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[bookmark: _Toc146114275]Foreword
Here at City, University of London, we take pride in the diversity that exists in both our student and staff communities, and celebrate this diversity. We actively foster an inclusive, respectful and supportive environment so that everyone can fulfil their true potential. As a University, our commitment to Equity, Diversity and Inclusion (EDI) remains a priority, and they are embedded in everything that we do. Our staff and students are also central to actively and passionately transforming our organisational culture, and to the way we bring our whole selves to our working and learning environments. 
It has been a truly transformational year for the EDI team with the launch of the Office for Institutional Equity & Inclusion (OIEI) and we welcomed six new team members. We have made huge progress, demonstrated through the achievement of securing City’s Race Equality Charter (REC) Bronze Award, evidencing our commitment to improving the representation, progression and success of Black, Asian and minority ethnic people in higher education; the continuation of our work on gender equity through the renewal of our institutional Athena Swan award and School-level awards, recognising our commitment to the career advancement of women; our successful application to Disability Confident level 2; and securing a silver award from Stonewall for creating an inclusive workplace for LGBTQIA+ inclusion. Our work, committed to improving diversity and inclusion at City, is not only demonstrated through our charter marks, but also through our various relationships with student societies and staff affinity networks by ensuring their voices are centred and heard through training and events. We also recognise that there is still much to do, and as an Office, we look forward to working with everyone across City to make our EDI ambitions a reality.  
This report demonstrates how we will continue to embed our commitment to equity, diversity and inclusion across all our processes and everything we do here at City. It will provide a high-level annual overview of our diversity data and our EDI metrics. Where possible, we have provided intersectional data to provide a well-rounded analysis of gaps and inconsistencies that tend to be overlooked. By building on this more detailed understanding, it is our hope that this approach will support City’s newly founded values (We Care, We Learn, and We Act) to strengthen our insights to inform how we instigate positive change.  
We should be extremely proud of what we have achieved so far together, but also recognise that there is still a great deal of work to be done in order to ensure City is a university of inclusive excellence, and where we are representative of all of our diverse communities. By working together, we can nurture a culture of inclusion where we give respect to one another, and create a true sense of belonging so everyone can thrive and reach their potential. 

JESSICA JONES NIELSEN
ASSISTANT VICE- PRESIDENT for EDI


[bookmark: _Toc146114276]Executive summary
City, University of London is the University of business, practice and the professions. We are committed to establishing an inclusive environment and removing barriers to progression for our students and staff, enabling a culture of fairness, equity and respect where everyone can thrive. Based in the heart of London, we attract outstanding students and staff from many different backgrounds, take pride in the diversity that exists within these communities, and celebrate it. We continually work to ensure that our environment is inclusive and accessible for all, and are committed to tackling any barriers that prevent our students and staff from thriving and ultimately fulfilling their full potential. 
The new University Vision and Strategy 2030 embraces equity, diversity and inclusion (EDI) at its core and emphasises the importance of embedding our values: We care, We learn, We act, in everything we do, and they underpin our EDI strategic aims, actions and initiatives. Spearheaded by the new Office for Institutional Equity & Inclusion (OIEI), we have used systematic frameworks provided by Athena Swan, the Disability Confidence Scheme, the Race Equality Charter, and Stonewall, to continuously identify institutional and cultural barriers for our staff and students and proactively create innovative initiatives and actions to ensure equity of opportunity. 
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Over the last year, City is proud to have achieved several key successes. Some of these key achievements are highlighted below.
· Launch of the Office for Institutional Equity & Inclusion: City’s commitment to delivering against our EDI strategy has been demonstrated by the formal launch of the Office for Institutional Equity & Inclusion (OIEI) and recruiting a full team of 11 EDI professionals. These roles are pivotal to enable the University to drive the change needed to nurture and embed the University’s values and strategy, monitoring progress to inform how best to address inequalities and promote staff and student inclusion. 
· Several Successful Charter Submissions: We have continued to demonstrate our commitment to EDI through the achievement of national accreditation frameworks. 
· City achieved its Institutional Athena Swan Bronze Award renewal status;
· City successfully achieved the Race Equality Charter Bronze Award, with no changes gaining the full award the first time it was submitted;
· City recently gained the Stonewall Workplace Equality Index Silver Award, and ranked within the Top 100 Inclusive Employers List;
· City moved from a Level 1 to a Level 2 Disability Committed Employer and work is progressing to improve to Level 3.
· The Lived Experiences of Staff Project: The Lived Experiences of Staff Project was proposed by City's Network for Racial Justice (NRJ) in 2021 to explore the experiences of staff of colour at City. Having been fully funded and supported by the University, the study has commenced and is entirely staff of colour led, from inception to implementation. The data will be coupled with existing data from the Race Equality Charter work, to enrich our Race Equity Action plan and ensure City is an environment where our staff of colour can thrive.
The following outlines key recommendations and EDI projects/initiatives over the next 12 months.
[bookmark: _Toc146114278]General recommendations
· We will need to investigate why there is a gap between target and outcomes for the APP.
· We will need to develop and deliver an initiative to better understand and improve staff protected characteristic declaration rates, specifically for disability.
· We will need to ensure that our staff population and senior leadership is representative of City’s diverse student population.
· We will need to expand on initiatives to address the under-representation of women in Professorial and Grade 9 roles, and specifically for Black women under-represented in Professorial grades. 

[bookmark: _Toc146114279]Next steps
In the coming year, we are keen to build on our achievements and make a real and lasting difference. Some of the key forthcoming activities include:
· Creation of EDI Data Dashboards to support the EDI team, aligned with Charters work, to create clear and robust metrics that will help to guide the future direction of EDI work at City. 
· Promoting and delivering new EDI Roadshows to engage staff and students with our EDI work. 
· We will be establishing a Race Equity Advisory Board and Race Equity Implementation Committee to have authority over the implementation of City’s Race Equity Action Plan.
· Launch a Bullying & Harassment Tool for Staff to support the reporting of incidents or concerns and gain access to support across the University.
· Produce our second Ethnicity Pay Gap Report to ensure we are progressing to improve racial equity.
· Creating a Menopause Framework to build knowledge and awareness and help to support staff through a menopause network/champions.
· Continue to implement actions form the Athena Swan and Race Equality Action Plans with an intersectional focus.
· To pilot, refine and implement anonymous shortlisting for relevant professional services vacancies.
· To achieve Disability Confident Level 3.
[bookmark: _Toc146114280]Introduction
Based in the heart of London, City, University of London is a distinctive global University which offers world-class facilities and contributes to the global good of society. We take pride in the diversity that exists in both our students and staff, and celebrate this diversity. City is proactively striving to foster an inclusive, fair and respectful environment. We continually work to ensure that our environment is inclusive and accessible for all, and are committed to tackling any barriers that prevent students and staff from thriving and fulfilling their full potential. Our new Vision and Strategy 2030 places Equity, Diversity and Inclusion (EDI) at its heart, most notably through the Culture: EDI, Sustainability and Values workstream. The direction of our EDI strategic priorities are also shaped by City’s core values: We Care, We Learn, and We Act. 
The EDI Annual Report is an important tool for measuring our progress and identifying areas where we need to improve. It is also a valuable resource for our staff, students, and local community. The report provides information about the challenges and opportunities that we face in creating a more inclusive and equitable University, whilst celebrating the commendable efforts from colleagues and students across the institution that are making a substantial impact in advancing EDI in everything that we do.
We are committed to using the EDI Annual Report to inform our work and to ensure that we are making a difference. We believe that diversity is a strength, and we are committed to continuing to build a University where everyone feels welcome and supported.


[bookmark: _Toc146114281]The Office for Institutional Equity and Inclusion (OIEI)
City, University of London launched its newly established Office for Institutional Equity and Inclusion (OIEI). This was a monumental achievement and milestone for City and demonstrates the prominence and significance of driving and embedding EDI at City.
The OIEI will act as a catalyst for inclusive excellence and culture change at City, working across the University to foster an inclusive, fair and respectful environment for the whole community. To mark this major advancement in City’s EDI journey, the Office was formally launched on Wednesday 22nd March, when over one hundred staff, Council members and Student Union representatives gathered in the Northampton Suite on campus to attend the launch event.
The President, Professor Sir Anthony Finkelstein, proudly opened this prestigious event, emphasising the importance of EDI at City and that it is at the heart of everything that we do. Dr Jessica Jones Nielsen, Assistant Vice-President (EDI), then announced the OIEI’s five strategic priorities: ensure equity, increase diversity, enhance engagement, promote inclusion and value students. Following the announcement of the OIEI’s strategic priorities, staff, Council members and Student representatives attended a World Café-style workshop, in which attendees were given the opportunity to share their thoughts on ways in which City could improve its inclusivity and sense of belonging. Moving from table to table, delegates discussed gender, LGBTQI+, race equity and intersectionality, inclusive and accessible communities, culturally inclusive curriculum, faith, belief, and culture and belonging. 









[bookmark: _Toc146114282]The OIEI’s key strategic priorities
Ensure equity
We will be established as a central University-wide hub, be recognised as actively and passionately transforming our organisational culture and supporting the progression and success of our staff and students. By actively meeting staff and students, and facilitating roadshows across all Schools and PSDs, OIEI will directorates and teams and present how we can support them to become EDI Champions and Allies.
Increase diversity
The Office will have a refreshed approach to EDI with a thorough intersectional focus. There are some exciting objectives we have already achieved this academic year, including the renewal of our Athena Swan award, our first Stonewall accreditation & Race Equality Charter (REC) award. We will continue to implement Gender & LGBTQI+ Equity, Disability & accessibility, REC actions, and NRJ demands to actively work towards embedding EDI via a truly intersectional lens. 
Enhance engagement
We will monitor, measure and regularly communicate progress on EDI actions to staff and students, holding City to account whilst celebrating success together. Our dedicated EDI Data Manager will create a specific EDI Data Dashboard to monitor against our action plans, EDI Strategy and corresponding KPIs comprehensively and robustly. The OIEI will create annual reports on EDI progress, Gender and Ethnicity pay gaps and work to improve our EDI data collection, transparency and dissemination. 
Value students
The student experience will be at the heart of everything we do. We will work to engage students in our events, plans and ensure regular student-tailored comms are disseminated to our students throughout the year. We will initiate co-creation opportunities where our diverse student population can collaborate with us to proactively create specific initiatives that increase equity and fairness, a sense of inclusion and belonging where everyone feels able to bring their authentic self to work and study, and where diversity is celebrated.
Promote inclusion
We aim to improve our staff and student satisfaction, by contributing to City being a place of belonging, nurture and success, where staff and students can thrive and are proud to be part of our community. We will create opportunities to regularly gain staff and student feedback via surveys, focus groups, workshops, events, and bespoke EDI training, ensuring staff and student voices are embedded in EDI actions, understanding lived experiences and tackling barriers to success.


[bookmark: _Toc146114283]Our mission
“The Office for Institutional Equity and Inclusion will be City’s catalyst for inclusive excellence and culture change. We will proactively and collaboratively work across the institution to foster an inclusive, fair and respectful environment.” 

[bookmark: _Toc146114284]Our values
1. We are advocates for human rights and positive culture change. 
We explore innovative and disruptive initiatives to break barriers and spearhead equitable opportunities for all to thrive and be their unique selves.

2. We thrive on collaboration and co-creation. 
We do this by being true team players, building authentic relationships and creating supportive connections with our stakeholders.

3. We are confident and curious EDI experts. 
We are genuinely passionate about equity, and take responsibility for continuous learning, accountability for disseminating information widely and ensuring our work has sustainable impact. 

4. We are accessible, approachable, and authentic.
We focus on intersectionality, celebrate diversity, create safe spaces for lived experiences, and aspire to establish a sense of belonging for everyone. 

5. We care, respect others and lead with integrity. 
We do this with open-mindedness, passion and aim to empower and inspire staff and students to be EDI champions within their own right.
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[bookmark: _Toc146114285]The OIEI team
The team is made up of experienced and dedicated professionals who are committed to creating an inclusive and diverse university. The team includes staff from a variety of backgrounds, and committed to ensuring City provides a welcoming and inclusive environment for all students and staff. The OIEI team deliver several co-creation opportunities and work collaboratively with students, staff and networks to encourage diverse decision making through actively seeking a wide range of voices from across the University. This places the student experience at the heart of City’s EDI work by providing students the opportunity to spearhead EDI initiatives that directly impact them. 
                  [image: Professional Headshot of Ashling Akosa standing in the Rhind Building]        
       Jessica Jones Nielsen
Assistant Vice-President
Kiren Chima
Interim Head of EDI
Ashling Akosa
Race Equity & Intersectionality Initiatives EDI  Manager

Laxman Godhania
Research and Accountability EDI Data Manager  
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                           Graysen Whittaker 
Senior EDI Officer – Gender & LGBTQ+ 
Michelle-Louise Yembra
Senior Student EDI Officer 

Sarny Guzman-Rodriguez 
Senior EDI Officer – Inclusive and Accessible Communities                             
 
Rhianna Brazier
EDI Admin / Office Coordinator 






[bookmark: _Toc146114286]EDI governance and accountability
The Assistant Vice-President (EDI), as the University’s strategic lead for EDI, is responsible for ensuring that EDI is prioritised and embedded in changing institutional governance, structures and systems under the new University strategy. 
The University EDI Board (a sub-committee of the University SLT), co-Chaired by the President and Assistant Vice-President (EDI), has the overall responsibility for ensuring compliance with the Public Sector Equality Duty (PSED), which will, in turn, secure the delivery of City’s successful EDI outcomes, both as an education provider and employer. The EDI Board provides strategic leadership to the EDI agenda, which forms a key driver for delivering the EDI strategic priorities and City’s strategy. EDI assurances are made to the University decision-makers via Board reports, which demonstrate due regard has taken place regarding the relevant equality groups in relation to services and employment issues. 
City also has Associate Deans for EDI that are placed within each of the University’s six Schools. Each Associate Dean for EDI is accountable for EDI in their respective Schools, through the School EDI Committee, to both the EDI Board and SLT. 
The EDI Board’s annual work programme includes routine reporting, which include annual reports, student and workforce data, progress on charter marks (currently REC, Athena Swan, Disability Confident and Stonewall), progress against the EDI Strategy, EDI Strategic Priorities and compliance with PSED as well as consultation forums to ensure an ongoing and direct connection with networks and stakeholders. Our trade union and students’ union representatives also help to raise awareness and address equity issues in both workplace and learning environments at City.
[image: Kavita Powley standing behind a podium speaking into a microphone.
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We believe that it is important to collect and analyse data on inequalities to understand barriers and to develop effective solutions. We are committed to using data to track our progress and to make sure that we are making a difference.
Our long-term EDI Key Performance Indicators (KPIs) are in place to capture our ability to embed our values and build an inclusive University culture which promotes dignity and respect for all members of City’s diverse community. City has committed to measuring and delivering on the following EDI KPIs, which also address our commitments to delivering our Athena Swan and Race Equity Charter bronze award action plans.

[bookmark: _Toc146114288]EDI KPIs
KPI 1: Reduce gender and ethnicity pay gaps:
· The ethnicity pay gap for 2024 will be 19%
· The gender pay gap for 2026 will be 15% 
KPI 2: Increase ethnic diversity of staff to better reflect student population
· The proportion of Staff of Colour will be 32% by 2024
· The proportion of Grade 9 staff (including Professors) that are People of Colour for 2024 will be 15%
· The proportion of women in Professorial roles will be 32% by 2024
· We have achieved our target to increase the proportion of women in Grade 9 (excluding Professors) roles of 51.5% by 2024
KPI 3: Reduce Black student awarding gap
· The Black student awarding gap will be 12% by 2024



[bookmark: _Toc146114289]Staff and student profiles
[bookmark: _Toc146114290]Staff EDI profile
City is committed to creating an inclusive and diverse workforce. We believe that everyone has the potential to succeed, regardless of their background or circumstances.
In this section of the report, we explore the makeup of our staff and their different backgrounds and experiences. We believe that diversity is a strength, and we are committed to continuing to build a workforce where everyone feels welcomed and supported.
The latest trends in the total staff population, related to sex, disability, ethnicity, sexual orientation, and faith/belief are shown below. The following tables and figures, supplied by HR systems, serve as a snapshot taken on the 31st of July. Table 1 shows the total University staff numbers, split by Academic and Professional Services staff over the last 3 years.
[bookmark: _Toc141870454]Figure 1: A table showing the total university staff numbers over the last 3 years
	
	2019/20
	2020/21
	2021/22

	Academic staff
	946
	935
	978

	Professional services staff
	1270
	1264
	1275

	Totals
	2216
	2199
	2253



[bookmark: _Toc146114291]Staff by sex
Overall, the University has a greater proportion of male staff than female, as shown in Table 2 and the graphs below, with a greater proportion of females in professional services than academic. In comparison with last year, there has been an increase in female staff overall by 1%. There has been no significant change in professional services and a 2% increase of female staff in academic services. 


[bookmark: _Toc141870455]Figure 2: A chart showing all staff by gender
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[bookmark: _Toc141870456]Figure 3: A chart showing academic staff by gender      Figure 4: A chart showing professional staff by gender
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[bookmark: _Toc141870457]Figure 5: A table showing a breakdown of male staff numbers by area, over the last 3 years
	
	2019/20
	2020/21
	2021/22

	Academic staff
	53.5%
	53.9%
	 51.8% 

	Professional services staff
	43.1%
	42.2%
	 42.0% 

	Totals
	  47.5%
	47.2% 
	46.2%



[bookmark: _Toc141870458]Figure 6: A table showing a breakdown of female staff numbers by area, over the last 3 years
	
	2019/20
	2020/21
	2021/22

	Academic staff
	46.5%
	46.1% 
	 48.2% 

	Professional services staff
	56.9%
	57.8%
	 58.0% 

	Totals
	 52.5% 
	52.8% 
	 53.8%



[bookmark: _Toc146114292]Staff by disability
The number of staff disclosing a disability at City has increased slightly from 146 in 2020/21 to 152 in 2021/22. We believe that there is a high level of under reporting of disability in staff and therefore it is likely that the true proportions are higher than those shown. This is an area we will look to improve as we move forward in ensuring our working environment is as supportive and inclusive to all staff as possible. 





[bookmark: _Toc141870459]Figure 7: A chart showing staff by disability
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[bookmark: _Toc141870460]Figure 8: A table showing a breakdown of all staff numbers by disability
	
	2019/20
	2020/21
	2021/22

	Declared disability
	 6.5% 
	6.6%
	6.7%

	Declared no disability 
	 84.3%
	84.5%
	84.4%

	Not known/refused
	9.3%
	8.9%
	8.8%



[bookmark: _Toc141870461]Figure 9: A table showing a breakdown of all staff numbers by disability disclosure
	Disability Disclosure – Breakdown
	2019/20
	2020/21
	2021/22

	A specific learning difficulty (e.g. Dyslexia or Dyspraxia)
	25.9%
	28.1%
	26.3%

	A long-standing illness or health condition (e.g. Cancer) 
	22.4%
	21.2%
	24.3%

	A mental health condition (e.g. Depression or Schizophrenia) 
	18.9%
	19.2%
	19.7%

	A disability, impairment or medical condition not listed
	9.8%
	10.3%
	11.2%

	A physical impairment or mobility issues (e.g. Wheelchair)
	7.0%
	6.8%
	5.9%

	 Two or more impairments and/or disabling medical conditions
	5.6%
	5.5%
	4.6%

	Deaf or serious hearing impairment
	4.9%
	4.8%
	3.9%

	Blind or a serious visual impairment uncorrected by glasses
	3.5%
	2.1%
	2.0%

	General learning disability (e.g. Down's syndrome) 
	2.1%
	1.4%
	0.7%

	A social/communication impairment (e.g. Asperger's syndrome)
	Not Collected
	0.7%
	1.3%


[bookmark: _Toc146114293]Staff by ethnicity
The University is becoming more ethnically diverse, with an increase of People of Colour (PoC) staff across both academic by 2.5% and Professional services by 2.7%.
Academic staff are majority White at 77%, followed by Asian at 12%, Mixed at 4%, Other at 3% and Black at 2%. Some (2%) of staff declined to provide their ethnicity or their ethnicity was not known. Within professional staff, there is a greater proportion of Black staff at 12% and Asian staff at 17%.
[bookmark: _Toc141870462]Figure 10: A chart showing academic staff by ethnicity     Figure 11: A chart showing professional staff by ethnicity
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City has been dedicated to addressing the representation of its staff, to ensure it is better representative of our diverse student population. The graphs below show the difference in proportions of PoC and White students and staff. 
Despite the difference, the data shows number of PoC staff has continued to increase over the years, as shown below. 
[bookmark: _Toc141870463]Figure 12: A chart showing the ethnic makeup of students       Figure 13: A chart showing the ethnic makeup of staff
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Despite the difference, the data shows number of PoC staff has continued to increase over the years, as shown below.
[bookmark: _Toc141870464]Figure 14: A table showing the proportion of PoC staff Over time
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[bookmark: _Toc146114294]Staff by sexual orientation
The number of City staff who identified as Bisexual, Gay Man, Gay Woman/Lesbian or Other (using HESA categorisation) was 6%. The proportion of staff for whom their sexual orientation is 'Not known or refused' has increased from 23% in 2020/21 to 29% in 2021/22. 
[bookmark: _Toc141870465]Figure 15: A chart showing staff by sexual orientation
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[bookmark: _Toc141870466]Figure 16: A table showing a breakdown of all staff numbers by sexual orientation over the last 3 years
	Sexual Orientation
	2019/20
	2020/21
	2021/22

	Bisexual, Gay man, Gay Woman/Lesbian
	 5.5% 
	 6.0%
	5.5%

	Other
	0.4%
	 0.5%
	0.5%

	Heterosexual
	69.8%
	70.4%
	64.8%

	Not known or refused
	24.4%
	23.1%
	29.1%

	 Total 
	 100.0%
	 100.0% 
	 100.0%



[bookmark: _Toc146114295]Staff by faith & belief
Staff who state they have no faith or belief are still the highest proportion of staff, with an increase to 36% in 2021/22 compared to 35% in 2020/21.  Those identifying as Christian and Muslim are still the second and third highest proportion of staff.

[bookmark: _Toc141870467]Figure 17: A table showing a breakdown of all staff numbers by faith and belief over the last 3 years
	Faith and Belief
	2019/20
	2020/21
	2021/22

	Any Faith and Belief
	 35.9% 
	 37% 
	 36.7% 

	Buddhist
	0.8%
	 1.0%
	 1.2%

	Christian
	 22.7%
	 22.9% 
	 22.2% 

	Hindu
	 2.5%
	 2.8%
	 2.8%

	Jewish
	 1.5%
	 1.7%
	 1.6%

	Muslim
	6.2%
	 6.3%
	 6.7%

	 Sikh
	 0.6%
	 0.5%
	 0.7%

	Spiritual
	 0.6%
	0.9%
	 0.7%

	Other
	 1.0%
	 0.9%
	1.0%

	No Faith and Belief
	34.5%
	 34.8% 
	 35.8%

	Not known or refused
	 29.6%
	 28.2%
	 27.5%

	 Total 
	 100.0%
	 100.0% 
	 100.0% 



[bookmark: _Toc146114296]Staff by age
The largest proportion of All, Academic and Professional staff are aged 35-44 at 30%, 30% and 30% respectively. Overall staff aged under 25 make up the smallest proportion of staff at 2%, this is also true for Academic staff at 0.2%. Whereas staff aged 65+ make up the smallest proportion of Professional staff.
[bookmark: _Toc141870468]Figure 18: A table showing a breakdown of academic staff numbers by age over the last 3 years
	Academic Staff
	2019/20
	2020/21
	2021/22

	Under 25
	 0.4% 
	 0.4% 
	0.2%  

	25 – 34
	14.2%
	13.2%
	14.1%

	35 – 44
	29.3%
	29.9%
	29.7%

	45 – 54
	28.0%
	27.4%
	27.7%

	55 – 64
	 20.2%
	22.0%
	21.2%

	65 +
	7.9%
	7.1%
	7.2%



[bookmark: _Toc141870469]Figure 19: A table showing a breakdown of professional staff numbers by age over the last 3 years
	Professional Staff
	2019/20
	2020/21
	2021/22

	Under 25
	 4.7%
	3.1%
	2.8%

	25 – 34
	29.5%
	28.7%
	27.5%

	35 – 44
	31.5%
	31.3%
	30.6%

	45 – 54 
	21.1%
	22.5%
	24.0%

	55 – 64
	11.7%
	12.5%
	12.5%

	65 +
	 1.4% 
	 1.9%
	2.5%



[bookmark: _Toc141870470]Figure 20: A table showing a breakdown of all staff numbers by age over the last 3 years
	All Staff 
	2019/20
	2020/21
	2021/22

	Under 25
	 2.9%
	 2.0%
	 1.7%

	25 – 34
	23.0%
	22.1%
	 21.7%

	35 – 44
	30.6%
	30.7%  
	  30.2%

	45 – 54
	24.1%
	 24.6%
	 25.6%

	55 – 64
	15.3%
	 16.6%
	 16.3%

	65 +
	 4.2%
	4.1%
	 4.5%



[bookmark: _Toc146114297]An intersectional view: Ethnicity and sex
Taking an intersectional view on ethnicity and sex for staff employed in 2020/21 shows that at Reader/Associate Professor and Professors level, there is a reduced proportion of Black, Minority Ethnic females compared to males. Further investigation is needed to explore why this occurs.
[bookmark: _Toc141870471]Figure 21: A chart showing female staff by academic function and ethnicity (2020/21)
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[bookmark: _Toc141870472]Figure 22: A chart showing male staff by academic function and ethnicity (2020/21)
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[bookmark: _Toc146114298]Full-time and part-time contracts
[bookmark: _Toc146114299]Contracts by sex
A higher proportion of females were employed Part time for both Academic staff (61%) and Professional staff (77%). A higher proportion of females (55%). than males (45%) were also employed as Full time for Professional staff For Academic staff, a lower proportion of females (45%) than males (55%) were employed as Full time for Professional staff.

[bookmark: _Toc146114300]Contracts by ethnicity
A higher proportion of White academic staff were employed Part time (85%) than PoC academics (15%). By proportion, more PoC (84%) than White (77%) academics worked Full time. For Professional staff, a higher proportion of White staff were employed Part Time (70%) than PoC (30%). By Proportion more PoC (90%) than White (87%) Professional staff worked Full Time. 

[bookmark: _Toc146114301]Staff grade by sex and ethnicity
This section looks at data taken from City’s HR systems data on 31st July and explores the proportion of staff within pay grades by both sex and ethnicity and ethnicity.

[bookmark: _Toc146114302]Grade by sex
At City, we have been working towards ensuring equal representation of women across the organisation and across roles. The table below illustrates that there has not been a significant change across the grades for professional staff. As discussed, City has been committed to increasing the proportion of females at grade 9. This year the data shows an increase from 44% in 2020/21 to 52% in 2021/22, achieving our KPI a year in advance. 

[bookmark: _Toc141870473]Figure 23: A chart showing female professional services staff by grade
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[bookmark: _Toc141870474]Figure 24: A chart showing professional services staff by grade and sex
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In terms of the academic staff, there is a higher proportion of females in lower grades and a marginal difference for grade 8. The largest difference between males and females is at professor level, with females making up 29%. There has been a 2% increase this year in females at professor level. This highlights City’s consistency in increasing the number of female professors over time. This further supports the work City is doing to achieve its KPI of having a proportion of 32% women in Professorial roles by 2024.
[bookmark: _Toc141870475]Figure 25: A chart showing academic staff by grade and sex
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[bookmark: _Toc146114303]Grade by ethnicity
[bookmark: _Toc141870476]Figure 26: A chart showing staff by grade and ethnicity
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[bookmark: _Toc141870477]Figure 27: Professional staff by grade and ethnicity
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Another KPI is to increase the proportion of Grade 9 staff (including Professors) that are People of Colour [PK1] (PoC) to 15%. The data shows that over time the percentage of professors who are people of colour has increased to 14%.
City has a commitment to increasing the representation of women on senior committees to a minimum of 30%. The proportion of females on City’s Senior Leadership Team has increased for the fourth year in a row, from 54% in 2021/22 to 56% in 2022/23.
[bookmark: _Toc141870478]Figure 28: A chart showing percentage of female professors over time.
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[bookmark: _Toc141870479]Figure 29: Executive team membership by sex
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[bookmark: _Toc146114304]Equal pay
City is committed to ensuring that all individuals are paid equally based on merit, irrespective of any characteristics they may have. We are aware that there are gaps in pay due to characteristics such as ethnicity and gender. This section explores how City is addressing the gaps that exist within the University and the progress made so far. Although City is working to reduce pay gaps, we understand that there will be a delay between implementation to seeing significant results.

[bookmark: _Toc146114305]Gender pay gap
City is committed to reducing the gender pay gap, as we believe that everyone deserves to be paid fairly for their work, regardless of their gender. City has a specific KPI of aiming to achieve a gender pay gap of 15% for 2026.
City recently published a 2022 gender pay gay report which showed that the changes across the roles have had an impact on the gender pay gap. The report showed a reduction in City’s mean pay gap to 17.5% as well as our median pay gap to 11.3% for hourly earnings.

[bookmark: _Toc146114306]Ethnicity pay gap
City is committed to addressing the ethnicity pay gap with a target of 19% by 2024. To support this goal, last year City voluntarily published its first annual ethnicity pay gap report, with our second report in development. As this is the first report, the data is used to establish a baseline for future comparison in subsequent years which will measure progress on closing the ethnicity pay gaps. The highest pay gap exists for Black staff, with a mean pay gap of 30.9% and a median pay gap of 31.8%. This is followed by Mixed staff (19.6% mean, 20.7% median pay gap), Asian staff (19.5% mean, 20.7% median pay gap), and Other Minority Ethnic staff (10.1% mean, 13.7% median pay gap).

[bookmark: _Toc146114307]Recruitment applications/shortlisted/offered by gender and ethnicity
City advertises jobs on jobs.ac.uk and on our webpages. Recruitment adverts include a positive action statement encouraging underrepresented groups to apply and we ensure non-racialised language in job adverts. This may attract our wide pool of diversity candidates from a variety of backgrounds.

[bookmark: _Toc146114308]Recruitment by gender
City has seen an increase in women applicants of 12% from 40% in 2020/21 to 52% in 2021/22. From these women applicants City has seen a decrease in shortlisting of 2% from 56% in 2021/22 to 54% in 2021/22. However, City has seen an increase in the proportion of women appointments for a third year in a row at 54% in 2021/22.

[bookmark: _Toc146114309]Recruitment by ethnicity
From 2018 to 2021 on average 50% of applicants were people of colour, which is positive. However, from 2018-2021, there were differences in shortlisting and offers made to people of colour, with an average of 37% applicants of colour shortlisted and 28% offered compared to 63% of White applicants, and an average of 28% being offered and accepting roles compared to 71% of White applicants. Positively, from 2019/20 – 2020/21 individuals of colour accepting an offer increased from 26% to 38%.



[image: A person standing in front of a group of people who are sitting round a table. In the background is a wall with flamingo wallpaper and a monitor on the wall.]
[bookmark: _Toc146114310]Student EDI data
Data relating to our overall student population are provided below along with our student awarding data.

[bookmark: _Toc146114311]Overall student population

This section examines student EDI data, including data on University and School population and student demographics such as age, sex, disability, ethnicity, sexual orientation, and faith or belief. We will also discuss the challenges and opportunities that we face in creating a more inclusive and equitable learning environment for all students. In 2021/22, City welcomed over 20,000 students and 2,200 staff. Of our 12,397 undergraduate students, 65% identified as a Person of Colour. The rich diversity makes City a vibrant and fortunate institution to enact real social change, locally and globally.

[bookmark: _Toc146114312]University students by age
[bookmark: _Toc141870480]Figure 30:A chart showing student population by age
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The greatest proportion of students at City continue to be students aged between 18 and 20 years old at 41%, followed by students aged between 21 and 24 years old at 29%, this is similar to the previous years. Students aged under 18 have stayed consistent at 1%, whereas the proportion of students in age groups ’21-24’, ’25-29’ and ‘30+’ has continued to reduce over time. 






[bookmark: _Toc146114313]University students by disability
The number of students with no known disability has stayed fairly consistent across time at around 92%.
[bookmark: _Toc141870481]Figure 31: Student Population by Disclosure of Disability Over TimeNo Known Disability
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In 2021/22, as in previous years, the highest represented disability group has been students who report a Specific Learning Difference (SpLD), which accounts for 3% of City’s students. This is followed by students reporting a Mental Health Condition, which accounts for 2% of City students. Students with a Visual Disability account for the smallest proportion of City’s student population. 
[bookmark: _Toc141870482]Figure 32: Breakdown of students by disclosed disability over the last 3 years
	Disclosed Disability
	2019/20
	2020/21
	2021/22

	Mobility Disability 
	0.3%
	0.3%
	0.2%

	Mental Health Condition 
	1.4%
	1.8%
	2.0%

	Specific Learning Difference
	3.2%
	3.4%
	2.9%

	Other/Not Listed
	0.8%
	0.9%
	0.8%

	Hearing Disability
	0.1%
	0.2%
	0.2%

	Long-Standing Illness
	0.6%
	 0.8%
	0.8%

	Visual Disability
	0.1%
	0.2%
	0.1%

	Social or Communication Disability
	0.2%
	0.3%
	0.3%

	Two or More Disabilities  
	0.4%
	0.4%
	0.5%



[bookmark: _Toc146114314]Students by ethnicity
The proportion of students of colour has decreased by 8% from 2019/20 to 33% in 2021/22. There has been a significant increase in Asian students to 33% now becoming the second most prevalent ethnicity, with the most prevalent being 33% of individuals who identify as White.
[bookmark: _Toc141870483]Figure 33:A chart showing student population by ethnicity
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[bookmark: _Toc141870484]
Figure 34: A chart showing student population by ethnicity detailed
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[bookmark: _Toc146114315]Students by sex
The graph below shows that the University consistently has a higher proportion of female to male students. 
[bookmark: _Toc141870485]Figure 35: A chart showing student population by sex
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[bookmark: _Toc146114316]Students by students by faith and belief
At City, 71% of students identified as belonging to a faith or belief group. Muslim students account for the highest proportion at 31%, followed by Christian students at 25%. 
City differs from the wider Higher Education sector. Most recent data tells us that nationally, the highest proportion of students identify with no faith and belief at 42%, followed by Christian at 25%, and Muslim at 8%. Our disclosure rates are higher than the wider sector where around 1 in 10 students refused to disclose information about their Faith and Belief and belief compared to around 1 in 25 students refusing this information at City.
[bookmark: _Toc141870486]Figure 36: A chart showing student population by faith or belief
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[bookmark: _Toc146114317]University students by sexual orientation
Heterosexual students account for the largest proportion of students at 87%. 4% of City students identify as either Bisexual, Gay Man or Gay Woman/Lesbian, using HESA definitions. A further 2% declared their sexual orientation as Other. The proportion of students for whom we do not have a sexual orientation, either refused or not available, is 7%.
[bookmark: _Toc141870487]Figure 37: A chart showing student population by sexual Orientation
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[bookmark: _Toc146114318]Advancing equity of opportunity for students at city
[bookmark: _Toc146114319]City’s access and participation plan
The purpose of an Access and Participation Plan is to set out how a higher education provider will improve equality of opportunity for underrepresented groups to access, succeed in and progress from higher education. City’s plan focuses on reducing gaps in outcomes for specific groups of UK Undergraduate students across their lifecycle as a student. Including their access to higher education, a successful continuation from year 1 to year 2 and attainment of a ‘good degree’ and progression into employment and further study.
Attainment measures the proportion of students who qualified with a First or Upper Second classification. City has continually met the targets of reducing the awarding gap. Although we were able to achieve a gap of 5.60%, it was higher than last year.
The data shows a significant and consistent difference between Black and White students. To ensure we are addressing this, City has a specific EDI KPI of reducing the Black student awarding gap to 12% by 2024. The Black-White awarding gap was 15% in 2020/21. This has reduced further with a gap of 13.8% for 2021/22, showing progression to achieving our KPI. 
[bookmark: _Toc141870488]Figure 38. A chart showing the target and outcomes in reducing the gap in attainment between PoC and white students
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Figure 39. A chart showing the targets and Outcomes in Reducing the Gap in Continuation between disabled students and students with no known disability
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City is also committed to reducing the gap in continuation between students with a disability and students with no known disability. Continuation is defined as full time students who have returned, re-registered and are active at City in December in their second year of study. City has consistently maintained a low gap in continuation between students with a disability and students with no known disability, achieving a gap of 2.5%. 
City has also focused on reducing the gap between mature and young students. Similarly, City has continually achieved its target of reducing the continuation between mature and young students, however this year we were only 0.2% under our target of 8%. This is a significant increase of 5% from last year which does need to be investigated further.
[bookmark: _Toc141870490]
Figure 40: A chart showing the targets and outcomes in reducing the gap in continuation between mature students and young students
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[bookmark: _Toc146114320]
Progress of schools
City has six specialist Schools that contain outstanding academic departments, faculties, and research centres. Each is home to a unique range of expert teaching and research, and each School has committed to their own EDI strategies and initiatives outlined below. 

[bookmark: _Toc146114321]Bayes Business School
In the past year, Bayes has confirmed its commitment to DEI under the leadership of Professor Lilian M de Menezes, the School’s first Associate Dean for Diversity, Equity and Inclusion. Activity in the past year has included:
Governance
· A DEI Committee made up of academics, staff and students was launched in Autumn 2022 to drive the diversity, equity and inclusion agenda within the School for staff and students.
· A DEI Council made up of external experts, including alumni was set up in April 2023 and meets quarterly. 
· The Boyle Rodney scholarship was launched for Masters students with financial need in the summer of 2022, and includes tutorial support.
Training
· Online DEI Training on LinkedIn was launched in May 2023 for staff to complete over the next 18 months, with access to five bitesize training modules including: “Confronting Bias: Thriving across our differences” and “Communicating about Culturally Sensitive Issues”. 
Outreach
· The Bayes Schools Mentoring Engagement Programme continued this year with 42 mentees from Central Foundation Boys’ School, Central Foundation Girls’ School and Haggerston School. On the university pathway, 98 coaches and mentees were successfully matched, with a total of 30 mentees with a Widening Participation flag (26 at Bayes and 4 in Music)
[image: stage with two individuals, one in a wheelchair, one in a seat. They are presenting to an auditorium with a presentation ]
[bookmark: _Toc146114322]The City Law School (CLS)
Since taking on the post as Associate Dean for Equality, Diversity and Inclusion in January 2023, Dr Sabrina Germain has been most impressed by the enthusiasm shared by staff and students wanting to come together to make City Law School a place where all feel included, valued, safe to take ownership of themselves and to respect others. Many colleagues with CLS have expressed interest in joining the newly ‘refreshed’ EDI committee in January. Existing members and new joiners are now involved in the committee’s work as representatives of an affinity group, union or members, all acting as critical friends of the committee and overseeing its strategic work Dr Sabrina Germain is joined by eight new EDI leads on the committee. 
During the course of this and the next academic year, the committee will be undertaking a series of short and medium-term initiatives that specifically put gender and racial equity at their core. CLS also turn their attention to the design of strategic actions around sexual orientation and inclusivity, disability confidence and religion. 
[image: Image]


[bookmark: _Toc146114323]School of Health & Psychological Sciences (SHPS)
SHPS has carried out a wide range of activities over the past year to progress the work around EDI. In relation to Athena Swan the SHPS held an International Women’s Day panel in March 2022 and a celebration of International Men’s Day. An Athena Swan Newsletter was created and distributed to increase visibility and awareness of the SHPS Athena Swan Teamwork.  Additional EDI activities include: 
· Disability Awareness Event - “(Un) Reasonable Adjustments: a student and staff discussion”.
· This included a historical overview of the Disability Discrimination Act (1995) and the Equality Act (2010), followed by personal reflections on disability considering physical disability and chronic fatigue syndrome by staff members. 
· Inclusive training 
· SHPS has organised and booked four sessions on Inclusive Training over June and July 2023 for those in management or leadership roles. 
· Black History Month
· A newsletter was created for SHPS staff and students, which included helpful resources such as books and podcast, as well as tips on how to manage anxiety, and information on events happening over the course of the week. 
· Pride/LGBTQI Academia Panel Need 
· As part of the Pride celebrations, SHPS is organising a panel discussion composed of both staff and students, where we will be 'looking behind the lens' and listening to peoples' lived experiences. 
· Anti-Racism Seminars 
· The Anti-Racism series comprised of seminars from prominent voices within the field, with the aim of highlighting and developing anti-discriminatory awareness and practice.
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[bookmark: _Toc146114324]School of Communication & Creativity (SCC) 
It has been an exciting time for EDI at the newly formed SCC, where EDI lies at the heart of the SCC strategy. Staff and students have demonstrated in different ways the commitment we have to ensuring our School is a place where everyone can thrive and belong:
· Enhancing Research Culture Fund
· Two SCC EDI projects were awarded funding from the Enhancing Research Culture Fund
· Decolonisation & the Inclusive Curriculum
· The SCC is setting up a working group to move forward work on decolonisation & creating an inclusive curriculum at a School level.
· ‘You report. We support’
· A new tool has been developed making it easier to confidentially report issues for the SCC to support with. 
· Abolition for Liberation
· SCC’s TIGNC lead and doctoral candidate Reed Puc participated in a roundtable on Abolition for Liberation, organised with the Centre for Law & Social Change alongside Lola Olufemi and Scott Branson.
· Supporting Black and Asian students from low-income and disadvantaged backgrounds into Research
· Following a successful bid to Research England and Office for Students in 2021, City University of London and UCL have received funding for the next 3 years to support paid research placements of particularly Black and Asian students and graduates from low-income and disadvantaged backgrounds.
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[bookmark: _Toc146114325]School of Science & Technology (SST) 
The SST has continued its work around EDI in several ways. The SST EDI Committee and its Terms of Reference (ToR) were revised last year, and the refreshed Committee met for the first time in November 2022. Work is in progress in earnest to prepare for and submit the renewal application for the SST Athena Swan Bronze award. The SST’s 2nd annual Athena Swan Lecture on ‘Data, Geopolitics and the Governance of Cyberspace’ was held on 8th February 2023 and was delivered by Professor Dame Wendy Hall (a City MSc Computing alumna, 1986 and Honorary Doctorate, 2013) in front of a large audience of student, staff and external stakeholders. The first successful SST creativity event took place in April 2023. The primary aim of the event is to support staff community building and celebrate staff creativity outside their work. The first event exhibited fascinating paintings by one of our colleagues from the Mathematics Department, Dr Olalla Castro Alvaredo. The next event is planned for October/November in the coming academic year.
The annual Ada Lovelace Lecture 2023 was held in May, delivered by Carrie Anne MBE, Director of Learning, Institute of Imagination. The Lecture focused on ‘Engaging and motivating students with Computer Science topics. Thoughts and experience on engaging women in computing’. The Lecture was followed by the launch of City’s first ever Women++ in Computing Society in SST’s Department of Computer Science. SST is currently finalising an online EDI induction training video platform for students - ‘Essential Induction Training for Students’ with a plan to introduce it to new students as an essential online EDI training tool from the coming 2023-2024 academic year.  The School actively supported and participated in the Introduction to Trans Awareness Online Webinar in November 2022 given by Emma Cusdin from Global Butterflies.
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[bookmark: _Toc146114326]School of Policy & Global Affairs (SPGA)
Work on EDI has continued at SPGA, they have an EDI committee chaired by Petros Iosifidis, which meets on a bi-monthly basis. The purpose of the committee is to drive the EDI agenda within the school for staff and students. 
SPGA also has a "People & Culture” working group chaired by Petros who has regular fortnightly meetings. The SPGA’s Athena Swan working group has prepared the interim submission to apply the bronze award received by the disbanded School of Arts and Social Sciences, to SPGA.
In January SPGA welcomed a talk from Rachel Perkins focusing on mental health. Rachel Perkins worked in NHS mental health services for over 30 years, including 7 years as a Clinical Director and 5 years as Director of Quality Assurance and User Experience at South West London and St George's Mental Health NHS Trust. 
An International EDI conference at city is being organised by Petros on the 10th and 11th July. This year’s conference aims to draw particular attention to the concept of Dis(ability), as an estimated 1.3 billion people, or 1 in 6 people worldwide, experience significant disability. This conference will include speakers such as David Ruebain and Kate Sang. 
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[bookmark: _Toc146114327]What are we doing?
[bookmark: _Toc146114328]Charter marks
[bookmark: _Toc146114329]Disability Confident
The Disability Confident scheme supports employers to make the most of the talents disabled people bring to the workplace. In November 2021, City, University of London was awarded Disability Confident Employer (Level 2) which demonstrates we are gaining from the widest possible pool of talent, and are securing, retaining and developing disabled staff who are skilled, loyal and hard-working. 
We aim to progress to Disability Confident Leader (Level 3) and gain recognition from our disabled staff, our students, the local community and other Higher Education institutions. We will also champion the scheme and encourage and support other organisations in our network to become Disability Confident. 
The 3 additional steps needed to become a Leader are:
·  Challenge
· Prepare our level 2 self-assessment for validation by providing evidence for each of the activities that you are offering to get the right people for your business and to keep and develop your people.
· Demonstrate we are delivering against all core actions and employing disabled people.
· Leadership
· Provide a narrative of the activities we have or are taking in support of being a Disability Confident Leader.
· Reporting on disability, mental health and wellbeing
· Take action to record and report on disability, mental health and well-being in the workplace by referring to the Voluntary Reporting Framework.
[bookmark: _Toc146114330]Athena Swan
It has been six years since we received our first institutional Athena SWAN award. Over this time, four of our six Schools received Athena SWAN awards, with two schools currently working on a transfer of award (see Table below). As an institution we are indebted to the Department and School Athena Swan Leads for their inspiring efforts to increase opportunity for female academics at all career stages. 

[bookmark: _Toc141870491]Figure 41: A table showing the current Athena Swan status for each school
	School
	Level
	Athena Swan Status

	Bayes Business School 
	  Pre-Bronze   
	 To commence preparation for bronze submission

	City Law School (CLS) 
	Bronze Award Holder 
	Awarded in 2023. Renewal Date 2028 

	School of Health and Psychological Sciences (SPHS)
	Bronze Award Holder
	Renewing in September 2023 

	School of Science and Technology (STT)
	Bronze Award Holder
	Awarded in 2019. Renewal will be submitted in 2024 

	School of Policy & Global Affairs (SPGA)
	Previous school was a Bronze Award Holder
	Following creation of new school, transfer of bronze award in progress.

	School of Communication & Creativity (SCC) Urdang
	Previous school was a Bronze Award Holder
	Following creation of new school, transfer of bronze award in progress.

	City, University of London 
	Bronze Award Holder
	Awarded in 2022. Renewal Date 2027 


[bookmark: _Toc146114331]Race Equality Charter
In 2022, City was awarded its first Race Equality Charter (REC) Bronze award. City’s application was led by a Race Equality Charter self-assessment team (RECSAT). As part of the award, we are and continue to be committed to the aims set out by REC to improve the representation, progression and success of staff and students of colour within Higher Education. 
We will progress the work set out by the REC process by leading key initiatives outlined within the REC action plan to create a culture shift and address cultural, institutional and systemic barriers faced by staff and students with lived experiences of racism and discrimination. 
[bookmark: _Toc146114332]Stonewall’s Diversity Champions Programme
City has been a member of the Stonewall Diversity Champions programme since July 2021. This membership is managed by the Office for Institutional Equity and Inclusion and is renewed annually. As a member organisation, City receives feedback and benchmarking data from Stonewall on its Workplace Equality Index entry (WEI). City views this as consultation with an external organisation to inform (but not dictate or limit) our LGBTQI+ inclusion work. City Created a Stonewall WEI Task and Finish Group to draft and submit City’s first workplace equality index entry (WEI).
City performed very well as a first-time entrant in the WEI, securing a Silver award and a place in the Top 100 Employers list at #97. This is a testament to current and former employees who helped to compile the submission and have been working over many years to develop LGBTQ+ inclusion for City’s staff and students. Following these results city was recommended the following actions:
1. To coordinate our charter mark action plans.
2. To focus resources on progression, not just documentation of LGBTQ+ inclusion.
3. To increase our WEI score which demonstrates our progress.
4. Establish a permanent working group for LGBTQ+ inclusion whose remit includes WEI entries.

[bookmark: _Toc146114333]Training and leadership development
EDI training continues to be an important part of supporting our EDI vision and creating a culture of inclusivity. We have developed two new training programs, Bullying and Harassment and Trans Awareness Online. These have been two fantastic new additions to our training portfolio available to staff. Furthermore, we have found by diversifying our training portfolio to include a hybrid approach we are able to engage with a greater number of staff and accommodate different learning styles. 

[bookmark: _Toc146114334]Stellar HE
City has enrolled 4 individuals on to the Stellar HE programme, in order to address the lack of diversity in senior leadership positions within City and the HE sector. StellarHE is designed for Black, Asian, and ethnically diverse individuals who aspire to senior leadership positions in Higher Education. 
[bookmark: _Toc146114335]Aurora Leadership Programme
City has continued to partner with Advance HE and offered 12 places to women academic and professional staff on the 2023 cohort for the Aurora programme. This programme is vital in achieving our KPIs of increasing the proportion of women in Professorial and Grade 9 Roles. 
[bookmark: _Toc146114336]100 Black Women Professors Now 
100 Black Women Professors NOW is a pioneering systemic change programme aiming to increase the number of Black women in the academic pipeline. The programme supports Black academic women to navigate and manage their careers; and challenges institutional assumptions and bias, recognising the need to address fundamental societal inequities, and acting to achieve systemic change for a fairer world. City is proud to have 6 academic staff as part of this year’s cohort, to help us to achieve our KPI of increasing the proportion of professors that are People of Colour and the proportion of women in Professorial roles.

[bookmark: _Toc146114337]Senior Diversity Ambassadors
In June 2022 City launched its Senior Diversity Ambassador Scheme. The scheme involves nine senior leaders taking on the role to champion different areas of EDI work across City, working closely with affinity networks, working groups and student societies. These roles have been designed to work with key stakeholders – listening to the experiences of City’s students and staff and using their position to identify and remove barriers to inclusion, and to enhance equity and diversity. The initiative will bring increased visibility to EDI issues and work across City. Our Senior Diversity Ambassadors will actively identify actions that they can, directly and indirectly, influence through their roles, appraisal objectives and through their positions of authority and power.
[bookmark: _Toc141870492]Figure 42: A Table showing the senior diversity ambassadors
	Role
	Post holder

	Disability Ambassador
	Tim Longden, Director of Marketing and External Relations

	Families and Carers Ambassador
	Mary Luckiram, Director of Human Resources

	Faith and Belief Ambassador
	Rajkumar Roy, Executive Dean, SST

	Gender Ambassador
	Juliet John, Vice-President (Education)

	LGBTQI+ Ambassador
	Anna Whitelock, Executive Dean, SCC

	Race Equality Ambassador
	Susannah Quinsee, Vice-President (Digital & Student Experience)

	Mental Health and Wellbeing Ambassador
	Debra Salmon, Executive Dean, SHPS

	Bullying and Harassment Ambassador
	Sionade Robinson, Vice-President (Enterprise, Engagement and Employability)

	Neurodiversity Ambassador
	Richard Ashcroft, Executive Dean, CLS



[bookmark: _Toc146114338]Key events and initiatives
[bookmark: _Toc146114339]Menopause framework
City is continuing its work to support those going through the menopause, with the menopause framework still in development. The Office of Institutional Equity and Inclusion is working closely with City Uni Women to continue to provide a safe space to support staff and discussion within Menopause Cafes. Furthermore, City is signing up to Henpicked, who have a specific Menopause Hub which holds a wealth of information and resources around menopause, where members of staff can go to get further support and information. 

[bookmark: _Toc146114340]Wall of extraordinary women
The Wall of Extraordinary Women celebrates some of the great many whose work or study at City forms part of a remarkable story of achievement. 
This year an event organised by the Gender Equality Committee was held on 9th May 2023. The event celebrated the nominations and winners of the Wall of Extraordinary Women selection this year. Lindsey Blumell did a fantastic job at hosting this excellent event, as Co-Chair for the Gender Equality Committee. This event was particularly moving as we were able to hear Sara Silvestri speaking to honour Rosemary Hollis, our late colleague. We also celebrated this year's winner, Christina Malamateniou, who was introduced by last year’s winner, Jessica Jones Nielsen. Christina gave a wonderful speech and answered questions from the audience regarding her field of work.
[image: Christina Malamateniou siting in the middle of an auditorium being interviewed, while others listen.]

[bookmark: _Toc146114341]Bullying and harassment adviser scheme
City treats addressing bullying and harassment with the highest importance as we would like the University to be a safe environment where all can flourish. City has developed a Bullying and Harassment Adviser scheme which provides a first point of contact for students and staff concerned about bullying and harassment. Bullying and Harassment Advisers are a group of staff volunteers trained to provide advice and support to students and staff who feel they are being subjected to bullying or harassment or have themselves been accused of bullying or harassment. Their role is to listen and assist individuals to explore the available options to resolve the issues, no matter how sensitive. We currently have 13 advisors who have volunteered and received training this year. We are currently working on developing a reporting tool for staff, to provide another space where they can report any concerns.
[bookmark: _Toc146114342]Empowering staff and students
[bookmark: _Toc146114343]Staff affinity networks
City recognises the value of self-organised groups in creating an environment in which all can flourish and drive positive change. We have developed a number of staff affinity networks, these fulfil a number of roles including providing peer support, a forum for social interaction, and raising awareness of equity, diversity and inclusion. With increased institutional support, City’s staff affinity networks have continued their work with staff across the University.
[bookmark: _Toc141870493]Figure 43: A table showing the staff affinity networks
	Staff affinity networks

	Network for Racial Justice

	 Family and Carers Exchange  (FACE) 

	 LGBTQI+ Staff Network 

	Disability Network

	CityUniWomen



[bookmark: _Toc146114344]Chaplaincy team
The Chaplaincy team continue to provide support to both staff and students and welcomes every faith, belief, and culture. The team comprises of the Chaplaincy Co-ordinator, Reverend Ian Worsfold, Imam, Sheikh Musa Admani and six Honorary Chaplains. 
The Chaplaincy team are leading the creation of a new affinity staff network – Faith and Belief. The team has organised services for City’s Community, including the death of HM Queen Elizabeth II, Remembrance Day and Holocaust Memorial Day. A free community breakfast is run every Monday morning as part of the ‘Warm Welcome’ initiative in response to the cost of living crisis and loneliness. 
                                        
Ian Worsfold	           Imam, Sheikh Musa Admani   Reverend Andrew Baughen       Reverend David Allen
                                           
Rabbi Gavin Broder        Father Gregory Wellington            Sister Anabel Gonzalez             Mr. Kishan Paun
[bookmark: _Toc146114345]EDI working groups
City has a number of working groups which are focused on working on specific areas relating to EDI. This allows City to ensure that work is focused on tackling all areas of EDI without losing focus on the finer details and to ensure that our work is continually progressing, and new strategies are being developed. Following a governance review we have recently updated the names of the working groups. 
[bookmark: _Toc141870494]Figure 44: A table showing the changes in name for EDI working groups
	Former name
	New name

	Gender Equality Working Group (GEWG)
	Gender Equality Committee (GEC)

	Trans, Intersex and Gender Non-Conforming (TIGNC) Working Group
	Trans, Intersex and Gender Non-Conforming (TIGNC) Committee

	Digital Accessibility Working Group (DAWG)
	Digital Accessibility Committee (DAC) 

	LGBTQ+ Anti-Discrimination Action Group (LADAG) 
	LGBTQ+ Anti-Discrimination Task and Finish Group (LAD)

	Stonewall WEI 2024 Task and Finish Group 
	Stonewall WEI 2024 Task and Finish Group (No change)



[bookmark: _Toc146114346]Trans, Intersex and Gender Non-Conforming Committee (TIGNC)
The Co-Chairs of the TIGNC, Grietje Baars and Reed Puc have been working with the Senior EDI Officer for Gender and LGBTQIA+ to ensure that the Committee remains regularly scheduled and that the focus of the meetings are centred around the TIGNC Community at City. The Committee has seen some representation from the student body at City. These students are fantastic additions to the Committee and have contributed to the discussions wonderfully. The Committee has been working on finalising the TIGNC policy which has been an ongoing piece of work due to the necessity of this policy supporting the needs of the TIGNC community at City.

[bookmark: _Toc146114347]LGBTQI+ Anti-Discrimination Task and Finish Group
The LGBTQI+ Anti-Discrimination Task and Finish Group (LAD Task and Finish Group) has now successfully recruited all four leads, following the appointment of the last lead for Mental Health and Wellbeing. The group has finalised their internal reporting system so that they are able to efficiently track the progress of the various tasks they are engaged with. Going forward the LAD Task and Finish Group aims to use this system to be more present within City, sharing the work taking place across the University.

[bookmark: _Toc146114348]Gender Equality Committee (GEC)
The GEC is chaired by Lindsey Blumell and Co-Chaired by the recently appointed Anubha Sarkar. The GEC has supported City in achieving the Athena Swan bronze renewal. They have continued to develop the group’s structure and purpose by reviewing and updating their terms of reference. This is in line with the work they have done with consolidating the various gender-related groups within City, into one reformed group. Juliet John has been named their Senior Diversity Ambassador for Gender. As discussed earlier in the report this year’s extraordinary woman was named and an event was held, which was facilitated by the GEC. The GEC has also rolled out an action plan for the Athena Swan Award. 
[bookmark: _Toc146114349]Digital Accessibility Committee (DAC)
The DAC has been continuing to provide a caption correction service (over 450 videos/200 hours corrected) and support for Caption.ed (17 students have viewed over 220 hours of content). Additionally, they have been improving the accessibility of documents across City through remediation of several key institutional documents relating to programme approvals and amendments. The DAC has been running an institutional maturity exercise with AbilityNet and colleagues from across City to review our current institutional position in relation to digital accessibility and identify areas of improvement. They have also successfully implemented the Anthology Ally accessibility checking tool to enable staff to review and correct the accessibility of learning materials and content within Moodle. The Ally tool also provides students with the ability to download content from Moodle in an alternative format (e.g. HTML, MP3) with over 60,000 downloads since September 2022. The DAC has been raising awareness of digital accessibility through 14 workshops (47 attendees), an online introduction to digital accessibility module, blog posts and events. Whilst also bringing together colleagues from across City to share good practices, including staff from Student Health and Wellbeing, Library, Academic Skills and Procurement.

[bookmark: _Toc146114350]Students’ Union
City’s Students' Union represents students’ interests on both Council and Senate and empowers student success. The Students’ Union promotes numerous societies, alongside cultural and ethnic events that celebrate diversity and inclusion within City. For example, in 2021, the SU launched their Decolonise City campaign, which aims to centre Black and minoritised students at the heart of our institution. In November 2021, the Students’ Union held an inaugural meeting of their official Decolonise City Campaign which was chaired by the AVP (EDI). Over 300 students attended and featured a panel of senior City Staff including our President. The ambition of the Students’ Union and the wider City community is to understand what decolonisation of City entails and means for students and staff, and then to address it.

[bookmark: _Toc146114351]Jewish Community Inclusion Committee (JCIC)
The OIEI has launched a group that is committed to working to better support our Jewish students and staff at City. Two co-chairs have been appointed, a staff member and a student, both of whom have lived experience in this area. We have ensured that there is representation from key stakeholder groups across the institution. The OIEI and co-chairs are working together to set the key priorities for the group including increasing awareness, celebrating the Jewish experience, and tackling antisemitism.


[bookmark: _Toc146114352]Looking Ahead
This section outlines key recommendations and EDI projects/initiatives over the next 12 months. 
[bookmark: _Toc146114353]General Recommendations
· We will need to investigate why there is a gap between target and outcomes for the APP.
· We will need to better understand and address the high level of under reporting of disability in staff.
· We will need to ensure that our staff population and senior leadership is representative of City’s student population.
· We will need to continue to increase the number of women in Professorial and Grade 9 roles.
· We will need to reduce both Gender and Ethnicity Pay gaps.
· We will need to investigate and address why at Reader/Associate Professor and Professors level, there is a reduced proportion of Black, Minority Ethnic females compared to males their male counterparts.
[bookmark: _Toc146114354]Next Steps
In the coming year, we are keen to build on our achievements and make a real and lasting difference. Some of the key forthcoming activities include:
· Creation of EDI Data Dashboards to support the EDI team, aligned with Charters work, to create clear and robust metrics that will help to guide the future direction of EDI work at City. 
· Promoting and delivering new EDI Roadshows to engage staff and students with our EDI work. 
· We will be establishing a Race Equity Advisory Board and Race Equity Implementation Committee to have authority over the implementation of City’s Race Equity Action Plan.
· Continue work on the Decolonising City Initiative with the creation of a Decolonising City Manifesto.
· Launch a Bullying & Harassment Tool for Staff to support the reporting of incidents or concerns and gain access to support across the University.
· Produce our second Ethnicity Pay Gap Report to ensure we are progressing to improve racial equity.
· Ensuring that wellbeing forms an integral part of the EDI work initiatives for the year ahead.
· Creating a Menopause Framework to build knowledge and awareness and help to support staff through a menopause network/champions.
· Continue to implement actions form the Athena Swan and Race Equality Action Plans with an intersectional focus.
· To pilot, refine and implement anonymous shortlisting for relevant professional services vacancies.
· To achieve Disability Confident Level 3.
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