195 0.88% 192 0.96% 132 0.76%
Christian 6312 28.50% 5708 28.40% 4922 28.40%
Hindu 504 2.28% 433 2.15% 310 1.79%
Jewish 20 0.09% 14 0.07% 18 0.10%
Muslim 1962 8.86% 1751 8.71% 1264 7.29%
No Religion 11148 50.34% 10197 50.74% 9099 52.50%
Sikh 266 1.20% 226 1.12% 148 0.85%
Spiritual 293 1.32% 253 1.26% 215 1.24%
Unkown 1168 5.27% 1066 5.30% 977 5.64%
Total 22145 100% 20097 100% 17331 100%
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Student Disability Profile data comparison - 2023 - 2025

Students declaring a disability disabilityratesfor2024-2025are  atpoint of enrolment.
accountfor23.01% of thestudent  at 30.3% are evenly distributed Any disparitiesindisclosure or
population, a slight reduction acrossschools: support willbe considered and
fromthe previous year but still acteduponwithinthe Student
significantly higherthanthe o 279%inHEPSand 30.9% Recruitment and Conversion
national sectoraverage (14.5%,). in DTIB, showing consistent Strategy andactionplan.
Those without a declared disability supportforinclusionacross

remain the majority at 76.99%. academic areas.

Furtheranalysis on Disabled This highlights the University’s

students shows that Full-Time successinencouraging disclosure

Under Graduate Home students and embedding support provision

Student Disability Profile data comparison - 2023 - 2025

Disability Profile July 2023 July 2024 July 2025

Disability No % No % No %

No Declared 17854 80.62% 15413 76.69% 13344 76.99%
Disability

Declared Disability 4288 19.36% 4686 23.31% 3987 23.01%
Unkown Disability 4 0.02% (0] 0% (0] 0%
Total 22146 100% 20099 100% 17331 100%

Student disability comparison per school*

B No Declared Disability Declared Disability
100%
80%
60%
40%
20%
0%
Digital, Technology, Health, Education,
Innovation and Business Policing and Sciences

*Undergraduate students on full time courses
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Student Sexuality Profile data comparison - 2023 - 2025

The sexuality profile shows
79.08% of studentsidentify as
heterosexual, while LGBTQ+

Distributionacross schools show:

students (bisexual, gay men, and

gay women/lesbian) account
for9.59% of the total. Bisexual

studentsare thelargest LGBTQ+
group at 6.29%. Afurther2.61%
identify as ‘Other’, and 8.71% of
students preferred not to disclose.

Higherdisclosure rates of
LGBTQ+identity among

younger cohortsinDTIBand

University of Staffordshire

London, reflecting national

trends where youngerage
groups are more comfortable
toidentify as LGBTQ+.

Any disparitiesindisclosure or

representation will be actively
addressed through our Student
Recruitmentand Conversion
Strategy and actionplan.

Student Sexuality Profile data comparison - 2023 - 2025

Sexuality Profile July 2023 July 2024 July 2025

Detail No % No % No %
Bisexual 1128 5.82% 1220 6.07% 1090 6.29%
Gay Man 310 1.40% 309 1.54% 276 1.59%
Gay Women /Lesbian 362 1.63% 337 1.68% 296 1.71%
Hetrosexual 17627 79.59% 15883 79.03% 13706 79.08%
Other 559 2.52% 541 2.69% 453 2.61%
Unkown/Information 2000 9.03% 1807 8.99% 1510 8.71%
Refused

Total 22146 100% 20097 100% 17331 100%
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Overall Summary

What’s gone well

Student diversity remains strong, with 29.51%

of the student body from ethnic minority
backgrounds, aligning with the University’s KPl to
mirror the post-92 sectorbenchmark (29%) by
2026/27.

Students declaring a disability account for 23.01%
of the total population, whichis higher than the
national sector average (14.5%), reflecting robust
inclusion and the success of early-stage disclosure
and support provision.

LGBTQ+ disclosure rates have continued to

rise, supported by inclusive events, targeted
campaigns, and visible representation across the
student community.

Enhanced wellbeing and inclusion support

have been delivered through the Student Life
restructure and Solve Digital Front Door, improving
access to services and continuity of care.
Engagement with Wellbeing and Safeguarding
services continues to rise among traditionally
underrepresented groups, including male students
(46.4%) and students from Black and Asian
backgrounds (over 6%).

Targeted financial and pastoralinitiatives, including
the Student Success Fund, have improved equity
of support for students from disadvantaged or
protected groups.

Continuing focus of action

While progress is strong, the University remains
committed to deepeninginclusion and equity
within the student experience. Priorities for
2025/26include:

Sustaining progress towards the KPI of 29% ethnic
minority representation and continuing to diversify
the student population across all Schools and
subject areas.

Maintaining high disclosure rates for disability,
ethnicity, and sexuality, and further reducing
“‘unknown/refused” data to below 2% across all
protected characteristics.

Enhancing targeted interventions to address
attainment and progression disparities, particularly
forBlack and Disabled students.

Continuing toimprove accessibility and digital
inclusivity through the Solve platform and Student
Life services.

Expanding peer and community engagement
opportunities to strengthen student belonging,
wellbeing, and employability.
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THEME 4 - INVOLVING OUR STAFF

STUDENTS AND OUR COMMUNITIES

Involving Our Staff and Students-
Inclusion Group

In2025, University of Staffordshire
reaffirmedits commitment to
embeddinginclusioninto the heart
of its culture by strengthening the
Inclusion Group. This group was
refreshed to ensureitremains fit
forpurpose considering the wider
organisational changes brought
about by the Target Operating
Model (TOM).

The Inclusion Group adopted

new Terms of Reference (TOR)in
2025, whichclarifieditsrole as
the primary advisory and scrutiny
body forEDI. The TOR ensures that
the group:

e Providesdirect oversight of
the University’s EDI Framework
and associated delivery plans.
Acts as avoice for staff,
students, and communities,
championinginclusionin
decision-making.

e Holds Schoolsand
Directoratesaccountable for
meeting theiragreed KPIs and
EDlactionplans.

The Schedule of Business
wasrevised to alignwiththe
University’s planning cycle. This
enables systematic monitoring
of progress against KPIs, with
quarterly reviews of staff/student
demographic data, recruitment
outcomes, and progression
trends.

As partof the TOMrealignment,
the membership of the Inclusion
Group wasreviewed and
refreshed. [tnowreflects the
new University structure, with
representatives drawn from

the consolidated Schools of
Digital, Technology, Innovation
and Business (DTIB) and Health,
Education, Policing and Sciences
(HEPS), alongside Professional
Services.

Membership continues to
include senior staff, student
representatives, chaplaincy, and
trade unions, ensuring diverse
perspectives and experiences
inform discussions.

The group remains chaired by the
Chief Operating Officerandis
supported by the Director of EDI,
providing clearaccountability and
leadership atthe highestlevel.

Our Commitment

e Tocoachandsupport
Inclusion Group members as
ambassadors of consciously
inclusive behaviours,
ensuringinclusion principles
are modelled across the
University.

e Toensurethe groupremains
anopenandsafe space
where honest feedback
canbe shared, challenging
the University to go further
inembedding equity and
inclusion.

e TousetherevisedTOR,
Schedule of Business, and
refreshed membership
to create astronger
foundationfordelivering
measurable changein
recruitment, progression, and
organisational culture.
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Awareness Campaigns and
Cultural Engagement

In2024/25, amajorfocus of the
Inclusion Group was to agree,
oversee, and support the delivery
of awareness campaigns and
cultural celebrations. These
initiatives were developed and
led by our Chaplaincy, Student
Lifeand Communications Team,
with support fromInclusion
Group memberstoensure
visibility, collaboration, and wide
participation across the University.

Examples of campaigns
and events have included:

e DiwaliCelebration (October
2024) Anon-campus cultural
showcase featuring traditional
food, music, and storytelling.

e Christmas Celebration
(December2024) Festive
gathering with mince pies and
hot chocolate,accompanied
by carolsinging led by
University Chaplain, Revd.
Mick Williams.

e LGBTQ+ History Month
(February 2025) A digital
campaignamplifying
student and staff voices and
experiences.

International Women’s Day
(March 2025) Celebrating

and highlightingwomenin
leadershiproles.

Eid Celebrations (2025) On-
campus cultural showcase with
food, music, and storytelling.

o EasterCelebration (2025)

Exploring the significance

of Lent, Good Friday, and

EasterMonday through digital

storytelling.

Pride Month (June 2025) In

partnership with the Students’

Union, the University joined

the Stoke-on-Trent Pride

celebrations at Hanley Park, a

vibrant day of performances,

music, and community
celebration.

By embedding awareness
campaignsintoits Schedule of
Business, the Inclusion Group
ensures these initiatives are not
ad-hoc but strategically planned
andreviewed. This has created:

e Strongeralignmentbetween
staff/studentneedsand
institutional action.

e Greatervisibility of
inclusion through proactive
communications.

e Acollaborative modelwhere
Chaplaincy, Student Life, and
Communicationslead, and
Inclusion Group members
provide accountability and
support.

To summarise

The Inclusion Group,
strengthened by new Terms of
Reference, arefreshed Schedule
of Business, and membership
aligned withTOM, has positioned
inclusion as a strategic priorityin
2024/25.

Awareness campaigns

and cultural celebrations,
delivered collaboratively by
Chaplaincy, Student Life, and
Communications Team, have
showcased ourcommitmentto
creating a culture of belonging.

Throughleadership,
accountability, and collaboration,
the University continues to
reinforceits values of fairness,
inclusivity,and community,
ensuring all staff and students
feelrecognised, represented,
and empowered.
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Involving and Supporting
our Communities

Building for the Future -
Social Value & EDI| Case
Study

The £100m Student Village will
redefine life at University of
Staffordshire, creatingamodern,
sustainable campus that puts
students and community atits
heart. Due forcompletionin 2026,
the development will deliver 700
new studentrooms, refurbish
300rooms at Clarice Cliff Court,
andintroduce anet-zero Village
Hub - settinganew standard for
sustainable student living.

The University and Willmott Dixon
have committed to embedding
Equality, Diversity and Inclusion
(EDI)and Social Value into every
stage of delivery. That means
investinginlocal talent, opening
doorsforunder-represented
groups, building strong
community partnerships, and
leaving alegacy thatreflects our
values of being curious, ambitious,
andinspirational.

Partner Commitments

e Employ25% of workforce
within 10 miles; 50% within 30
miles.

e Spend25% of supply chain
value within10 miles; 50%
within 30 miles.

e Deliverapprenticeships,
internships, work experience
and careers workshops.

e PartnerwithYMCANorth
Staffs, the Gingerbread
Centre, and Beating Time.

e EmbedEDIltrainingforall staff
and supply chain partners.

e« Engagestudents, schools, and
earlyyearslearners through
outreach.

What Has Been Delivered
(2024/25)

e 150 apprenticeships weeks
delivered

e 14 workexperience
placements

e 2paidinternships(including
1University of Staffordshire
student)

e Tlethnic minority individuals
andllocal female employed
fromwithinthelocal area (ST4
postcode)

o 33%oflabourand18% of
spend sourced locally (within
40 miles)

o 85staff volunteerhours
£2,000+ donated to charities

Case Studies

YMCANorth Staffordshire -
provides housing, training,
education, healthand wellbeing
services foryoung people (11-25)
atrisk of homelessness, helping
them belong, contribute, and
thrive.

What was delivered:

e Providedaweek'swork
experience for Mikiele, ayoung
man supported by YMCA

e Mikiele gained confidence, CV
references, and practical skills.

e Asaresult, Mikiele secureda
permanent constructionrolein
Crewe.

“Mikiele has shown reliability and
went overand above toembrace
his first week workingin the
constructionindustry. He became
apopularmemberof the onsite
team.” - JonMalone, Logistics
Manager, O’Neill & Brennan

The Gingerbread Centre -
foundedin1977, Gingerbread
provides supported
accommodation and tailored
support forfamilies and

single parents experiencing
homelessness orcrisis, helping
themresettle andrebuild their
lives.

What was delivered:

e Emergencyredecoration
and furnishing of aflatfora
vulnerable family.

e Donationof ababyhamperfor
ayoung expectant mother.

e £400raisedthrougha
charity carwash, plus pantry
donations of food and
essentials.

e Secured£6,000 of free
CCTVupgrades fromMagpie
Security.

“The support we received was
invaluable. Familiesin crisis

were able to move into safe,
welcoming accommodation
thanks to Willmott Dixon’s team.”
- Gingerbread Centre Staff
Member’

Beating Time - works with
peopleinprisonthrough
creativity, employability and
entrepreneurship. Theirgoal

is to ensure ex-offenders can
reintegrateinto society with
skills, confidence, and accessto
sustainable work.
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What was delivered:

e WorkshopsatHMP Stoke
Heath forprisonleavers due for
release within12 weeks.

e Sessionscovered
employability, CV building, and
interview preparation.

e Created pathways towork,
reducingrisk of re-offending
and supporting rehabilitation.

Awards & Recognition

The University of Staffordshire
StudentVillage has already
gained nationalrecognitionforits
innovative approach and impact:

e Partnerships Awards
2025 - Winner: Best Social
Infrastructure Project

e Property Week Student
Accommodation Awards 2024
- Winner: Deal of the Year

These awardsreflect the
project’s pioneering funding
model, sustainable design, and
commitment to social value.
Judges highlighted how the
StudentVillage combines net-
zero construction principles with
acomprehensive programme

of community benefits, from
apprenticeships andinternships
to partnerships with charities
including YMCA North Staffs, the
Gingerbread Centre, and Beating
Time.

Therecognitionplacesthe

project at the forefront of UK
highereducationinfrastructure,
settinganewbenchmark forhow
universities can deliver both world-
class facilities and measurable
socialimpact.

Future Work (2025/26)

¢ Continue apprenticeships,
internships, and placements.

e Expandprison-leaver
employability workshops with
Beating Time.

e« Extendcollaborationwith
Woodlands Nursery & Forest
Schoolthroughorchard
planting, play events, and
donations.

e Launchthe Clarice Cliff Court
energy-saving competition.

o Growsupplychain
engagement toboostlocal
jobsandinvestment.

To summarise

The Student Villageismore thana
construction project —itis asocial
impactprogramme in action.
Over 30 apprentices, students,
and unemployedindividuals
supportedinits firstyear. Local
charities and community groups
empowered through funding,
donations, and skills. YMCA, the
Gingerbread Centre, and Beating
Time have each benefited from
direct, measurable support.
EDlembeddedinto site culture,
ensuringinclusive opportunities
forall.

By 2026, the Student Village will
stand not only asamodern student
residence butalsoasasymbol

of the University’s commitment
topeople, place,and purpose.

The project’s national award
recognition furtherdemonstrates
thatitisnotonly alandmark
development for University of
Staffordshire, but also anexemplar
forthe widersectorindelivering
sustainable, inclusive, and socially
impactfulinfrastructure.



[ZX<T EQUALITY,DIVERSITY ANDINCLUSION ANNUAL REPORT 2024/25

COMMUNITY LEADERSHIP & HONORARY DOCTORATE

University of Staffordshire is proud to celebrate the achievements of inspirational individuals from our region.
By awarding honorary doctorates, we not only recognise their exceptional contributions but also highlight the
importance of civic leadership, inclusion, and community impact.

Mohammed Ramzan -

Community Leadership

Mohammed was born abroad and raised in Shelton,
Stoke-on-Trentand, became the firstin his family to
go touniversity. Mohammed studied Social Work and
Social Studies at University of Staffordshire before
continuing postgraduate studies at Manchester,
Lancaster, and Oxford.

Key Achievements:

e Chairof the Shelton Community Partnership,
representing over 250 businesses, residents, faith
groups, andlandlords.

e VicePrincipal of StHelen’s College, focusing
onwidening participationand access to higher
education.

e Championforsocial mobility, connecting
communities to education, housing, and
employment opportunities.

“No matterwhere you come from, which school you
went to, orwhat yourbackground may be, | stand here
today as living proof that you can succeed.”

Councillor Abi Brown OBE -

Civic Leadership

Councillor AbiBrown OBEis alongstanding Stoke-
on-Trent City Councillor, Abi Brown served as Council
Leader, representing the Meir Park ward.

Key Achievements:

e« Oversaw majorregeneration projectsinthe city,
including housing, skills development, and digital
infrastructure.

e Advocatedforcollaborations with University of
Staffordshire to drive civic pride andinnovation.

e AwardedanOBEin2022forservicestolocal
government.

“Ihave always believed that the future of Stoke-on-
Trentliesin collaboration - working with partners
like the University to bring new opportunities to our
people.”
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Commander Nathan Gray -
Inspirational Leadership
CommanderNathan Gray is one of the UK’'s most

decorated Royal Navy fighter pilots, originally from
Staffordshire.

Key Achievements:

e Servedwithdistinctioninthe Royal Navy Fleet
Air Arm, including operational deployments
overseas.

e Firstpilottolandthe F-35B Lightningllonthe UK’s
flagship aircraft carrierHMS Queen Elizabeth.

e Involvedin STEM outreach, mentoring young
peopleinschools and community groups across
Staffordshire.

“Itisaprivilege toinspire the next generation. If my
journey encourages even one young person to follow
theirambitions, then it has allbeen worthwhile.”

Nathan Heaney -

Sporting Achievement and Advocacy
NathanHeaney bornandraisedin Stoke-on-Trent,
known as “The Hitman from Stoke.” Nathanis a
professional boxer competing at nationaland
international levels.

Key Achievements:

¢ Wonthe British Middleweight Boxing
Championshipin2023.

¢ Knownforbringing thousands of fans from Stoke
to hismatches, promotinglocal pride.

e Advocate formental health awareness, speaking
publicly about wellbeing in sport and community
resilience.

“Stoke has always beenmy home - every fightwinis
forthe city andits people.”

To summarise

e Byrecognisingthese fourfigures, spanning
community leadership, civic service, military
inspiration, and sporting achievement, University
of Staffordshire demonstratesits civic mission
inaction. Eachhonouree embodiesvalues
of inclusivity, resilience, ambition, and pride
in Staffordshire. Theirrecognitionnotonly
honoursindividual achievement but also offers
powerfulrole models for students, staff, andlocal
communities alike.

Overall Summary

What’s gone well

e Thelnclusion Group has beenstrengthened
throughrevised Terms of Reference, arefreshed
Schedule of Business, and membership aligned
withTOM.

e Culturalcampaigns (Diwali, Eid, Pride Month,
International Women’s Day) have reinforced
belonging andvisibility.

e Chaplaincy, Student Life,and Communications
have collaborated with the Inclusion Group
to ensure strategic alignment of events with
community needs.

e Thef£100m Student Village project has
embedded EDl and social value into delivery,
with apprenticeships, local employment, charity
partnerships, and nationalrecognition.

e Honorarydoctorates celebrated diverse civic
leaders, reinforcing the University’s mission and
providing visible role models.

Continuing focus of action

e Maintaindiversity within the Inclusion Group to
reflect staff and student voices.

e Evaluatethelong-termimpact of awareness
campaigns and cultural events.

e Expand community and charity partnerships,
ensuring EDIremains central to major projects.

e Ensurelnclusion Groupinfluence remainsvisible
in everyday decision-making.

e Continue topromote civic leadership role models.
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THEME 5- RESPONSIVE SERVICE, ACCESS
AND IMPROVING SATISFACTION LEVELS

University of Staffordshireis
committed to putting our staff,
students, and communities at

the heart of everything we do.
Ourambitionisto make their

lives easierand ensure that the
experiences we provide meet
boththeiraspirations andours.
We are determinedto delivera
fair, inclusive, and supportive
highereducationand employment
environment that contributes
positively to ourregionand
beyond. Through our vision

of delivering Next Generation
Educationand employment
opportunities, we aim toreinforce
that the University exists to help
our people and communities
thrive, achieve theirambitions, and
realise theirlife goals.

NSS Results and Student
Satisfaction

The National Student Survey (NSS)

isanindependent, UK-wide survey
that collects the views of final-year
undergraduate students about the

University of Staffordshire - NSS Results 2024 vs 2025
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quality of theircourses. Itis akey
benchmark forhighereducation
providers, covering areas such as
teaching, learning opportunities,
assessment, academic support,
organisation, learningresources,
and the studentvoice.The
NSSresults are widely used by
universities toidentify strengths,
highlight areas forimprovement,
and measure performance against
national peers.

ForUniversity of Staffordshire, the
NSSismore thanjustasurvey;, it

is avitaltoolforensuring services
remainresponsive, accessible,
and student focused. The
2025results mark a significant
milestone, demonstrating
measurable improvements across
allkey themes andrefiecting the
University’s ambition to continually
raise satisfactionlevels.
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Key Highlights from
NSS 2025

e Overallstudent positivity
increased by 4.0 percentage
points, rising from77.5%in
202410 81.5%in2025.

e TheUniversity climbed 22
placesinthenational sector
rankings, one of the strongest
improvements across UK
highereducation.

o Studentsatisfaction
improved across all seven NSS
categories, with particularly
strong gainsin Student Voice
(+4.7 points) and Organisation
& Management (+4.3 points).

Performance Across Key
NSS Themes

University of Staffordshire
demonstrated consistent
improvement across every NSS
theme. Theseresultsreflect the
impact ofinvestmentsinacademic
support, teaching quality, learning
resources, and the student voice.

M 2024
W 2025

84.7%

84.4%

82.8%

81.4%

78.9%

Learning
Learning
Resources

Opportunities
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Institutional Reflections

The 2025 results show that student
feedbackisnotonlylistenedto
butactedupon.The 4.7-pointrise
in Student Voiceindicates that
studentsfeelmore engagedin
shaping theirlearning experience,
while improvementsinacademic
support, learning opportunities,
and assessmentdemonstrate a
moreinclusive andresponsive
approachtoeducation.

Importantly, the significant climb
in sectorranking confirms that

the University’s approachis
recognised nationally. Itillustrates
how access, responsiveness, and
inclusivity can drive measurable
progressinstudent satisfaction.

To summarise

University of Staffordshire’s
NSS2025resultsreflecta
transformationin student
satisfaction, access, and
responsiveness. With
improvements across every
theme, amajorriseinnational
ranking, and powerful recognition
fromstudents themselves, the
results confirm the University’s
commitment toinclusivity and
continuousimprovement. By
embeddingresponsiveness
atthe heart of its services and
investingin student experience,
the University is strengthening

its positionas asectorleaderin
access and satisfaction, ensuring
that all students are supportedto
succeed.

Using EDI and Staff
Culture Survey Insights
to Drive Change

The University-wide EDland

Staff Culture Survey was

undertakenin2023;its findings

have continued to shape action
throughout2024/25. Schools and

Directorates have been tasked

with developinglocalactionplans

thatrespondtothe survey data,
with a particularemphasis on:

e Inclusiverecruitment practices
that ensure fairness and equity
atevery stage of the hiring
process.

e Progression pathways that
support careerdevelopment
forunder-represented groups.

e Creatingsupportive
environments where staff feel
valued and able to succeed.

Supporting Change
ThroughTOM and TED

Theimplementation of the Target
OperatingModel (TOM)in2024/25
provided an opportunity toembed
these prioritiesinto the University’s
structures and processes. TOMhas
beenunderpinned by principles

of transparency, fairness, and

staff engagement, withthe

survey actionplansserving as
afoundation fordecisionson
workforce designand support.

Alongside TOM, the Team
Engagementand Development
(TED)toolhas playedacrucialrole
in helping teams translate survey
feedbackinto meaningful action.
By facilitating open conversations,
TED hasenabled staff to co-create
solutions, strengthen cohesion,
and ensure that equity, diversity
andinclusionremain central to
team culture.

Overall Summary

What’s gone well

e NSSpositivity increased
by 4 pointsto 81.5%, with
a22-placeriseinnational
rankings.

e Improvementsrecorded
across all categories, with
strongest gainsin Student
Voice and Organisation &
Management.

e Studentservices streamlined
withimproved wellbeing,
financial support, and
transitioninitiatives.

e TOMandTEDembedded
inclusive leadership and
fairnessinto service design.

e Staff culture surveys shaped
localactionplansacross
SchoolsandDirectorates.

Continuing focus of action

e Sustainmomentuminstudent
satisfaction, retention, and
attainment, with particular
focusonunderrepresented
cohorts.

e EmbedNSS gainsthrough
continuedinvestmentin
teaching quality and student
engagement.

e Refinewellbeingand
financial support services for
accessibility andinclusivity.

e Ensureaccountability for
acting on staff survey findings.

e Evaluate TOMandTED
forlong-termimpacton
organisational culture.
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EQUALITY, DIVERSITY, AND INCLUSION PRIORITIES

FOR2025/2026

Building on the progress made during 2024/25,
University of Staffordshire will continue to strengthen
its position as a fair and inclusive employer, education
provider, and civic partner. Our priorities for2025/26
focus on embedding equality, diversity and inclusion
across all areas of university life, ensuring that:

e Leadershipisaccountable andrepresentative.

e Dataisrobust, comprehensive, and
intelligence led.

o Staff and student communities reflect regional
and sectornorms.

e Servicesareresponsive to the needs of all.

1. Leadership, Partnership and
Organisational Commitment

e Continue to diversify the Board of Governors by
increasing female and non-binary representation,
while sustaining strong levels of ethnic minority and
disability disclosure.

e Embedinclusive leadership training and
accountability throughlocal EDI action plans,
ensuring leaders at all levels are equipped to model
and deliverinclusive practice.

e Strengthen civic andregional partnerships
that addressinequalities in higher education,
employment, and social mobility.

e Maintain atransparent approach to data collection,
ensuring governance remains reflective of wider
society and sector best practice.

2. Knowing Our Staff, Students
and Communities

e Extendthe Datalntegrity Project to achieve
near-100% disclosure across ethnicity, disability,
religion, and sexuality.

e Useintelligence-led datatoidentify disparitiesin
progression, retention, and satisfaction, directing
interventions to reduce gaps.

e Continue benchmarking against HESA and ONS
data to ensure staff and student profiles are
aligned with both regional demographics and
sector averages.

o Build confidenceindisclosure through ongoing
engagement, communications, and assurance of
confidentiality.

A Diverse, Skilled and Committed
Staff and Student Cohort

Achieve the KPI of 17% ethnic minority staff
representation by 2026/27, with a specific focus
onleadership and academicroles.
Supportunder-represented groups through
inclusive recruitment practices, leadership
development programmes, and transparent
progression pathways.

Sustain progress in narrowing gender, ethnicity,
disability and sexuality pay gaps, with clear
accountability foryear-on-yearimprovement.
Enhance employability and career pathways

for students, with afocus on apprenticeships,
placements, entrepreneurship, and civic
leadership opportunities.

Ensure disclosure rates for disability and LGBTQ+
staff are matched by consistent support and
career development opportunities.

. Involving Our Staff, Students

and Communities

Strengthen the role of the Inclusion Group,
ensuring representation across all Schools and
Services, and embedding local EDl action plans
that drive visible change.

Deliver an expanded programme of cultural
awareness events, staff/student campaigns,

and civic engagementinitiatives that celebrate
diversity and promote inclusion.

Evaluate and evidence the impact of awareness
campaigns and community engagement activities
to ensure long-terminfluence on organisational
culture.

Embed social value commitmentsinto major
projects, including the Student Village, to deliver
inclusive recruitment, apprenticeships, local
partnerships, and measurable community benefit.
Continue to celebrate civic, community, and sector
leadership role models to inspire staff, students,
and the widerregion.
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. Responsive Services, Access and deliver positive engagement outcomes.

Improving Satisfaction Levels e Monitorand evaluate the impact of TOM and TED
to ensure sustained cultural change andinclusive

Continue improving on the National Student Survey service design.

(NSS) outcomes

Reduce awarding gaps to below 10%, with
targeted actions for Black students and other
underrepresented cohorts.

Strengthen student wellbeing, disability, and
financial support provision, ensuring improved
continuation, retention, and progressionrates.
Implement actions arising from the Staff Culture
and EDI Surveys, ensuring all Schools and Services

These priorities are aligned with the Local Government
Equality Framework and provide a clearroadmap for
achieving the University’s long-term KPIs by 2026/27.
Together, they ensure that Staffordshire University
continues to act as a Catalyst for Change, transforming
lives, communities and opportunities across the region
and beyond.



Staff demographic profile
data comparison from 2024 to 2025

Age Distribution: 2024 vs 2025
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Student demographic profile
data comparison from 2024 to 2025

Age Distribution: 2024 vs 2025
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