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• We have given ourselves these interim targets for 2025: 78% of graduates in graduate level roles, in accordance with 
the Graduate Outcomes Survey and 24% graduate retention in graduate roles in Staffordshire as a proportion of all 
graduates.  

• Engagement in employability initiatives from students, graduates, and employers has grown for the third consecutive 
year. Data shows a 26% rise in one-on-one appointments (5,342), a 15% increase in placement activity (2,707), and 
a 43% increase in employer engagement (473). The Careers platform recorded 31,450 activities completed by 7,029 
registered users, including EDGE. However, career sessions decreased by 40% last year due to significant staff loss. 
Career engagement remains crucial for improving students' career planning, confidence, and outcomes. 

• We secured £97,000 in innovation funding for the Graduate Accelerator internships project, delivering an additional 30 
internships to underemployed and unemployed Class of 2023 graduates with local employers. These opportunities 
enhanced graduates’ experience, social capital, and competitiveness in the labour market, positively influencing 
outcomes in Stoke and London. We plan to replicate this model in collaboration with Unitemps. 

• Prospective students from feeder schools and colleges participated in new career events delivered in collaboration 
with Recruitment teams. These included UCAS application preparation, CV workshops, and mock interview sessions. 
Over 150 prospective students engaged in activities such as employer business challenges and due to this success 
an ongoing events programme is planned for 2024-25. 

• We launched three new initiatives: 1) the Be-Inspired startups programme, 2) a 20-credit Employability Module with 
an integrated micro-placement, and 3) a Volunteering Programme in collaboration with the Student Union and VAST 
(Volunteering Action SoT). These programmes provide students with valuable work experience, enhancing their 
confidence and competitiveness in the graduate labour market. 

• A new EDGE Skills Award, endorsed by employers and featuring digital badges, is also in development. With a 
refreshed design, expanded skill offerings, and local employer support, the updated EDGE will launch through the 
Careers portal in January 2025. 

• These institutional initiatives are designed to enhance our KPIs and improve the student experience. They support the 
university’s continued success and ambition to return to a top 50 position in league tables. We are also accelerating 
the integration of employability and work experience across the student journey and curriculum, reaching prospective 
students early to boost their career confidence, social capital, and work readiness. 

Members and attendees commented as follows: 
 
• Martin Pugh asked about the careers team and TOM. Annabel Kiernan explained that the team would be moving 

directorate as part of the TOM implementation. 
• Josie Morris explained that she has had varying experience of dealing with the university as an employer and how 

widely known the employability agenda was, and how this could be broadened and deepened. These comments 
would be passed to the employability team to consider further, and the new Executive Director of Business to 
Markets once in post.  

• Juliet Oosthuysen asked about how these key messages would be promoted as part of the brand repositioning work, 
as these were strong messages that could influence applicant decision making. Annabel Kiernan agreed with this 
and explained that it was used, but this needs to be further developed.  

 
The report was noted.  

443 The In-Year Student Retention Report SP/22/08 was introduced for discussion by Professor Annabel Kiernan, Pro Vice 
Chancellor Academic who summarised the following: 
 
• Retention remains a strategic priority, particularly in light of the OfS’s ongoing B3 condition of registration. The B3 

condition focuses on the student outcomes of continuation, completion, and progression (into graduate careers).  
• New entrant withdrawals are a leading indicator to the continuation measured used in B3 and is now a key metric 

reviewed as part of Course Monitoring. 
• End of year withdrawal rates: 

o Full Time Undergraduate in 2023/24 were 10.0% (850/8465) compared with 12.1% (1071/8874) last year. 
o Full time postgraduate (inc. PGCE) in 2023/24 were 8.7% (201/2318) compared with 9.1% (225/2478) last 

year. 
o Part time Undergraduate in 2023/24 were 7% (413/5922) compared with 6.8% (451/6636) last year. 
o Part time postgraduate (inc. PGCE) in 2023/24 were 11.4% (174/1528) compared with 13% (213/1641) last 

year. 
• Departments with withdrawal rates worse than last year or had rates over 2 percentage points above the University 

average withdrawal rate of 10% : DTIB-IBI 14.3% (42/293), DTIB- SUL 13.2% (54/410) and HEPS - SLC 13.4% 
(89/665). 

• Full time new entrant withdrawal rate were 12.6% (339/2695) compared with 15% (458/3046) in 2022/23, this is a 
drop of 2.4pp with DTIB seeing a 3.1pp drop to 13% and HEPS seeing a 1.8pp to 12.1%. 

• Full Time undergraduate withdrawals have reduced at all levels of study notable at level 3 and 4 which fell by 2.7pp 
and 3pp respectively. 

Members and attendees commented as follows: 
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• Annabel Kiernan explained about the digital nudges through beacon, and how these were trying to support continued 
engagement and re-engagement where this was faltering. Often this was driven by mental health and wellbeing and 
financial challenges. These nudges therefore would help direct students into accessing support services.  

 
The report was noted.  

444 The Energy Consumption Performance Report SP/22/09 was introduced for discussion by Chief Financial Officer Sally 
McGill who outlined the following main points: 
 
• In 2023/24, scope 1 and 2 carbon emissions totalled 4,185 tC02e (compared to 4,040 tC02e in 2022/23) against a 

strategic KPI target of 3,623 tC02e.  This increase in emissions year on year resulted from higher gas consumption in 
2023/24.  This was partly attributable to the decision to re-activate the Combined Heat and Power (CHP) unit in the 
Science Centre which burns gas but is also the back-up power supply for scientific equipment within the building.  The 
University therefore missed its target by 562 tC02e or 16%. 

• Of those scope 1 and 2 emissions, 3,685 tC02e came from externally purchased energy (electricity and gas).  The rest 
of the emissions came from fleet emissions (Estates vehicles) and refrigerant (F-Gas/ Air con units) emissions. 

• For 2024/25, the forecast scope 1 and 2 emissions are 3,961 tC02e, of which 3,461 tC02e relate to gas and electricity.  
The University KPI target for 2024/25 is 3,559 tC02e.  This forecast means missing the target by 11%. 

• Carbon reduction - The University continues to focus on reducing energy consumption through managing energy 
consumption in individual buildings and is working on improving its Building Management System (BMS) in order to 
achieve this.  The 2023/24 performance is disappointing and bigger steps are clearly needed in order to achieve the 
milestone targets to 2030. 

• A full refresh of the Carbon reduction scopes 1 and 2 plan to 2030, including new measures to reduce carbon 
emissions, will be presented to Sustainability and Resources Committee in March 2025, alongside the plan for campus 
improvements arising from the Estates Condition Survey of existing buildings. 

Members and attendees commented as follows: 
 
• Juliet Oosthuysen asked why the Combined Heat and Power Unit had been turned back on, impacting performance. 

Sally McGill explained that this decision had been implemented because there was a risk to the activities of the 
science centre, by not having a contingency power supply. Alternatives for this back up were now to be explored.  

 
The report was noted.  

445 The Staffing Demographic Profile Report SP/22/10 was introduced for discussion by Chief Operating Officer Ian 
Blachford who highlighted the following main points: 
 
• University of Staffordshire staff employed 1,329 staff (excluding part-time lecturers) in September 24 and 85% declared 

they were from a White background while 12.3% declared they were from an ethnic minority background. Our current 
target is to ensure 17% of staff employed across the organisation are from an ethnic minority background. 

• In terms of direction of travel, in January 2022 (the commencement in role of the current Vice Chancellor and the 
development of the overall KPI), 8.2% of our staff were from an ethnic minority background. Since that time, we have 
seen a positive increase of 4.1% more ethnic minority staff employed in the period, bringing us to our current position 
of 12.3%.  

• Modelling our current recruitment, selection, and staff turnover rates, we are likely to reach our internal target of 17% 
ethnic minority staff by 2026-2027.  This is further underpinned by our job applications which shows that 61.49% of 
applications between the 1st  April  2024 and the 1st  October 2024 were from ethnic minority backgrounds, higher than 
the UK national average population at 18% of ethnic minorities. There has been a 18.4%  increase when compared to 
43.08% of ethnic minority applicants from the 1st  April  2023 to the 1st  October 2023. This evidences that are 
recruitment market strategy, especially with us working with the Shelton Community Partnership in promoting our job 
roles within the local community is delivering  positive results.  

• In closer examination of our ethnicity profile, it is important to understand whether we are employing more people from 
ethnic minority backgrounds who live within the region, or employing more people from outside the UK, who would 
require visas. From January 2022 to September 2024, a further 46 people were employed from a minority ethnic 
background, making the total of 163 (12.3%) . The data illustrates 53% ethnic minority employees are from the 
UK/Ireland and 3 % are from the EU/EEA (European Union/European Economic Area) and 44% are from other 
countries. 

• The overall ethnic minority figures are pleasing; however, we are aware these mask issues of under representation on 
a school and service basis. To address this, along with the impact the Target Operating Model may have on the ethnic 
minority profile per school and service area (positive, neutral or negative), we are proactively monitoring the staff ethnic 
data as a part of our equality commitments at the University of Staffordshire Inclusion Group meetings and with the 
Deans and Directors at their Senior Leadership Team meetings to address any disparities identified.  

Members and attendees commented as follows: 
 










