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FOREWORD 

As the Vice Chancellor of the University of Northampton, I am delighted to present our Equality, Diversity, and Inclusion (EDI) Annual Report for 2024/25. This report encapsulates our unwavering commitment to fostering a diverse and inclusive community where every individual is valued and empowered to thrive.

Over the past year, we have made significant strides in our EDI initiatives, guided by our core value of inclusivity and our legal and moral obligations under the Equality Act 2010 and the Public Sector Equality Duty. Our achievements include the launch of the Advance HE Race Equality Charter project, membership in the Stonewall Diversity Champions programme, and the introduction of online Race Equity training. These milestones reflect our dedication to creating an environment where everyone feels a sense of belonging.

We have also made notable progress in addressing the gender pay gap and increasing the visibility of our Staff Equality Networks. Our efforts to recruit a diverse workforce, particularly from the Global Ethnic Majority (GEM), LGBT+, and disabled communities, have been bolstered by the appointment of a dedicated Talent Acquisition Manager. Additionally, our GEM Career Development Programme and various EDI-focused learning opportunities have supported the career progression of our staff.

As we look to the future, we remain committed to advancing our benchmark charters, including the Race Equality Charter and the Stonewall Workplace Equality Index. Our new EDI Strategy, set to launch in early 2026, will take an intersectional approach to reducing inequalities and ensuring that our university continues to be a place where everyone can succeed.

I am proud of the progress we have made and grateful to everyone who has contributed to our EDI efforts. Together, we will continue to build a university community that is inclusive, diverse, and equitable for all.

Professor Anne-Marie Kilday
Vice Chancellor and CEO
University of Northampton


1. [bookmark: _Toc208478623][bookmark: _Toc208494247][bookmark: _Toc208496353][bookmark: _Toc208498688]Introduction
This report provides an overview of the work undertaken during the academic year 2024/25 to promote equality, diversity and inclusion (EDI) across our staff community at the University of Northampton. This report also provides an update on the progress made towards achieving the objectives outlined in our 2020–2025 five-year strategy.
The report meets our legal obligation to comply with the Equality Act 2010 and the Public Sector Equality Duty it creates. It can also be argued that the University also has a moral obligation to perform this duty. 
The Public Sector Equality Duty states that the University must have due regard to the need to:
· eliminate discrimination, harassment, victimisation and any other conduct that is prohibited by the Equality Act
· advance equality of opportunity between persons who share a relevant protected characteristic and persons who do not share it
· foster good relations between persons who share a relevant protected characteristic and persons who do not share it
Our overarching aim is to drive meaningful social impact, guided by our core value of inclusivity. We are committed to fostering and celebrating a diverse and inclusive community where everyone is valued and empowered to thrive.
2. [bookmark: _Toc208478624][bookmark: _Toc208494248][bookmark: _Toc208496354][bookmark: _Toc208498689]Highlights 2024
Our highlights and main achievements for 2024 include:
· Improved use of data to inform decisions across our EDI working groups and EDI Forum
· Launched Advance HE Race Equality Charter project working towards a Bronze Race Equality Charter
· Members of the Stonewall Diversity Champions to support LGBT+ inclusion work and drive towards Stonewall Workplace Equality Index Marker
· Progressed drafting of the Gender Equality Plan
· Launched online Race Equity training to support our delivery for an inclusive organisation
· Increased Staff Equality Networks visibility to support staff wellbeing and increase a sense of belonging
· The University has seen a significant improvement in its gender pay gap over the past year
3. [bookmark: _Toc208478625][bookmark: _Toc208494249][bookmark: _Toc208496355][bookmark: _Toc208498690]Updates against our EDI Priorities
The university has had a five-year EDI Strategic Plan and accompanying action plan to support delivery of objectives and actions that support our inclusion agenda. In 2024 we consolidated actions from various working groups and projects focusing on EDI, into one action plan identifying the various cross overs and identified three main themes running across the work areas to streamline our reporting.
 The actions were drawn from the Race Equality Project, Empowering the Black Professional and the revised EDI Strategic Action Plan.
Three broad themes emerged as touch points across all the action plans and these were, recruitment, staff development and creating a sense of belonging. 
3.1. Recruitment of a diverse workforce
Our EDI Plan set out to increase recruitment of diverse groups across our university staff members with a particular emphasis on increasing members from the Global Ethnic Majority (GEM), LGBT+ and disabled people into higher grades 9 and above.
The recruitment activity has been shaped by the demands of the Resilience and Institutional Sustainability Exercise (RISE). The operational pressures and limited resourcing have inevitably slowed progress on some of the strategic EDI goals.
During the period under review, the organisation recruited a dedicated Talent Acquisition Manager to focus on recruitment, retention, and advancement, with the goal of increasing the representation of underrepresented groups across the organisation. This role has been pivotal in strengthening our core recruitment infrastructure, laying the groundwork for long-term improvements. However, further progress will require adequate systems, capacity, and structural support. Our ambition is to take targeted actions to address and improve the underrepresentation of Global Ethnic Majority (GEM) colleagues, particularly at senior levels.
We have begun promoting a wider analysis of our recruitment and development data, which is reviewed at various meetings, including our EDI Forum and the Race Equality Working Group. This ensures we remain focused and can address gaps as they emerge. Members of these working groups have had the opportunity to scrutinise data from the past ten years, covering the span of our current EDI Strategy 2020-25, to support discussions around recruitment and development strategies.
Our five-year recruitment data indicates some improvements in increasing the diversity of applicants overall. However, we still need to focus on increasing the representation of underrepresented groups, such as ethnic minority groups, disabled, and LGBT+ colleagues, particularly in higher grades (Grade 9 and above) which we committed to as part of our plan. (Refer to Appendix A for detailed data).
The focused data analysis has highlighted the need for strategies to support career advancement across the organisation. We anticipate further opportunities to analyse and reflect on our data through our engagement with the on-going Race Equality Charter process.
3.1.1. Recruitment Webpages & Inclusive Imagery 
Last summer, the recruitment webpages underwent a comprehensive refresh, incorporating inclusive imagery and messaging that emphasises accessibility and our commitment to Equality, Diversity, and Inclusion (EDI). This initiative was part of a broader effort to align the tone and visual language with the wider University of Northampton (UON) website.
We will continue to make ongoing content improvements in the coming year.
3.1.2. Workplace Adjustment Passport 
Since the launch of the Workplace Adjustment Passport last year, we have focused on promoting its use. We are currently developing a system to monitor its usage. Increased communication about the passport through the university’s newsletter has enhanced its visibility. Additionally, the passport's promotion has been integrated into candidate communications and onboarding materials. However, there is still room for improvement in terms of overall visibility and consistent usage.
We will continue to build awareness as part of broader onboarding processes and provide guidance to hiring managers to ensure the consistent application of the passport across the organisation.
3.1.3. Disability Confident Scheme 
The University continues to maintain its Disability Confident status. As we prepare to refresh the EDI Strategy, we want to explore how this framework aligns with our current approaches to adjustments, confidence in disclosure, and broader inclusive practices.
3.1.4. Digital Inclusion
The Digital Services team, and the Digital Accessibility Group, has continued to promote the accessibility and inclusion toolkit 'ReciteMe' on the website, adding two new features: a tutorial mode and a page summariser. Key initiatives include:
Ensuring that accessibility standards and guidelines are consistently adhered to when adding new features to the website. Revamping the jobs.northampton website on behalf of HR to ensure compliance with accessibility standards following a government audit.
3.2. Workforce Development 
Our ambition through this objective is to ensure that our staff and managers are supported in creating inclusive behaviours and that we proactively address any gaps in EDI knowledge and any concerning behaviours through training and communication.
3.2.1. EDI Learning and Development Activity
A broad range of EDI-focused learning opportunities is available to both academic and professional services staff through the Staff Development Team and via LinkedIn Learning. The following participation figures demonstrate engagement during the reporting period:

	Equality and Diversity Essentials
	483 completions

	Challenging Unconscious Bias (e-learning):
	90 completions


	Cultural Inclusion Workshops
	Delivered to 5 teams, reaching 74 staff

	LGBT+ and Trans/Nonbinary Awareness
	78 completions

	How to Be a Good Ally
	22 completions

	Confronting Gender Bias
	8 completions

	Race Equity (face-to-face):
	Delivered to 2 teams, involving 17 staff

	Introduction to Race Equity (e-learning, launched January 2025)
	53 completions

	LinkedIn Learning (EDI-tagged content
	623 unique viewers



Cross-university awareness of EDI is also being supported through collaborative initiatives. Notably, the “So Here’s the Thing” series from Library, Learning and Student Services (LLS) has provided accessible, thought-provoking content on topics such as neurodiversity (as part of Disability History Month), religion, belief, and cultural awareness in the context of higher education.
3.2.2. Academic and Professional Practice Scheme
[bookmark: _Hlk161070579]During 2024-25, the focus has been on implementing the Academic and Professional Practice Scheme, accredited by Advance HE from 1 September 2024 to 31 August 2028, in alignment with the Professional Standards Framework for teaching and supporting learning in higher education (PSF 2023). The Scheme offers clear routes for staff to achieve Fellowship status, with assessment options including a written Reflective Account of Practice or an oral presentation and discussion.
The Academic Practice area of the Learning and Teaching Enhancement website provides detailed guidance on the Scheme, including specific guides for each Fellowship category. 
Throughout the year, several workshops have been held to support academic staff development, covering topics such as Decolonising Yourself and Your Teaching, Enhancing Representation in the Curricula, Enhancing the Engagement of International Students, Learning and Teaching for LGBTQ+ Inclusivity, and Supporting Neurodivergent Students in Higher Education.
Data on fellowships across the institution shows favourable outcomes for most groups, out of a total headcount of 930 staff members, 43% (398 individuals) have achieved fellowship status, while 57% (532 individuals) have not.
UON Fellowships
[image: Figures showing fellowships up to June 2025]

3.2.3. Gaps and Opportunities
We are actively working to increase uptake of EDI learning opportunities across the organisation, particularly to build inclusive behaviours and support our race equality commitments. While the overall reach of EDI learning is encouraging, data indicates significant disparities in participation:
Self-directed training uptake is declining, whereas team-based engagement has increased where targeted interventions have been introduced.
Gender disparity remains a concern. Analysis of internally delivered training (excluding mandatory/induction sessions) shows participation rates at 72% female and 28% male.
3.2.4. Proposals
To maximise engagement and impact, we intend to prioritise team-based EDI development. Where teams have committed to structured programmes—such as Cultural Inclusion Workshops and Race Equity sessions—feedback has been overwhelmingly positive, and measurable improvements in team performance have been reported.
We propose working with the University Leadership Team (ULT) to identify priority teams for a rolling programme of targeted EDI interventions drawn from the existing Staff Development portfolio. This approach not only supports sustainable culture change but also has the potential to reduce engagement disparities across gender and staff groups.
3.2.5. Supporting Career Progression for Global Ethnic Majority (GEM) Staff
Career progression across grades remains a key area for development across the institution, and we recognise the specific need to address the progression barriers experienced by Global Ethnic Majority (GEM) staff. Addressing these disparities is central to our commitment to equity, talent development, and inclusive organisational culture.
A previous engagement with the StellarHE programme—designed to support leadership development among GEM staff—was limited in its reach and impact. Due to financial constraints, only three participants were able to access the programme, and subsequent feedback highlighted the need for more scalable, embedded, and locally relevant development interventions.
3.2.5.1. Developing a Home-Grown GEM Development Programme
In response, the Staff Development Team is collaborating with the EDI Team and the GEM Staff Network to co-design a new GEM Career Development Programme. This initiative is inspired by proven models such as Springboard and Navigator and is tailored to support career development at all grades and career stages. The programme will combine personal development, skills building, career mapping, and peer support, with an emphasis on overcoming structural and cultural barriers to progression.
A broader package of support is also in development to strengthen progression pathways for GEM staff, including:
Reverse mentoring as a tool to foster inclusive leadership by pairing GEM staff with senior leaders to facilitate two-way learning and a deeper understanding of lived experiences and reviewing senior sponsorship as a potential high-impact intervention to actively support the advancement of high-potential GEM staff through visible advocacy and the creation of opportunities at senior levels.
These initiatives will be underpinned by robust evaluation mechanisms to ensure meaningful outcomes and sustained change and will be monitored and supported by the People Strategy. Our aim is to create transparent, equitable progression pathways and foster an environment where GEM staff can thrive and lead at all levels of the University.
3.2.6. Mentoring Initiative
A major initiative for the university is the promotion of mentoring among colleagues. To support the Empowering the Black Professionals mentoring programme, specifically targeting Global Ethnic Majority (GEM) colleagues, 25 colleagues trained as mentors. The pilot programme has successfully formed over 20 mentoring relationships, involving women and GEM colleagues across the university.
Additionally, through our online platform, we have supported a student peer-to-peer mentoring programme aimed at Access and Participation students, which will continue into the next year.
Plans are in place to expand the mentoring programme across the university, encompassing other cohorts as identified needs arise.
3.3. Increasing a sense of belonging 
This includes initiatives to support in creating and increasing a sense of belonging across the organisation including creating safe spaces for staff and students to report racism, harassment and sexual abuse, how we develop benchmarks against others in the sector, increase staff and student involvement in development of our policies/procedures, promote organisational dignity and respect pledges/policies and how we celebrate each other.
The university has implemented several initiatives to support a safe space for both staff and students. We have developed responsive mechanisms to report racism, harassment, and sexual abuse, including an updated online reporting system that allows for anonymous submissions and ensures that emerging themes are addressed promptly.
As part of the Empowering the Black Professional Project, various initiatives have been advanced to enhance the sense of belonging among staff and students. For example, we have increased the diversity of meals offered across campus outlets in response to student feedback. Additionally, we have included students in our working groups to ensure they can inform and co-create solutions on matters that impact them.
In collaboration with the Access and Participation team, students developed Trust Guidelines to promote engagement between staff and students across the university. These guidelines are now being incorporated into the Learning and Teaching Strategy.
Following changes to our EDI governance at the end of last year, where the Staff-Student EDI Forum was disbanded, the Students' Union now leads the Student EDI Forum. This provides an opportunity to better understand and address the challenges that students may face across the university.
3.3.1. Promoting and Developing a Sense of Belonging 
Building on last year's initiative to develop an understanding of belonging across the university, we have established a Building Belonging Community of Practice . This group aims to share best practice and develop effective mechanisms to support both students and staff. Several sub-groups have emerged, focusing on enhancing the sense of belonging for students, promoting student engagement, and ensuring positive student experience.
The Belonging Practice Group plans to lead on efforts through the Staff People Strategy, which is currently under development and has identified an objective to promote Sense of Belonging. Areas of focus have included engagement with our communities, and how we can implement early interventions. This work has been identified as a priority within the People Strategy 2025-30 and further work will take place going forward.
4. [bookmark: _Toc208478627][bookmark: _Toc208494250][bookmark: _Toc208496356][bookmark: _Toc208498691]EDI Activities Across UON
Over the year under report we have seen several initiatives to support EDI activity across the organisation.  
In October 2023, the Faculty of Arts, Science and Technology (FAST) established an Equality, Diversity, and Inclusion (EDI) Steering Group with representation from all subject areas to promote and share best practices. The Steering Group has since led EDI-related workshops during FAST Staff Development Days. 
4.1. Inclusive Curriculum Toolkit
In September 2024, the FAST EDI Steering Group was awarded a Learning Enhancement and Innovation grant to support the development of an Inclusive Curriculum Toolkit. This initiative has involved extensive consultation with students, academic staff, and relevant professional services. Additionally, the group has reviewed Inclusive Curriculum Toolkits developed by other higher education institutions (HEIs).
The development of the UON Inclusive Curriculum Toolkit is well underway, with a soft launch scheduled for June 2025. The toolkit has also undergone review by external specialists to ensure its effectiveness and comprehensiveness.
4.1.1. Stonewall Diversity Champions
The organisation is actively promoting LGBT+ inclusion through our participation in the Stonewall Diversity Champions programme. This initiative involves reviewing and enhancing our supportive policies and procedures, as well as benchmarking ourselves against the Workplace Equality Index, now Proud Employers initiative.
This effort aims to identify gaps in our LGBT+ inclusion practices and provide a roadmap for improving support for our colleagues. 
Our LGBT+ Network has reviewed the organisation-wide Trans Inclusivity Statement, which will be made available on our website and demonstrates our commitment to supporting trans inclusion. 
4.1.2. Gender Equality Plan
Over the year a cross organisational team has worked on delivering a Gender equality Plan (GEP) for the organisation which demonstrates our commitment to aligning with the Horizon Europe Gender Equality Plan (GEP). The GEP is a set of commitments and actions that aim to promote gender equality through institutional and cultural change and will form a good basis of how we work to deliver for an Athena Swan in the coming years.
5. [bookmark: _Toc208496357][bookmark: _Toc208498692][bookmark: _Toc208478626][bookmark: _Toc208494251]Race Equality Work 
In the past year we have continued to advance work on the actions within the Race Equality Plan and actions in the Empowering the Black Professional Project which were developed to promote race equality in the organisation.
5.1. Race Equality Working Project
Three objectives were identified to support our work in race equality and through the year we have made some progress in advancing the objectives . Develop a holistic approach to completion of Equality Impact Assessments across the organisation to develop an inclusive organisation.
To continue supporting colleagues with the completion of EIAs we redrafted our guidance across the organisation to make it simpler and more effective. We have seen an increase in EIA completions for all our papers that are presented to the University Leadership team, as well as our HR policies and procedures. Work continues to support all areas with EIA screening and completions and we plan on integrating this in project initiation programmes across the university.
Improve our learning and understanding of race and racism and its impact
We launched the online Advance HE Race Equity training programme and enrolled all students and staff onto the training. Although not mandatory the training programme comes as highly recommended. We will use the following months to assess participation and feedback in order to continue to develop any required interventions around our race equality training.
[bookmark: _Hlk155769443]Increase diversity of our staff and support career progression for GEM Staff
Our aim across this objective is to deliver a better experience for our GEM members of staff through increased recruitment, retention and progression. The year under review has seen decreased recruitment across the organisation due to the restructuring process.  Our plan with the new EDI Strategy and Plan is to ensure that we continue to utilise data to inform decisions and that the this will inform any gaps for our GEM Staff. The on-going Race Equality work is also at the centre of the Race Equality Charter assessment process.




5.2. Empowering the Black Professional
The Empowering the Black Professional (EBP) Project has delivered a wide range of initiatives aimed at supporting the progression and success of Global Ethnic Majority (GEM) students and staff. Over the past year, the project has focused on amplifying student and staff voices, ensuring Black colleagues are represented in key university decisions, and creating safe, dedicated spaces for Black staff.
Key activities have included:
· Mentorship programmes for Black staff and students
· Campus enhancements to create a more aspirational and engaging environment, particularly for Black and commuter students
· Celebratory use of university facilities to reflect and honour diversity
· Development of Trust Guidelines
· Exploration of a buddying scheme
· Study Skills support projects for undergraduate and postgraduate students
· Introduction of a Cultural Awareness Course for staff
· Digital integration support for international students
Many of these initiatives are now embedded into wider institutional structures, such as the Progression Working Group, which is focused on developing sustainable mechanisms to support student progression across the university.

5.3.  Advance HE Race Equality Charter
In line with our commitment made two years ago to embark on the Advance HE Race Equality Charter as part of our race inclusion efforts, the institution signed up as members of the charter in September. We are now actively working towards attaining a Bronze Charter.
To oversee this initiative, we have established a cross-organisational self-assessment team comprising over 40 members of staff and student representatives with plans to submit our application by mid-2027.
Our work towards the Charter will enable us to identify current gaps in our staff and student pipelines, as well as in our learning and teaching practices. This process presents an opportunity to thoroughly examine our context and formulate an action plan to address the identified gaps. Additionally, it allows us to benchmark ourselves against other universities, thereby enhancing visibility for our student and diverse staff recruitment efforts.
6. [bookmark: _Toc208496358][bookmark: _Toc208498693]Inclusion Activities
We continue to mark a range of inclusion events across the university, celebrating the richness of our diverse community. These initiatives are shaped by the evolving needs and voices of our staff.

[image: A close-up of words]

Our university screens are used to show celebrations of weeks, days and months linked to our Inclusion and Diversity Calendar and driven by university members input on what they want to see celebrated. We have also initiated signature banners that are used on Outlook signatures to celebrate various inclusion months which brings members of the university together in acknowledging and celebrating different diversity and inclusion months.
During 2024 the organisation carried out a Staff Engagement Survey and this has provided us with a basis to develop engagement initiatives. The 2025 pulse Staff Engagement Survey will provide further information on progress made in terms of staff satisfaction and areas we need to improve on which will be included in our EDI Strategy.
7. Promoting Inclusion through Staff Equality Networks
Throughout the year, we have continued to build awareness across the organisation by collaborating with our eight staff equality networks, LGBT+, Parents and Carers, GEM, Disability, Women’s, Menopause, Early Careers and Faith and Belief, to promote inclusion and enhance the sense of belonging. The organisation has recently introduced an events Outlook calendar to enhance engagement and participation across the organisation.
In November, we launched the Faith and Belief Network, which represents a diverse group of individuals working together to share ideas, foster networking, and create a safe peer support network. Over the course of the year, the network has successfully built relationships with external partners including Northamptonshire Council, Northamptonshire Police, and the Northamptonshire Interfaith Forum—engaging them across various events and beginning to foster strategic connections for longer-term collaboration.
Informal sessions provided a space for reflection and dialogue across faiths, featuring a ‘Short Talk Series’ by network members
The network hosted several sessions open to staff and students that include; 
Seeds of Change (November 2024), part of Islamophobia Awareness Month and reflecting on the impact of Islamophobia and promoting collective change
More Than Just Fasting (March 2025) to celebrate Ramadhan which included an open prayer space and an Iftar meal.
Not All Pancakes and Chocolate! (April 2025) looking at the significance of Lent and Easter in the Christian tradition
Journeying to an Inclusive Church (April 2025) : Exploring faith and sexuality through inclusive church practices.
[image: IMages of some of the events from UON Staff Networks as of June 2024]
The GEM Network hosted a Poetry Night as part of its Black History Month celebration, featuring poets such as Ayan Aden, Birmingham’s Poet Laureate for 2024-26. Additionally, the network has established GEM TALKS, a monthly safe space where GEM members can come together and engage in open discussions. The GEM Network is also in the process of developing its strategy as a staff network. 
The Menopause Support Group continues to advocate for the creation of a menopause-friendly workplace. In celebration of World Menopause Day, the group invited a range of speakers to raise awareness about the challenges women may face in the workplace due to menopause.
This year's International Women’s Day event, organised by the Women’s Network, focused on supporting employees who may face domestic violence. The event included engagement with external partners to provide insights and resources.
The LGBT+ Staff Network continues to play a vital role in fostering inclusion, visibility, and support for LGBT+ staff and students across the University. Highlights include:
During LGBT+ History Month, we delivered a highly successful programme of events, culminating in a keynote talk from Pro-Chancellor and activist Lady Phyll, which was exceptionally well-received by the University community. The Network is currently leading the Stonewall Diversity Champions Working Group, supporting the University’s ongoing engagement with this national benchmarking programme. Additionally, the Network drafted and presented a Trans Inclusion Statement to the University Leadership Team (ULT), affirming our commitment to creating a safe and supportive environment for trans, nonbinary, intersex, and gender non-conforming staff and students. The Network has also been consulted by the University on key external developments, including the University of Sussex fine and the High Court ruling on the legal definition of sex, to help guide institutional responses and ensure the protection of LGBT+ communities. 
The Early Careers Network facilitated discussions on full proofing your Career with external and internal experts providing career advice to members of the network and interested staff members.
During the course of the year we have also worked at increasing the profile of the staff equality networks through increased communications in the staff newsletter Unify and increased support from our senior staff sponsors.  We have ensured cross network engagement with events such as Diwali celebrations and the Pride History month talks.
We are actively working to enhance the role of networks in policy development. To achieve this, we are collaborating with HR to involve networks in the policy development and review processes. We have also provided our Staff Network leads with training to provide skills to our network leads to support sustainable and impactful networks. This effort will be carried forward in the next academic year to provide appropriate support to our networks who lead on many inclusion initiatives across the university.

8. UON Building Community
In the year under review we have continued to support external engagement with the team taking part in the Northampton Diwali, Carnival, Eid, Refugee Week and Pride celebrations.  Our presence in the community helps us to develop networks and position our institution as an institution of choice for staff and students. 
9. [bookmark: _Toc208478628][bookmark: _Toc208494252][bookmark: _Toc208496359][bookmark: _Toc208498694]Benchmarking Staff Diversity Data 
Data on staff profiles is drawn from university records over the 23/24year and represents an annual average figure. Sector benchmark data is taken from the Higher Education Staff Statistics: (HESA) UK, 2023/24, staff return.
9.1. Gender Pay Gap Reports
Our Gender pay gap over the last year has steadily decreased and in comparison, to other HEs we are making good progress. We have committed to eliminating the Gender Pay Gap by 2030 and each year we identify actions to reduce the pay gap and work through the identified actions through the year to ensure that we continue to minimise the gender pay gap. 
The overall mean gender pay gap (GPG) has decreased from 7.3% last year to 6.9% in 2024. This can be attributed to the increase in female employees in the upper quartile since 2022 which has impacted significantly upon the downward trend and a reduction in the overall pay gap. However, the mean GPG in the lower and upper middle quartiles has remained consistent and the proportion of female staff who are working at grade 5 and below remains high at 70.9%.
Intersectional data with ethnicity further shows up challenges particularly for Black women. (see below).
[image: A graph with colorful squares and text showing Mean Ethnicity Pay gap 2023]
There has been a positive change in the pay gap for colleagues in Mixed or Multiple ethnic groups but quite a significant negative change of 3.7% for colleagues in the Black, African, Caribbean or Black British group.
[image: A graph with numbers and text showing Maen Gender Pay Gap]

The below infographics from Universities and Colleges Employers Association (UCEA) 2023-24, show our significant progress in minimising the gender pay gap and that our gap is significantly smaller than other HEIs in the sector, and still noticeably smaller than comparative HEIs.
[image: A graph of blue bars with black text showing Gender Pay Gap Benchmarks]
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9.2. Reporting on ethnicity and Disability Pay gaps
We have reported on our ethnicity and disability gaps since 2021 and continued to monitor our progress in closing the gaps through the year under review.
The mean pay gap across all GEM colleagues is 1.9% which means that overall, GEM colleagues are paid 1.9% less than white colleagues. This has increased since last year by 0.9%.
[image: A graph with numbers and a bar chart showing Ethnicity Pay Gap from 2021 to 2024]
The representation of colleagues from the Global Ethnic Majority (GEM) has continued to rise, aligning with observations from Advance HE. Over the past number of  years, we have observed a steady increase in GEM representation which is reflective of the wider sector.
Despite this progress, the majority of GEM colleagues are still predominantly employed in lower-grade positions. To address this, we are actively pursuing various initiatives, including the development of a targeted training program aimed at supporting GEM colleagues in overcoming these challenges.
While there has been an improvement in representation, the mean ethnicity pay gap across UK higher education institutions remains a significant concern. Disparities persist, particularly in senior roles for GEM colleagues, highlighting the need for ongoing efforts to achieve equity.

UON Ethnicity groups of staff by grade
[image: A table with numbers and symbols]

UON Ethnicity groups of staff by contract type
[image: A table with numbers and symbols]



[image: UK Black Asian and minority ethnic white academics on fixed term contracts]

9.3. Disability Pay Gap
We have observed a continued increase in disability disclosure rates across the organisation, reflecting sector-wide trends. Our disclosure rates have surpassed sector levels, reaching 11% in 2024 compared to the sector average of 7.2%. Over the years, there has been a significant decrease in the number of staff who prefer not to disclose their disability status, alongside a 1% increase in disclosure rates from the previous year.
However, the disability pay gap has slightly widened, increasing from 4.2% in 2023 to 4.8% in 2024. To address this, we have implemented several actions, including the development of our Workplace Adjustment Passport, enhancements to web accessibility, and outreach efforts to engage external partners in promoting diverse recruitment.
Declared Disability by staff category 2024
	 
	Academic
	Prof. Services
	Senior
	All staff

	Declared disability
	105
	10%
	99
	14%
	2
	10%
	206
	11%

	No known disability
	971
	89%
	585
	83%
	18
	90%
	1574
	87%

	Not known / prefer not to say
	15
	1%
	17
	2%
	
	0%
	32
	2%

	All staff
	1091
	100%
	701
	100%
	20
	100%
	1812
	100%









[image: All staff who disclosed as disabled since 2010-11]

10. [bookmark: _Toc208478629][bookmark: _Toc208494253][bookmark: _Toc208496360][bookmark: _Toc208498695]Going Forward 
In the coming year, we will concentrate on advancing the benchmark charters we have committed to.  We will deliver against the Race Equality Charter and continue to support the working group through the process. This will enable us to monitor our progress against other institutions and position us competitively as a university of choice for both staff and students.
Work on the Stonewall Workplace Equality Index is being launched and this should support efforts to continue to promote an inclusive space for LGBT+ colleagues and students.
Our first Gender Equality Plan is in draft and once completed will initiate work to take forward work on applying for an institutional wide Athena Swan.
The Staff Workplace Adjustment Passport will be the cornerstone of our efforts in addressing disability support within the organisation. This initiative aims to identify and bridge existing gaps in the support provided to our staff, ensuring a more inclusive and accommodating workplace for everyone.
As our current strategy concludes, we are now focusing on developing a new strategy to address identified gaps. We have conducted a thorough data analysis to pinpoint relevant interventions. The consultation process is ongoing, and the new strategy is expected to be ready for implementation at the start of the new calendar year.
Our EDI Plan which is set to run from early 2026 will take an intersectional approach to reducing inequalities facing the organisation, be data driven and informed through a consultative process. The People Strategy provides a positive backdrop to develop KPIs and specific targets in the new EDI Strategy.
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Gender, Diversity & Ethnicity Pay Gap Report 2024 


Introduction. 
Becky Bradshaw, Chief Operating Officer  


Welcome to this latest annual report on our pay gaps at UON, Since April 2017, employers 


with more than 250 staff have been required to publish data on their Gender Pay Gap 


(GPG). This is the average difference between the pay of male and female employees. We 


are now in our eighth year of reporting and over that time the mean pay gap at UON has 


moved in a predominantly downward trajectory from 10.5% in 2017 to 6.9% in 2024.  


We report in the following four categories: 


• Proportion of males and females in each quartile of the organisation’s pay structure 


• Gender pay gap (mean and median hourly pay) 


• Proportion of men and women receiving bonuses 


• Gender bonus gap (mean and median) 


The GPG is distinct from Equal Pay. The GPG is the difference between the average pay 


between men and women whereas Equal Pay deals with the pay difference between men 


and women who carry out the same job, similar jobs or work of equal value. Equal Pay 


data is also reported. The latest data from 31 March 2024, informs this report. The table 


reports on each grade and demonstrates that we pay male and female colleagues equally 


to do work of equal value.  


So why are we still reporting a GPG? We know that the main reason for this is we attract 


and employ more female staff in lower grade jobs. This appears to be a challenge across 


society in general and we are aware of specific occupations within UON that attract one 


gender over another. We have continued to provide support and development 


opportunities for such colleagues, whilst working to remove any potential barriers to 


progression and reviewing our recruitment and selection processes. 


The University of Northampton remains committed to removing the Gender Pay Gap and 


we will continue to take action to achieve this outcome.  


Since 2021 the University has also reported on its Ethnicity and Disability pay data 


although this is not a legal requirement.  
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Gender, Diversity & Ethnicity Pay Gap Report 2024 


Our disability pay gap has increased slightly from 4.2% in 2023 and is now 4.8%. 


There has been a slight change in the Ethnicity pay gap data in 2024 which is showing the 


pay gap data at 1.9% on 31 March 2024, which is up from 1% in 2023.   This is the second 


year since reporting began that we are unable to report a negative pay gap.  However, the 


university remains committed to eradicating an ethnicity pay gap and the report sets out 


what we are doing to address this in the section ‘Closing the Gap’. 


This report reflects on our work to date and highlights new actions which will continue to 


enable us to tackle the gaps and continue to promote Equality Diversity and Inclusion at 


the University of Northampton. 


 


Becky Bradshaw
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Glossary. 
Equal pay 


Where people are paid the same for work of equal value, i.e., all staff on the same grade on the 


University single pay spine. 


 


Full-pay relevant 


To be included as a full-pay relevant employee, the employee must have been paid their full 


usual pay on 31 March 2024. This includes basic pay and holiday pay, but excludes reduced pay, 


overtime pay and pay in lieu of leave. 


 


Gender pay gap (GPG) 


The average difference between hourly pay for the two genders across the University workforce. 


 


Mean value (average) 


The sum divided by the count. 


 


Median value 


The value in the middle of the list of numbers. 
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Gender Pay Gap. 
 


At the time this data was collected the University had 2197 “Full-Pay Relevant” (FPR) 


members of staff.  


The workforce of the University of Northampton at this time was made up of: 


• Total FPR males, and those that identify as male: 892 (41% of FPR members) 


• Total FPR females and those that identify as female: 1305 (59% of FPR members) 


Although there has been a slight increase in the total figure since 2023 the percentage split 


across male and female staff remains the same as last year. 


 


Proportion of Males and Females in each 


Quartile 


We have ranked these FPR employees from highest to lowest paid, then divided this into 


four equal parts called quartiles. 


These quartiles show the following: 


 


29.1%


70.9%


Q1: Grade 5 and below


Male Female


38.8%


61.2%


Q2: Grade 6 and 1 spinal point 


of grade 7


Male Female
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The gender split in the upper two quartiles is relatively equal, the lowest 2 quartiles, show 


a much greater number of females at the University in lower grade roles compared to 


male counterparts and the majority of applicants for roles at grades 5 and below continue 


to be female.   


The higher percentage of females applying for, and subsequently being employed in, lower 


grades must therefore be considered in any reporting of average pay gaps. 


46.6%53.4%


Q3: Most of grade 7 and 


lower half of grade 8


Male Female


47.9%52.1%


Q4: Upper half of grade 8 and 


above


Male Female
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Pay Gaps 


Mean and Median gender pay based on hourly rate 


 


The overall mean gender pay gap (GPG) has decreased from 7.3% last year to 6.9% in 2024.   


The increase in female employees in the upper quartile since 2022 has impacted 


significantly upon the downward trend and a reduction in the overall pay gap.  However, 


the mean GPG in the lower and upper middle quartiles has remained consistent and the 


proportion of female staff who are working at grade 5 and below remains high at 70.9%.   


 


The median GPG has continued to decrease and is now 3.9%. The increase in females in 


the higher grades over the past few years has also attributed to the median GPG 


decreasing by 7.2% since 2022 and by 11.4% since reporting began.  The female median 


hourly rate increased to £19.23, whilst the male rate stayed the same at £20.    


We have a large group of sessional staff that are paid £20 an hour that fall right in the 


middle of our salary range. Because of this, the male median hourly pay has been £20 for 
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the last five years. With the increases in the pay scales the median female hourly pay is 


getting closer to £20, which has led to a decrease in the median pay gap. 


 


 


Note: UON does not employ any staff at Grade 1. Column one is used to represent all staff not on the spinal 


framework, including invigilators, external examiners and workers who claim fees.  


The gender distribution between male and female employees by grade has remained 


relatively consistent since 2022 with the highest number of female staff working within 


Grade 6. 


Gender pay gap by staff category 


The academic staff mean gender pay gap = 1.42% which has seen the gap decreases since 


2022 by 0.8%. 


Professional Services mean gender pay gap = 15.41% which is an increase on last year of 


0.81%, but represents a downward trend when compared to the figure of 17.1% for 2022 


 


213


9
21 27


236


109


233


34


10


231


4 12


102
120


378


156


270


26
6


0


50


100


150


200


250


300


350


400


Not on


spine


2 3 4 5 6 7 8 9 10


All staff 


Gender by grade


Male Female







10 


 


 


 


There is a significant difference between the grade distribution of female and male 


employees across academic & professional services staff.  Whilst the majority of academic 


female employees are employed at Grades 6,7 and 8, in Professional Services the 


distribution across the lower grades is greater and there are predominantly more females 


than males in Professional Services with males distributed across the higher grades.   


 


 


5 1 1


188


65


204


24
94 1


262


86


237


15
5


0


50


100


150


200


250


300


Not on spine 4 5 6 7 8 9 10


Academic staff


Gender by grade


Male Female


9 9
20


26


48 44


29


10
1


23


4
12


101


120 116


70


33


11
1


0


20


40


60


80


100


120


140


Not on


spine


2 3 4 5 6 7 8 9 10


Professional Services


Gender by grade


Male Female







11 


 


Bonuses 


Proportions of staff receiving bonus pay (August 2023) 


• Male FPR employees who received bonus pay: 6 (0.7% of total male FPR staff) 


• Female FPR employees who received bonus pay: 5 (0.4% of total female FPR staff) 


Mean bonus pay 


• Male FPR mean bonus pay:  £8,116.17   (£6,420 in 2023) 


• Female FPR mean bonus pay:  £10,104.80  (£6,174 in 2023) 


• Difference/gap:              £-1,988.63 (-24.5%)  (£246         3.8%) 


Median bonus pay 


• Male FPR median bonus pay:  £8,600    (£6,930 in 2023) 


• Female FPR median bonus pay: £9,714   (£6,553 in 2023) 


• Difference/gap:      £-1,114 / -13%  (£377         5.4%) 


Senior staff at the University of Northampton are eligible to be considered under the 


University’s Discretionary Performance Related Bonus Plan, paid in August each year 


relating to the previous academic year.   


• Vice Chancellor, Deputy Vice Chancellor, Chief Operating Officer 


• Executive Deans and Deans 


• Executive Directors and Directors 


• Deputy Deans 


Bonus payments are based on two sets of criteria: 


• Corporate/University Performance measured by the Remuneration Committee 


against corporate targets/KPI’s. 


• Individual performance measured against SMART objectives and submitted with 


evidence to Human Resources and the Board of Governors. 


There has been a significant decrease in both the mean and median bonus pay of male 


and female staff with a negative pay gap reported for both measures for the first time.  


This can be attributed to the fact that this is the first year of reporting (2023 figures) that 
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our two most senior posts are held by women, although the proportion of female staff 


receiving a bonus is 0.3% lower than male colleagues.   


The University discontinued the Discretionary Performance Related Bonus Plan, with effect 


from the performance year commencing 1 August 2023 and this is the last year of 


reporting these figures.  
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Equal Pay. 
Equal Pay evaluates pay for work of equal value. The following table shows the mean 


salary at each grade for data as at 31 March 2024.  


Grade Female 


Mean 


hourly rate 


Count of 


female 


staff 


Male Mean 


Hourly 


Rate 


Count of 


male staff 


Gender 


Pay Gap 


(2023 figures) 


2 12.00 4 0 0 N/A    (N/A) 


3 12.00 12 12.00 9 0%      (0%) 


4 12.37 102 13.09 21 5.5%   (2%) 


5 14.06 120 13.63 27 -3.1%  (1%) 


6 17.98 378 17.95 236 -0.1%  (2%) 


7 21.47 156 21.93 109  2%     (3%) 


8 26.66 270 26.44 233  -0.8% (1%) 


9 31.77 26 31.57 34 -0.6%  (1%) 


10 36.78 6 36.97 10 0.5%   (-9%) 


Senior 


Staff 67.09 8 50.75 7 -32% (-18%) 


Note the figures above (apart from Senior Staff) are representative only of the full pay relevant staff on the 


pay spine (1074 females and 679 males).  (The figures exclude the 213 male and 231 female staff not on pay 


spine) 


The biggest gap is at the Senior Staff level.   The senior staff group includes Deputy Deans, 


Deans, Directors, Executive Directors, Deputy Vice Chancellor, Vice Chancellor and Chief 


Operating Officer. Two of the three most senior roles, those of Vice Chancellor and Chief 


Operating Officer, which were held by men in 2022 are now held by women. This has 


added to the significant change to the gap from 9% (senior staff) in 2022 to the current -


32%.  The overall GPG across the institution continues to reduce through the appointment 


of more females in senior roles particularly across grades 9 to Senior Staff.   Across the 
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wider institution the gap remains and there are a significantly higher number of women 


than men in grades 4 – 8. 


Ethnicity Pay Gap. 


Since 2021 we have reported the Ethnicity pay gap for our staff. We have defined our 


ethnic groups as follows:  


• White 


• Asian or Asian British 


• Black, African, Caribbean or black British 


• Other ethnic groups 


• Mixed or multiple ethnic groups 


At the University of Northampton, the term used for all ethnic minority groups together is 


Global Ethnic Majority (GEM). 


 


 


The mean pay gap across all GEM colleagues is 1.9% which means that overall, GEM 


colleagues are paid 1.9% less than white colleagues. This has increased since last year by 


0.9%.  
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The above graphs show that the pay gap for colleauges in Other Ethnic groups is -2.5% 


with colleagues in this group paid more than their white colleagues. There has also been a 


positive change in the paygap for colleauges in Mixed or Multiple ethnic groups but quite a 


significant negative change of 3.7% for colleagues in the Black, African, Caribbean or Black 


British group. 
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The median pay gap for 2024 is -4% which demonstrates that overall, GEM colleagues are 


paid 4% more than white colleagues.  This demonstrates a decrease from the previous 


year of -3.0%.  
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Disability Pay Gap. 
Since 2021 we have also been able to report the disability pay gap for colleagues. All staff 


who have declared a disability are in the group shown on the graph as Disabled and are 


compared against those that have not declared a disability and are shown as Not Disabled. 


The table below shows our full pay relevant staff by disability status on 31 March 2024: 


It is worth noting that there has been a significant decrease in the number of staff 


who have preferred not to say. In 2021, 230 staff chose not to declare their status but as 


only 1.5% of the full pay relevant staff have chosen not to declare their status this enables 


our reporting to be more accurate.  
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The graph below shows that the mean Disability Pay Gap is 4.8%, which shows a slight 


increase on the 2023 figure and an upward trend since 2022.  


 


 


The median pay gap is 3.9% and shows a 2% decrease in the gap since 2023. 
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Closing the Gap. 
The University is committed to closing the gaps and this section outlines the action we are 


taking to do this: 


Recruitment & Selection  


The University is actively undertaking initiatives to enhance our commitment to EDI across 


our recruitment and selection process and the below details both our progress on our 


2023/2024 actions and further initiatives for 2024/2025 


 


Progress on 2023/2024 Actions: 


• Comprehensive Review of EDI Practices: We continue to review our recruitment 


processes to ensure they are inclusive, with a particular focus on mitigating 


unconscious bias. All recruiting managers receive training on bias awareness, and 


our updated Recruiting Managers Guide places strong emphasis on equitable 


decision-making throughout the hiring process. 


• EDI Sourcing and Selection Strategies: This work is ongoing, and we are 


continually assessing and refining our approach to ensure the diversity of our talent 


pool aligns with our EDI goals. 


• Applicant Tracking System Enhancements: We are looking at improving our ATS 


to better track diversity metrics and help identify areas where further action is 


needed. This includes exploring methodologies like anonymised CV screening to 


help reduce bias in the candidate selection process. We are also focused on 


ensuring that our recruitment suppliers are aligned with our EDI values. Additionally, 


our shortlisting process now ensures that Recruiting Managers prioritise relevant 


skills and experience over extraneous factors like visa status, making the process 


fairer and more inclusive. 


• Inclusive Job Advertisements: We’ve been reviewing and updating the language 


used in job advertisements to ensure they are inclusive and welcoming to a wide 


range of candidates. This includes using plain language and removing any 


potentially biased phrasing. 
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• Supplier Diversity: We have started to build stronger partnerships among our 


suppliers, ensuring that those we work with share our commitment to diversity & 


inclusivity. While we have reduced the number of agency suppliers, those we 


continue to engage are fully aligned with our core values, ensuring everyone has the 


opportunity to succeed. 


Web Content Accessibility Guidelines Update: 


• Significant progress has been made on improving the accessibility of our digital 


platforms, particularly the Careers website, which now meets WCAG compliance 


standards. This includes ensuring compatibility with assistive technologies such as 


screen readers and making the site mobile-friendly, allowing candidates to easily 


access job opportunities from any device. 


• We've also simplified the language across the site to make it more accessible to 


individuals with cognitive disabilities or for whom English may not be their first 


language. 


By ensuring that our digital recruitment platforms are accessible, we are reinforcing our 


commitment to inclusivity and equal opportunity. These enhancements not only broaden 


our talent pool by removing barriers to access but also reflect our institutional values of 


fairness and equity. 


Potential New Actions for 2024/2025: 


Disability Inclusion: 


• We are looking at ways to further strengthen our focus on disability inclusion within 


recruitment and across the broader organisation. This includes considering how we 


can build on the work around workplace adjustment passports, introduced in 


October 2023 ensuring they are embedded within our processes, and promoting 


their usage across departments. 


• Exploring new partnerships with external organisations focused on disability 


inclusion is another area we are looking at, to help improve how we attract and 


support candidates with disabilities. 


Enhancing Recruitment Data Insights: 


• We are exploring improvements to our data collection and analysis capabilities 


within the recruitment process, particularly with a focus on tracking metrics around 


disability and ethnicity. Enhancing our ATS could provide us with deeper insights 


into diversity gaps and allow us to adjust our strategies accordingly. 
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Continued Focus on Inclusive Recruitment: 


• Building on our progress so far, we are considering how we can further integrate EDI 


principles into all aspects of our recruitment strategy. This includes exploring 


additional tools and methodologies to reduce bias and enhance the fairness of the 


selection process. 


 


Staff Awareness & Workplace Culture 


We recognise the diversity of our staff and the university supports a number of initiatives 


to recognise and value underrepresented groups and create an inclusive workplace in 


which staff are able to progress: 


People  Strategy  - Our staff are our number one priority and to support a culture of 


excellence in all our work we are working to develop our people strategy through a 


process of co-creation.   


 


Gender Equality Plan Working Group -  The University is working on a Gender Equality 


Plan to show its commitment to developing strategies to narrow the Gender Pay Gap. A 


cross department Gender Equality Working Group will deliver the plan during the coming 


year. 


 


Cultural Integration Workshops 


• Academic and HR Staff Development colleagues have developed an award winning 


programme of nine sessions focusing on building good EDI practice.  This 


programme, called Cultural Inclusion Workshops (CIW) has been delivered to six 


staff cohorts and eleven student cohorts.  Staff delegates report that there have 


been positive impacts associated with participation in this programme, specifically 


on proactive consideration of EDI issues during decision making and provision of 


service.  There is a five year plan to work with all student facing teams and managers 


through the course, and a plan for a “train the trainer“ model for delivery to 


students. 


Flexible Working 


• We continue to promote Smarter Working and Flexible Working policies at 


recruitment stages with all appropriate jobs advertised as flexible working friendly.  
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• With the change to legislation in April 2024, flexible working is now available to all 


staff from the first day of employment and staff may now make two requests in one 


year, removing any EDI bias that may have arisen from the original parameters. 


Increased support for our staff-  


• We have updated our Smarter Working policy to allow Staff members if they wish 


to do so, to apply to their line managers to take a day, or days, leave to observe 


religious or cultural events in exchange for a nominated bank holiday(s) and/or 


University Closure Day(s). This will increase flexibility and promote inclusion for 


our staff across the organisation. 


The Eyrie Quiet Space 


• In July 2024 the Eyrie Quiet Space was officially launched on the top floor of the 


Learning Hub.  This was as a result of direct feedback by the Disability Staff 


Network for the creation of a comfortable and quiet space.  The space has 


numerous live plants which are watered using an innovative hydroponic system 


which reduces flies and insects and the living plants and thoughtful décor offer a 


green oasis of calm for staff to visit.  It also has lovely views of the wider campus 


and Northampton and allows people a bit of time to themselves away from the 


bustle of campus.  Much thought was put into the space to ensure it was 


welcoming to all staff and the Eyrie offers fidget devices to borrow, a sharps bin 


for disposal of insulin needles, fans for cooling as well as individual areas 


separated by curtained booths with lamps which offer privacy. The space is 


furnished with a variety of seating, with the inclusion of chaise lounges with firm 


cushioning to allow wheelchair users to move comfortably between chairs.   It is 


a great addition to our campus and has been extremely well received by our 


staff. 


Menopause Support and Guidance 


• Work continues to ensure that UON is menopause friendly and a training 


package for all managers (available to all colleagues) has been created.  At 


December 2024, 436 line managers have completed this training.   


• The menopause support group also continue to actively provide events and cafes 


with guest speakers to raise awareness of menopause and provide a support 


network for colleagues. 


• The menopause group have also been active in supporting a Research project on 


the correlation between sleep and menopause and the impact this can have on 
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women in the workplace thus raising the general profile of menopause and its 


effects across UON.   


Disability and Inclusion Coordinators  


• Comprising representatives from across the University this group continues to take 


responsibility for the coordination of activities to enable all areas to meet their 


equality obligations and encourage the development of best practice to meet the 


specific or collective needs of disabled members of staff and students. 


 


Development Opportunities for all  


Update on Previous Commitments 


• The Staff Development team continue to promote the range of opportunities available to 


all staff to ensure that everyone is aware of how they can achieve personal and work 


development goals.    


HR Staff Development, Academic Development, and Research Development have 


established a “one-stop-shop” for all staff development registration.  We have seen 


an increase in engagement with the portal over the disparate methods available 


before, and there is regular optimisation work taking place to connect disparate 


opportunities into programmes to support specific career paths and roles. 


• A mentor programme is currently in development for Black Professionals, and it is 


intended that this be developed further and evolve into an organisational wide 


programme.  


This programme is now ready to launch, with opportunities to mentor and to be 


mentored supported by a matching platform (MentorNet) and specific training for 


mentors.  The platform can support several schemes, with the first being mentoring 


for GEM staff and students.  We anticipate this will expand to introduce a mentoring 


programme for women and reverse mentoring support in the upcoming academic 


year. 


• All PDRs include at least 1 development objective and appropriate time will be given to 


engage and complete. Compliance will continue to be monitored and reported back to 


the EDI forum.  


This is articulated in the PDR Policy and Procedures.  Monitoring of PDR compliance 


is in line with completion deadlines, and all faculties and departments have access 


to text reporting through their respective Executive teams.  The personal and 


professional development aspects of the PDR, including the emphasis on at least 
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one “staff owned” objective is reinforced by training for frontline staff and for 


managers, available throughout the year. It is worth noting that there is a delay to 


the PDR cycle for 2024/25 and progress will therefore be reviewed in January 2025. 


 


Academic progression 


• PDRs continue to focus on academic career progression, ensuring research time, 


scholarly activity and hours allocated under Professorial and Associate Professor 


titles is protected in workload planning through management support and 


empowerment. The 2024-25 PDR round will continue to include at least 1 research 


or teaching and learning focused objective that supports high achievement and/ or 


progression. 


Development opportunities for all women 


• Engagement with Springboard, a self-development programme that provides 


personal and work development opportunities for women continues to be strong, 


and the University has invested in certification for an additional Springboard trainer.  


Delegates report that the course is useful with 97% of delegates reporting that the 


course was useful in supporting career or life plans. 


 


Equality, Diversity and Inclusion – Additional 


Opportunities for Development 


• A new Race Equity package of training will be introduced in 2024/25 consisting of a 


general introduction to e-learning developed by Advance HE and a follow up face to 


face workshop intended for critical student facing teams and groups for managers. 


 


• After very positive reception as a one-off training session in previous years, Trans 


Awareness training will now be provided as a regularly offered session twice yearly. 


 


• The HR Staff Development team, IT, and the equality team are partnering to 


enhance Digital Accessibility across the University with a package of online learning 


and resource packs.  This activity is governed through a Digital Accessibility Steering 


Group with representatives from across the University, including the Disability Staff 


Network. 
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• The portfolio of learning support in the area of EDI continues to expand. (See 


Appendix 1) 


 


• Ability Smart have delivered Disability Awareness Training, foucussing on 


neurodiversity, to a number of staff and the University continues to support training 


commissioned via Access to Work to improve the experience of staff.  The intended 


outcome is that staff feel supported in their post and feel able to progress their 


career within UON. 


 


Ethnicity and Disability pay gaps 


We are committed to closing our ethnicity and disability pay gaps and despite a slight 


increase in both pay gaps this year we are working hard to understand and address the 


reasons for this.   


Cross institutional working groups have been formed to further analyse the data and to 


look at actions to address any pay gaps. Project groups have also been set up including: 


Race Equality Project 23 – 25 


The Race Equality Project is on-going and the organisation has signed up to Advance HE 


Race Equality Charter (REC) which will allow us to further assess our progress around race 


equality. 


As part of this cross institutional project, we will explore both quantitative and qualitative 


data for our staff and students and develop further actions to address any identified gaps. 


Applying for a REC Award will allow us to explore intersectional data from across the 


university through a self-assessment process that will help us identify our priorities and 


develop and implement an action plan to address gaps across the organisation.   


Empowering the Black Professional  


The Empowering the Black Professional Project has initiated a pilot formal Mentoring 


project across the organisation targeted at staff and students from a Global Ethnic Majority 


(GEM) background in an effort to support their development. Evaluations from this project 


will be used to develop the wider University initiatives in place for mentoring across 


different groups. 
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An EDI workstream to increase recruitment and progression of Black staff 


• The Equality, Diversity and Inclusion Forum will include a 2024 agenda item to look 


at intersectional data, identifying what and how this will be analysed with the view to 


reporting this in the 2024 pay gap report. 


Our current EDI strategy ends in 2025 and as we move to reflecting on new actions for the 


strategy, we will analyse our data to assess remaining gaps and build new initiatives to 


support the University’s EDI agenda. 
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Appendix 1 


Equality, Diversity and Inclusion – Portfolio of learning 


support 


A Manager's Guide to Inclusive Teams 


Accessibility for Managers and Non-Designers 


Adding Value through Diversity 


Addressing Unconscious Bias as a Leader 


Advancing a DIBs Strategy in Your Organization 


Advancing Women of Color: Go from the First and Few to 


the Many 


Advocating for Change in Your Organization 


Allyship and Advocacy Across Our Differences 


Autism in the Workplace 


Become a Courageous Female Leader 


Becoming an Ally to All 


Best Practices for Managing Global Projects 


Build Your Inclusive Leadership Skills 


Bystander Training: From Bystander to Upstander (2019) 


Communicating about Culturally Sensitive Issues 


Communicating Across Cultures 


Communicating Across Cultures (2018) 


Communicating Across Cultures Virtually 


Confronting Bias: Thriving Across Our Differences 


Confronting Gender Bias 


Creating Accessible and Inclusive Video 


Creating Inclusive Learning Experiences 


Creating Safe Spaces for Tough Conversations at Work 


Cultivating Cultural Competence and Inclusion 


Cultivating Cultural Competence and Inclusion (2022) 


Cultural Humility and Agility 


Cultural Inclusion Workshops 


Dealing with Microaggression as an Employee 


Develop Interpersonal Skills for Inclusive Workplaces 


Developing a Diversity, Inclusion, and Belonging Program 


Developing Cross-Cultural Intelligence 


Developing Cross-Cultural Intelligence (2016) 


Difficult Conversations: Talking about Race at Work 


Digital Accessibility for the Modern Workplace 


Disability Readiness for Leaders and Managers 


Discussing Racism with Dr. Christina Greer 


Diverse Talent in Recruiting and Hiring 
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Diversity Across Generations: Supporting Workplace 


Inclusion 


Diversity and Inclusion in Marketing: Inclusive Language for 


Marketers 


Diversity Recruiting 


Diversity, Equity, Inclusion and Belonging for Leaders and 


Managers 


Diversity, Equity, Inclusion, and Belonging for All 


Diversity, Inclusion, and Belonging 


Diversity, Inclusion, and Belonging for All 


Driving Change and Anti-Racism 


Driving Inclusion with Empathy 


EDI for Managers 


Empowering BIPOC through Mentorship 


Empowering Dyslexic Thinking at Work 


Equity First: The Path to Inclusion and Belonging 


Exploring a Career in User Experience Design 


Fair and Effective Interviewing for Diversity and Inclusion 


Fostering Belonging and Inclusion for Managers and 


Leaders 


Foundations of Diversity, Equity, Inclusion, and Belonging 


From Compliance to Culture: A Psychological Safety 


Framework for Inclusion 


Getting a Seat at the Table and Making It Count 


How Managers Create a Culture of Belonging 


How to Be a Good Ally 


How to Be an Inclusive Leader 


How to Be More Inclusive 


How to Listen and How to Be Heard 


How to Speak Up Against Racism at Work 


How to Succeed as a Latina in a Global Work Environment 


How to Support Colleagues from Underrepresented Groups 


HR Roles in the Modern Workplace 


Improving Your Mental Health at Work 


Inclusion and Equity for Workers with Disabilities 


Inclusion in a Global Enterprise 


Inclusive and Professional Conversations on LinkedIn: Tips 


for Success 


Inclusive Branding: The Secret to Attracting the Right Talent 


for Your Organization 


Inclusive Female Leadership 


Inclusive Mindset 


Inclusive Mindset for Committed Allies 


Inclusive Selling: Selling Across Culture, Race, and Gender 


Differences 


Integrating Mental Health into DEI 


Leadership Strategies for Women 
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Leading Diverse Teams to Success 


Leading Your Org on a Journey of Allyship 


LGBT+ Awareness 


LGBT+ in the Classroom 


LinkedIn Learning DEI Awareness Professional Certificate 


Make Belonging Real in the Workplace 


Managing a Diverse Team (2023) 


Multinational Communication in the Workplace 


Out and Proud: Approaching LGBT Issues in the Workplace 


Overcoming Cognitive Bias (2020) 


Overcoming DEI Leadership Challenges 


Own It: The Power of Women at Work 


Owning and Scaling Belonging for You 


Practicing Diversity and Inclusion in Media and 


Entertainment 


Proven Success Strategies for Women at Work 


Public Speaking for Non-Native English Speakers 


Race Equity 


React: Components, Context, and Accessibility 


Recruitment Fair Practice 


Rolling Out a Diversity and Inclusion Training Program in 


Your Company 


Six Skills to Develop Cultural Agility 


Skills and Competencies for Leading Today's DEI Workforce 


Skills for Advancing as a Woman in Leadership 


Skills for Inclusive Conversations 


Social Interactions for Multinational Teams 


Speaking Up for Yourself and Underrepresented Groups 


Strategies to Foster Inclusive Language at Work 


Succeeding as an LGBT Professional 


Supporting Your Mental Health While Working from Home 


Three Steps to Mental Well Being at Work 


Tracking, Measuring, and Reporting Your DEI Efforts 


Trans Awareness 


Unconscious Bias (with Audio Descriptions) 


Uncovering Your Authentic Self at Work 


Understanding and Supporting ADHD Colleagues in the 


Workplace 


Understanding and Supporting Asian Employees 


Understanding and Supporting LGBTQ+ Employees 


Understanding Intersectionality 


Union Black: Britain's Black Cultures and Steps to Anti-


Racism 


Unlocking Authentic Communication in a Culturally-Diverse 


Workplace 


Using Gender Inclusive Language 


What To Do When You Are Bullied at Work 
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  University of Northampton  Equality Data    A ll  employees   in post  on   31  July 202 4     The following information provides data on all University staff as at 31  July 202 4   by  protected characteristics.   Figures do not include  those employed by UNEL   or   non - contracted employees like   external examiners   or general claims . There  was a total staff  headcount of  1 812 ,   Data is rounded to the nearest whole percent.    Gender   Gender  / Staff Category   Table 1: Gender of staff in each job category    

   Academic  Professional  Services  Senior Staff  All staff  

Female  56 %  610  7 1 %  49 8  50 %  10  6 2 %  1 118  

Male  4 4 %  481  2 9 %  203  50 %  10  3 8 %  694  

All Staff  1 00%  10 91  1 00%  701  1 00%  20  1 00%  1 812  

Chart 1: Percentage of staff by gender and staff category.    
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