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Executive Summary: Student Profile 2013/14

1. Executive Summary
1) Introduction
The Equality and Diversity Framework Annual Progress Report 2014 provides a comprehensive
review of UAL’s diversity profile and the impact of its equality programmes. It maps the range
of initiatives, projects and events that are helping to develop the University into a global leader
in equality, diversity and inclusion in arts, design and communications HE. The Report covers
the period from February 2013 to February 2014.

2) Student and Staff Profile
The Report provides demographic data of the University’s 18,678 students and 4,863 staff,
along with benchmarking data where available.
► A graphic summary can be found on pages 6 to 7.

3) Progress on Public Sector Equality Duty Objectives
In May 2012, the University’s Equality and Diversity Leadership Group agreed seven priority
objectives from the Equality and Diversity Framework to be prioritised for action in the period
2012-15. This was approved by Executive Board. The objectives relate to the Public Sector
Equality Duties (PSED) set out under the Equality Act 2010, which are to:
a) Eliminate unlawful discrimination, harassment and victimisation
b) Advance equality of opportunity between people who share a protected characteristic and
people who do not
c) Foster good relations between people from different groups.
► A summary of UAL’s equality programmes can be found on pages 8 to 15.

Forthcoming actions for the PSED Programmes in 2014/15 will include:
Equality, Diversity and Inclusion (EDI) Staff Development Programme (p8)
•

The new EDI Staff Development Programme will complete its Mapping exercise of current
staff development, training and learning events that focus on equality, diversity and
inclusion.

•

Using the forthcoming new Learning Management System, the Diversity Team will
collaborate with Organisational Development and Learning (ODL), the Centre for Learning
and Teaching in Art and Design, College and Services’ Staff Developers, Language Centre
and the University Disability Service to ensure that a coherent but flexible programme of
Continuing Professional Development is offered to staff on EDI. This programme will
support ODL priorities of academic professional development, leadership and management,
job relevance and personal effectiveness.
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•

Existing provision will be enhanced to align with current University strategic priorities and
new staff development initiatives will be devised including e-learning, face to face training,
briefings and introductory diversity sessions.

en>route: progressing staff ethnic diversity (p44-54)


Colleges and Services will implement the Pledges and commitments that they have made to
achieve the PSED KPIs and the aims of the en>route programme.



The en>route Network will be further developed, consisting of postgraduates, staff, creative
and HE practitioners dedicated to progressing staff ethnic diversity in arts HE.



The recommendations of the Equality Impact Assessment (EIA) of Recruitment will be
implemented. These include anonymous shortlisting, diversifying interview panels, using
the en>route and wider social networks to advertise UAL positions and encouraging uptake
on the revised recruitment training.



Managers and BAME staff will be encouraged to participate in en>route development
opportunities including new initiatives for prospective Associate Lecturers, postgraduates
and those demonstrating potential and interest in leadership and management in arts HE.

Valuing Disabled Colleagues (p. 27)
Drawing on the findings of the 2014 staff survey, the Diversity Team will work with HR to simplify
the process for workplace adjustments, improve monitoring of workplace adjustments arising
from Occupational Health referrals and publicise the support available - with input from the UAL
Disability Champion, Natalie Brett, Pro Vice Chancellor London College of Communication.
Race, Ethnicity and Attainment Programme (p.58-60)
The Becoming a Student longitudinal research will be further disseminated and enter its final
year; Retain Achieve Succeed will publish a book, identify a second cohort of researchers and
offer a number of research development events; Tell Us About It will run another series of
bursaries for high-achieving students; the Chairs of Black Art and Design will develop
initiatives exploring the cannon of Black art and design within the UAL curriculum. The Shades
of Noir campaign will deliver another exhibition featuring the work of BAME students and
Alumni at LCC in 2015.
Improving Support for Disabled Students (p.30)
The new University Disability Service will continue to develop its provision of support for
disabled students and to course teams and services. Further opportunities for disability equality
training will be offered throughout the year.
Religious Literacy (p.64-65)
The Diversity Team will work with Academic Quality and HR to develop guidelines relating to
students and staff who request changes to timetables, interview schedules or working hours on
the basis of religious observance. Consultation will take place in the summer term, and the
guidelines will be developed during autumn 2014/15.
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Resolutions (p 15)
The student mediation service will continue to be offered (beyond pilot stage) and will be
publicised to students and staff across UAL.
Caring Responsibilities (p.23)
The Diversity Team will work with Academic Registry and HR to review policies and procedures
relating to students and staff who have caring responsibilities. The project will address:




Anticipatory adjustments and support arrangements for student parents and student
carers
Flexible working arrangements for staff with caring responsibilities
Clarification and publicity of procedures relating to bringing children on site.

4) Equality Progress Reports
The University further supports a number of activities for each of the nine equality strands of
age, caring responsibilities, disability, gender, gender identity, race and ethnicity, religion,
sexual orientation, and socio-economic class as part of its Equality and Diversity Framework.
► A full Progress Report for each equality strand can be found on pages 16 to 73.
Other developments for the 2013/14 period included:

UAL Staff Survey 2014
The UAL 2014 Staff Survey found that 69% of staff agreed that the University respects
individual differences, e.g. culture, working styles, backgrounds, ideas and 72% agreed that the
University is an Equal Opportunity employer.
International Student Experience Community of Practice (ISECoP)
The ISECoP is an informal forum to promote effective communication and collaboration,
ensuring a high quality experience for International students. The first meeting of the group
took place in February 2013 and the first seminar in May 2013. The Community of Practice has
explored themes relating to inter-cultural competencies, plain English, engaging diverse
students and inclusive libraries. Participants are drawn from the Colleges and University
Services.

5) Finally
The Diversity Team would like to thank all the departments and individuals that have
contributed to this year’s Annual Progress Report. We are pleased to report on the University’s
continued commitment to achieve equality, diversity and inclusion for our students and staff and
for the wider arts HE sector.
UAL Diversity Team
May 2014
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Student Profile 2013/14
18,678 students (51% Home, 34% International, 15% EU). Datasets drawn from student
database, provided by UCPU.
1. Age

2. Caring Responsibilities
43%

37%
11%

1%

17 &
Under


18-20

21-24

25-29

Child / Children
8%

414

Disabled partner / relative

30 &
over

83

Both

11

Other

1 in 5 first year home undergraduates
are Mature Students.



222

730 students have caring responsibilities

3. Disability
4. Gender

Specific Learning
Difficulty



20% of home students have disclosed that
they have a specific learning difficulty e.g.
dyslexia, this compares to 7% of EU and
5% of international students.

Sector benchmarks
London
Art and Design
UK

5. Ethnic Origin
All students
International

Female
56%
63%
56%

Male
44%
37%
44%

6. Religion
59%

No Religious Belief
Christian
Muslim
Buddhist
Hindu
Jewish
Sikh
Other

41%

20%

Home

80%

73%

EU

27%

91%
White

9%

BAME

Sector Benchmarks (BAME Home Students):
•
•
•

Male

74%

5%

Disability

Female

26%

12%

54%
31%
5%
3%
2%
1%
0%
3%

7. Sexual Orientation

Art and Design : 13%
London: 55%
UK: 22%

12%
88%

Lesbian, Gay,
Bisexual, Other
Heterosexual

8. Socio - economic class
UAL

66%
Higher (SEC 1 - 3)

9. Transgender / Gender Identity

34%

85 students have a gender identity that is
different to that assigned at birth.

Lower (SEC 4 - 7)
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Staff Profile 2013/14
4,863 staff (2,469 Salaried and 2,394 Hourly Paid). Datasets are drawn from
Employee Self Service (Feb 2014), provided by HR.
2. Caring Responsibilities

1. Age
31%
2%

30%

10%

5%

Disabled relative / partner

2%

25 and 26 - 30 31 - 40 41 - 50 51 - 60 61 - 65
Under

66+


2. Disability
Specific Learning
Difficulty

Both

14

Other

15

201 staff have caring responsibilities

80 (2%)

Female

45%

55%

158 (5%)

238 (7%) staff have declared a disability, an
increase of 31 (0.8%) on the previous year.

Sector Benchmarks (% disabled staff):
London 3%, UK 4%, Art and Design 7%

Sector benchmarks
London
Art and Design
UK

4. Ethnic Origin

5. Religion

% BAME Staff

No religion

Grade 7 +

All Staff

Other

8% (125)
13% (380)

Comparison with 2011/12
% BAME staff in Grade 7+ fell by 1.1%
% BAME academics remained
consistent, though the actual number
increased from 113 to 125.

Female
52%
54%
54%

Male
48%
46%
46%

53%
33%
7%

Muslim

2%

Hindu

2%

Buddhist

2%

Jewish

1%

Sikh

6. Sexual Orientation
11%

Sector Benchmarks (BAME staff):




Male

Christian

7% (17)

Academic Staff
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3. Gender

Other Disability



144

Children

20%

Heterosexual

Art and Design : 5%
London: 24%
UK: 11%

89%

7

Lesbian, Gay, Bisexual and Other

Progress on Public Sector Equality Duty Objectives

2. Progress on Public Sector Equality Duty Objectives
A: Eliminate unlawful discrimination, harassment and victimisation
Objective 1: Ensure staff are aware of their responsibilities to eliminate unlawful discrimination, harassment and victimisation in
relation to the Equality Act 2010.

KPI:
Training for Managers
Train 200 managers as part of the Key Staff Management Skills Programme.
 Managing Diversity Skills
 Cultural Competency

Fairness in Selecting Students
All staff involved in admissions are required to attend.

Managing Equality in Fairness in Selection (MEFIS).
All staff who sit on recruitment panels are required to attend

PROGRESS
(Number trained since 2009)

LEAD

105
20

ODL,
Diversity

632

ODL,
Registry

1180

HR

Other activity:
 350 staff have participated in Disability Equality Training led by the University Disability Service
 16 members of academic staff participated in the Inclusive Learning and Teaching in HE module delivered by CLTAD (2013/14).

Programme: Equality, Diversity and Inclusion Staff Development Programme - launched in 2014 and is currently:
•
•

Undertaking a Mapping Exercise of staff development, training and learning events that focus on equality, diversity and inclusion. This is to
discern how these align with strategic University and equality objectives and identify gaps, duplication, low take up and clarity on resourcing.
Exploring the feasibility of an EDI CPD programme that could support academic professional development, leadership and management, personal
effectiveness and job relevance with ODL, CLTAD, University Disability Service, College and Services’ Staff Developers and Language Centre.
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B: Advance equality of opportunity between people who share a protected characteristic and people who do not.
Objective 2: Increase the proportion of Black, Asian and Minority Ethnic (BAME) staff within grades 7+ and academic professions
across the University
KPI: Increase the percentage of BAME staff in Academic and Grade 7+ roles by 3% (2010/11 - 2014/15)
% of BAME staff in Grades 7+ and Academic Roles

09/10

10/11

11/12

February 13/14

Grade 7 + (target: 9.6% by 2014/15)

21

7.7%

18

6.6%

21

7.6%

17

6.5%

Academic Roles (target: 11.2% by 2014/2015)

168

10.9%

121

8.2%

113

8.0%

125

8.0%

Please note: Data for 2012/13 is not presented in this report due to a change in census point. The 3% target was established in 2010/11.

Programme: en>route (Leads: Diversity Team and HR)
The en>route programme was established in 2011/12 with the aim of addressing the under-representation of BAME staff in grade 7+ and academic
roles at UAL. The programme is supported by the Race Champion, Stephen Reid, Deputy Vice Chancellor Strategic Development. Progress made
on the three en>route strands includes:
Inclusive Culture: This year, 13 UAL Departments, SMTs, Groups and Fora made Pledges of active support to further the aims of the en>route
programme to progress staff ethnic diversity at UAL. An en>route Race Survey was undertaken with over 100 respondents to gauge feedback on
potential positive action projects. A termly Bulletin with news on race equality in HE has been established along with a growing Network of over 200
staff, Alumni, postgraduates, creative practitioners and HE professionals interested in progressing staff ethnic diversity in arts HE. As a specialist arts
HE institution, UAL has also informed the development of the HE Race Chartermark and contributed to the HE Race Action Group.
Development: Over 40 BAME members of staff have participated in mentoring, career development workshops or senior shadowing and 52
managers in Managing Diversity Skills and Cultural Competency workshops.
Recruitment - As part of the en>route programme, UAL Recruitment Policies and Procedures were reviewed to ensure UAL is actively engaging with
applicants from BAME backgrounds. As an outcome of the review, the University will introduce anonymous short-listing, review recruitment training,
include encouragement statements in Job Adverts and support recruiting managers to diversify interview panels. A fortnightly en>route Jobs Alert has
also been established along with a LinkedIn and Facebook page to advertise opportunities through culturally diverse social networks.
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B: Advance equality of opportunity between people who share a protected characteristic and people who do not.
Objective 3: Improve the rate of disability disclosure and provision of reasonable adjustments for disabled staff across the University

KPI:

2009/10

2010/11

2012/13

2013/14

Number of staff who have disclosed a disability on Employee Self Service (ESS)
Increase disability disclosure at recruitment and in employment through ESS.

55

116

207

238

ESS Workplace Adjustment Requests
Ensure all disability disclosures trigger an invitation for workplace adjustments to be
discussed for feasibility with HR (150 cases to be considered by 2015).

N/A

N/A

13

8

Programme: Valuing Disabled Colleagues (Lead: Diversity Team and HR)
Valuing Disabled Colleagues aims to improve the experiences of disabled staff at UAL. The programme has been promoted by Natalie Brett, Pro Vice
Chancellor, LCC and the UAL Disability Champion. During 2013/14 the Valuing Disabled Colleagues Programme has:




Publicised support for staff who are dyslexic, including the availability of Assistive Software for all staff and students.
Marked University Mental Health Day with an Equality Forum exploring Creativity and Mental Wealth.
Reviewed application forms and guidance for recruiting managers to ensure the recruitment process is accessible. A member of the HR
Recruitment Team is the point of contact for applicant enquiries relating to access and disability equality.
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B: Advance equality of opportunity between people who share a protected characteristic and people who do not.
Objective 4: Increase the participation and attainment of Black, Asian and Minority Ethnic students at the University

KPI:
 A 0.5% increase each year in the percentage of new home undergraduate entrants from BAME groups.
1st Year Entrants

2010/11

2011/12

2012/13

2013/14

BAME students

27.3%

26.6%

30.9%

29.5%

Programme: Widening Participation Outreach Programme
The University’s Widening Participation outreach programme involves 3,000 participants each year, working in partnership with 60 targeted
schools and 25 FE colleges. The targeted nature and London focus of this programme ensures that a significant proportion of participants are
from BAME backgrounds.
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Objective 4: Increase the participation and attainment of Black, Asian and Minority Ethnic students at the University (continued)
KPI: A 1.0% increase each year in the retention rate of home undergraduate students from BAME backgrounds.
Retention
2009/10
2010/11
2011/12
2012/13
White

86%

88%

87%

85%

BAME

79%

81%

80%

76%

Gap

7%

7%

7%

9%

KPI: Narrow the attainment gap between BAME and White students.
Students attaining a first or 2:1

2008/09

2009/10

2010/11

2011/12

2012/13

White

74

73%

77%

71%

75%

BAME

45

51%

53%

51%

52%

Gap

29%

22%

24%

20%

23%

Programme: Race, Ethnicity and Attainment Programme (REAP)
This cross-University programme was established by Academic Board in 2010 and now has five key strands:
•

Retain-Achieve-Succeed academic research projects were completed by University staff and published in a Conference report.

•

A Longitudinal research study which follows a group of students who started their studies in 2012/13, from pre-entry to post graduation,
completed its first phase and published an interim report: Becoming a Student at UAL.

•

Chair in Black Art and Design, a professorial chair was created in 2013 to support development of inclusive curriculum across UAL.

•

Tell Us About It exhibited its student voice archive of BAME students attaining a 1st or 2:1 to make work or write about their experience.

•

Shades of Noir continued its campaign supported by the University that focuses on raising the profile and encouraging discussion of the
issue of differentials in attainment.
12
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B: Advance equality of opportunity between people who share a protected characteristic and people who do not
Objective 5: Improve disabled student satisfaction

Key Performance Indicator
i.
To eliminate the differential in National Student Survey (NSS) satisfaction rates between disabled (excluding dyslexic) students and
non-Disabled students by 2015.

NSS Question 22:
Overall Student Satisfaction
No declared disability
Dyslexia
Disability (excl. Dyslexia)
Differential

2010-11

2011-12

2012/13

69%
71%
62%
7%

70%
77%
70%
0%

74%
73%
73%
1%

Programme: Improving Support for Disabled Students (Lead: Dean of Students and Head of University Disability
Service)
In the summer of 2013, a major restructuring of student support was put in place for the beginning of the 2013/14 academic year, involving additional
investment of £350k. A new, single cross-University Disability Service was established. The Service identifies adjustments and provides support, so
that disabled and dyslexic students can achieve to the maximum of their potential. At the same time, new Academic Support teams were established
in each College, working with a new central facilitating team, focused on enabling all students to become confident and competent independent
learners. A Disability Equality staff development programme has also been established, and sessions have been undertaken with colleagues
exploring inclusive policy and practice. To date 350 colleagues from a range of roles have attended this staff development.
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C: Foster good relations between people from different groups.
Objective 6: To meet the needs of students, staff and visitors who require Quiet Spaces
Key Performance Indicator: To ensure that by 2013, each University site has made suitable provision for students, staff and visitors who require
access to a Quiet Space or private room for:


Prayer or personal reflection



Rest, due to pregnancy or disability



Breastfeeding and expressing milk



Other disability or health related requirements.

Programme: Religious Literacy Project (Lead: Diversity Team and Chaplaincy).


Quiet Spaces have been established on all University sites. The University has developed six new Quiet Spaces (Kings Cross, John Prince’s
Street, LCC, Camberwell Peckham Road, Camberwell Wilsons Road and CSM Byam Shaw) and refurbished five spaces (Chelsea, Wimbledon,
LCF Mare Street, Lime Grove and Golden Lane)



The Religious Festivals Calendar has been shared with teams across UAL, in order to take these dates into account when organising University
events and engagement activities. The Diversity Team will work with Academic Quality and HR, to develop Guidelines on Religious Observance
from Autumn 2014/15



The University has hosted a range of events to promote awareness of religious diversity at UAL, including a Chaplaincy-led lecture series entitled
‘My Devotion’.
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C: Foster good relations between people from different groups.
Objective 7: To achieve early resolution of student and staff complaints or allegations relating to discrimination through the offering
of specialist mediation and conflict resolution services
KPI:
i.
Introduce mediation and conflict resolution services for discriminatory incident cases by 2013
UAL Resolutions was established in December 2012. In the first year of the service, one case resulted in mediation between a member of staff
and a student and a further two cases were referred for conflict coaching. 8 staff discrimination cases have been referred for mediation since
December 2012.
ii.

Reduce number of Office of the Independent Adjudicator (OIA) and employment tribunal cases relating to discrimination.
The number of Employment Tribunal cases relating to discrimination fell from 9 in 2011/12 to 1 in 2012/13. The number of OIA cases relating to
discrimination increased from 2 in 2011/12 to 11 in 2012/13.

Formal Discrimination
Complaints

2009/10

2010/11

2011/12

2012/13

5

N/A

4

7

N/A

N/A

2

11

Staff

12

10

8

3

Employment Tribunal cases

N/A

6

9

1

Students
OIA cases

Programme: UAL Resolutions (Lead: Diversity Team)


Resolutions mediation and conflict coaching service was established in December 2012. Mediation is delivered through an independent supplier
(CMP Resolutions) and is co-ordinated by the Diversity Team. The purpose of the service is to achieve early resolution in cases of conflict,
discrimination, bullying or harassment that take place between students, or between students and staff. HR offers mediation on a case by case
basis, as a means of resolving disciplinary and grievance cases. HR’s staff support network provides a means for staff to discuss concerns
confidentially and be signposted to additional services, such as the Employee Assistance Programme Helpline.
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3. Equality Progress Reports 2014
This section provides an update on the progress made towards University objectives
relating to age, caring responsibilities, disability, gender, gender identity, race and
ethnicity, religion, sexual orientation, and socio-economic class.
The report provides demographic information relating to the 18,678 students and 4,863
staff who make up the University’s population.
Students and staff are asked to provide information relating to all equality strands
through course Enrolment and Employee Self Service (ESS). Questions that have
recently been introduced (caring responsibilities, religion, sexual orientation, gender
identity) have lower disclosure rates than longer standing questions (such as age,
ethnicity, disability, gender). Disclosure rates are particularly low for UAL’s 2,394 hourly
paid staff. See appendix 2 for staff disclosure rates.
All data in the report refers to those students and staff who have provided equality
information. ‘Blank’ and ‘prefer not to say’ records are excluded from analysis.
Changes to reporting on staff data:


Previous progress reports have presented staff data for the last academic year (e.g.
the 2012/13 report referred to the 2011/12 staff profile). In order to ensure we are
reporting on the most up-to-date information, the census point has been moved and
from now on progress reports will refer to the staff profile as of February 2014.



Due to the change in census point, the last available staff data relates to the
2011/12 year. This year’s report will therefore compare the 2013/14 staff profile
against that of 2011/12



All other staff data (development and learning, promotion, turnover, complaints and
grievances) relates to Feb 2013 – Feb 2014.
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3.1 Age
Age Profile: Students
The age profile of students in 2013/14 is consistent with the profile for the previous year.
80%
46%

41% 40%
28%

5%

4%

17 & Under

18-20

10%

4% 8%

21-24
FE

UG

28%
2% 4%

25-29

30 & over

PG

Table 1

Mature Students: First Year Home Undergraduates only.
Mature students account for 1 in 5 first year home undergraduate students; this has
declined from 1 in 4 in 2010/11. There was a significant increase in first year
undergraduate enrolments for mature students in 2011/12 (the final year before the
increase in tuition fees), the proportion has declined each year since.

Age Profile: Staff
There were no significant variations in the age profile of staff between 2011/12 and
February 2014.
31%

30%
20%

10%
2%
25 and
Under

26 - 30

31 - 40

41 - 50

51 - 60

5%

2%

61 - 65

66+

Table 2



The University continues to employ younger workers at a comparatively low rate; 2%
of UAL staff are aged 25 or under, compared to a sector average of 6%



The proportion of staff aged 61 or over increased by around 1% each year until
2012/13 when it reached 8%; the figure dropped to 7% in 2013/14. This is consistent
with the sector average.
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Staff milestones: age
•

Job applicants aged 25 and under, or over 51, are appointed at a lower rate than
other age groups. Staff aged between 31 and 40 are promoted at a higher rate than
any other group. Those aged 41 to 50 are most likely to be promoted to grades 5, 6
and 7. Staff turnover is highest amongst those aged 61 and over; it is also relatively
high amongst those aged 26 and under.

Staff
Profile

Applied to
work at UAL

Appointed Promoted Promoted Turnover
to grades
5, 6, 7

25 and under

2%

25%

18%

2.1%

0.0%

14.52%

26 – 30

10%

27%

24%

15.6%

5.8%

17.39%

31 - 40

31%

27%

31%

40.6%

32.5%

11.08%

41 - 50

30%

14%

20%

28.1%

38.3%

8.31%

51 - 60

20%

6%

6%

10.4%

20%

8.18%

61 – 65

5%

0%

1%

2.1%

2.5%

24.06%

66+

2%

0%

0%

1.0%

0.8%

66.67%

Table 3

Research Excellence Framework 2014
Researchers in the 26-40 age groups were underrepresented in the REF2014
submission by 4% compared the representation of this age group in the University. The
number of researchers in the 41-50 age group that submitted to REF2014 was
approximately 6.88% higher as compared to the number for the University as a whole.
The percentage of Academics in the age range 51-65 that submitted to the REF is
reflective of that age cohort within the wider staff population.
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Progress on Age Objectives
Objective: Revise the University procedures relating to
Safeguarding young people who study or participate in University
outreach activities
The University has safeguarding responsibilities for young people we work with who are
under the age of 18. In 2012, the University commissioned NSPCC to review and revise
our safeguarding procedures and practices, and to train staff working with young people.
Since 2012, all staff working in Widening Participation and all staff teaching FE courses
have been required to undertake UAL safeguarding training.

Objective: Better promote policy, procedures and flexible working
options with respect to working beyond ‘customary’ retirement age
96 members of staff are working beyond what used to be ‘customary retirement age’ (65
years of age). 19 staff members have attended pre-retirement workshops delivered by
UAL’s Organisational Development and Learning team. The workshops are designed to
support those approaching retirement to understand the process of managing the
retirement transition and to consider options for the future.
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Age: Research and Projects
Better Lives Lecture Series - Ageism in Fashion I Spring 2014
The 2014 Better Lives Lecture series focussed on ‘Looking Ahead ...isms in Fashion’. Dr
Carolyn Mair, Reader in Psychology and MA course leader at LCF, curated the series to
uncover the intertwined relationships between psychology, fashion and well-being.

Photo: by Ari Seth Cohen for
advancedstyle.blogspot.com

Mirror Mirror conference: Representations and Reflections on Age and Ageing I
Autumn 2013 I LCF
LCF hosted Mirror Mirror, an international conference, organised by Dr Hannah Zeilig.
The conference focused on debates around fashion, style and identity, ageing and
culture, much of which will be featured in a special edition of the journal ‘Age Culture
Humanities’. The conference was launched by a conversation between Ari Seth Cohen
(photographer, filmmaker and writer of Advanced Style blog) and Alyson Walsh
(freelance journalist and author of That’s Not My Age blog, about the fashion wisdom of
older generations).
Start-up loans for young people I Spring 2013 I Student Enterprise and
Employability (SEE)
Students and graduates aged 18-30 can access Government loans of up to £2,500 to
help develop their business ideas and support costs. Loans cover schemes such as the
development of a product range, exhibitions or publications.
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3.2 Caring Responsibilities
Student profile
Of the 7,701 students who provided details at enrolment, a total of 730 (9.5%) had a
caring responsibility. The data indicates that there are at least 409 students who have
children / child care responsibilities, 83 who care for a disabled relative or friend and 11
who have both childcare responsibilities and care for a disabled relative.
CCW

CSM

LCC

LCF

UAL

No Caring Responsibilities

1614

1664

1683

2010

6971

Child / Children

102

78

92

137

409

Disabled Child

1

1

2

1

5

Disabled relative, partner or friend

19

17

25

22

83

Both (child and disabled person)

3

3

5

11

Other

63

50

45

64

222

1802

1813

1847

2239

7701

Grand Total
Table 4

Staff profile
Of the 830 staff who have provided details relating to caring responsibilities, a total of
201 (24%) have caring responsibilities. 144 have childcare responsibilities (3 have a
disabled child), 28 care for a disabled relative or partner, 14 staff have both childcare
responsibilities and care for a disabled person and 15 have other caring responsibilities.
CCW CSM LCC LCF ADS SD

VC

UAL

No Caring responsibilities

65

61

47

131

143

156

26

629

Children

18

16

7

35

33

30

5

144

Disabled relative / partner

2

4

1

3

8

9

1

28

Both (child and disabled person)

1

4

3

3

3

14

Other CR

1

1

1

4

5

3

87

86

56

173

192

201

Grand Total
Table 5
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Progress on Caring Responsibility Objectives
Objective: Introduce caring responsibilities as a new equal
opportunities monitoring category for students and staff
The University introduced this question for students in 2010/11 and staff in 2009/10.
Disclosure rates for 2013/14 are as follows:



7701 (59%) of students answered the question via enrolment
830 (33%) of all UAL staff provided details on Employee Self Service.

Maternity, Paternity and Adoption Leave
The University records staff leave relating to maternity, paternity and adoption leave.
However, given the low numbers it is likely that information is inconsistently recorded for
all staff.
Maternity, Paternity and Adoption
Returned from maternity leave within past 12 months

15

Staff who are on maternity leave

56

Staff who took paternity leave

1

Staff who took special adoption leave

3

Table 6

Recommended Priorities for 2014/15:
The University’s Extenuating Circumstances guidelines were reviewed in 2011/12, to
clarify provisions for students with caring responsibilities. Since then, there have been a
number of requests to consider how course teams can offer flexibility and ongoing
support for students with caring responsibilities.
The University’s Flexible Working Policy makes provision for staff who have childcare
responsibilities. However, further work is needed to clarify the entitlements of staff with
caring responsibilities towards a disabled family member, friend or elderly relative.
The Diversity Team will work with Academic Registry and HR to review policies and
procedures relating to students and staff who have caring responsibilities. The project
will address:




Anticipatory adjustments and support arrangements for student parents and
student carers
Flexible working arrangements for staff with caring responsibilities
Clarification and publicity of procedures relating to bringing children on site.
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Caring Responsibilities: Research and Projects

Student Parent Workshops I 2013-14
The Student Advice and Funding Service ran workshops for students who are parents,
as part of the National Student Money Weeks.
Advice for Students with Caring Responsibilities I 2013-14
The Student Advice and Funding Service send targeted emails to all those with caring
responsibilities as laid out in QL (student record system) – stating to FE students what
they can apply for from Student Finance if they are preparing for HE, and asking those in
HE to check they have applied for everything that they have access to.
SU activities I 2013-14
During this year, the Students’ Union worked with the UAL Feminist Society to set up a
network of student parents and carers.
On Valentines Day 2014, the Students’ Union co-hosted a student parents' event with
the University of London Union Women's Officer. The event was called 'Love to Care'.
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3.3 Disability
Student profile
17% (3,033) of students have a declared disability (12% have a specific learning
difficulty and 5% have another disability). CCW has the highest proportion of students
with a disclosed disability (21%), followed by CSM (18%), LCC (15%) and LCF (13%).

Disabled Students
UAL

12%

CCW
CSM

5%

16%
13%

LCC

10%

LCF

9%

Specific Learning Difficulty

5%
5%

Other Disability

5%
4%

Table 7

Disability and fee status
There continues to be a difference in the rate of disability disclosure between Home, EU
and International students. 27% of home students have a declared disability, compared
to 10% of EU students and 5% of International students.
Home

EU

International

All

Specific Learning Difficulty

1878 20% 201

7%

166

3%

2245

12%

Other Disability

634

3%

153

2%

875

5%

No declared disability

7027 74% 2487 90%

5904

95%

15418 83%

9539

6223

7%

88

2776

Table 8

Sector Benchmarks: London 8%, UK 9%, Art and Design 23%.
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Staff profile
Disability data is available for 2,214 (90%) of Salaried staff and 1,320 (55%) of Hourly
Paid staff. The following analysis relates to staff who have provided details of their
disability data on ESS, excluding those who answered ‘prefer not to say’.
238 (7%) of staff have disclosed a disability on ESS, an increase of 31 members of staff
since March 2013. Of those who have disclosed a disability, 80 (34%) have a specific
learning difficulty, e.g. dyslexia.
Disabled staff

Number

%

CSM
LCC
LCF
VC
ADS
SD

33
43

6%
6%

20
47
2
58
35

5%
7%
3%
9%
8%

UAL

238

7%

CCW

Table 9

Sector benchmarks: London: 3% | Art and Design: 7% | Higher Education: 4%
National estimate: 16% of working age people are disabled. 1

Staff milestones: disability
Data relating to staff key milestones (from application to turnover) demonstrates that
disabled staff are marginally under-represented amongst those appointed and promoted
into roles at UAL. Disabled staff are marginally over-represented on development and
learning courses.
Disabled

Non-Disabled

Staff Profile
Recruitment and Progression
Applied
Appointed
Promoted
Promoted to Grades 5, 6 & 7
Development and Learning
ODL training courses
Management development courses
CLTAD MA Academic Practice

7%

93%

5.7%
5.2%
4.3%
4.4%

95.2%
94.8%
95.7%
95.6%

8%
8%
11%

92%
92%
89%

Turnover
Length of service (years)

8.82%
8.7

9.03%
9.2

Table 10

1

http://odi.dwp.gov.uk/disability-statistics-and-research/disability-facts-and-figures.php
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Research Excellence Framework 2014
The number of academics declaring disabilities who were submitted to REF2014 was
marginally higher than the percentage recorded for the University as a whole.
Staff Survey 2013: Disability
Analysis of responses to the UAL staff survey shows that disabled staff are less satisfied
across a range of question areas. The most significant variations appeared in relation to
making use of one’s skills and abilities, and thinking that the University respects
individual differences (e.g. cultures, working styles, backgrounds, ideas).

% Answering Yes To The Question

Declared
disability

No declared
disability

Differential

My job makes good use of my skills and
abilities.

46%

68%

-22%

As long as I get the job done, I have the
freedom to work in a way that suits me.

51%

66%

-15%

I believe I am valued for what I can offer the
University.

36%

54%

-18%

I believe the University is an equal opportunity
employer.

55%

74%

-19%

I think the University respects individual
differences (e.g. cultures, working styles,
backgrounds, ideas).

52%

72%

-20%

In the last year, whilst working for the
University, have you been subject to bullying?

34%

15%

+19%

Table 11

Findings relating to the staff survey will be used to inform the Valuing Disabled
Colleagues programme, which aims to improve the experiences of disabled staff at UAL.
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Progress on Disability Objectives
Objective: Improve the rate of disability disclosure and provision of
reasonable adjustments for staff across the University
Valuing Disabled Colleagues
UAL’s Disability Champion, Natalie Brett, has led the Valuing Disabled Colleagues
programme to increase awareness about the Workplace Adjustment Request procedure.
Disability Champion announcements were made during Dyslexia Awareness Week and
on International Day of Disabled People, and also there was promotion of University
Mental Health and Wellbeing Day.
KPI: Increase the percentage of disability disclosure at recruitment and through
Employee Self Service

Disability Disclosure

2009-10

2010-11

2012-13

2013-14

Number of staff

55

116

207

238

Table 12




Disability disclosure rates increased from 3% (116) in 2010-11 to 6.2% in 2012-13,
following the launch of the Valuing Disabled Colleagues programme
Between March 2013 and March 2014 the proportion of staff disclosing a disability
increased by a further 0.8% (from 207 to 238).

KPI: Ensure all disclosures trigger an invitation for reasonable adjustments to be
assessed confidentially with HR, with a target of 150 cases being processed by
2015







From March 2013 to March 2014 8 requests from staff for workplace adjustments
were recorded in the Employee Self Service system (ESS)
Workplace adjustments were put in place for 6 of these staff
In one case, workplace adjustments were not identified. The eighth request was
made in February 2014 and is being processed
In this period £8,238 was used from UAL’s Central Workplace Adjustment Fund to
implement adjustments; 43% of this expenditure was for dyslexia support
The Diversity Team has developed online profiles of staff who have had workplace
adjustments put in place, to help encourage other staff to make requests for
adjustments.
Assistive Software (Read and Write Gold and Inspiration) has been made available
for all students and staff at UAL.

Priorities for 2014/15:




Review guidelines on workplace adjustments to ensure they are user-friendly for staff
and managers
Continue to publicise the availability of UAL’s Central Workplace Adjustment Fund
and resources such as the Employee Assistance Programme
Building on the success of the University Mental Wealth and Creativity Forum,
explore ways of improving support for staff with Mental Health conditions.
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Objective: Improve disabled student satisfaction
KPI: Eliminate the differential in NSS satisfaction rates between Disabled
(excluding dyslexia) and non-disabled students by 2015

NSS Q 22: Overall Student Satisfaction
69% 70% 74%

71% 77% 73%

No declared disability

Dyslexia

73%
62% 70%

2010-11
2011-12
2012-13

Disability (excl. Dyslexia)

Table 13

Disabled Student Satisfaction increased by 3% between 2011/12 and 2012/13. 73% of
disabled students and students with dyslexia, report that they are satisfied overall,
compared to 74% of students with no declared disability.
Attainment
In 2012/13 students with a specific learning difficulty were awarded a 1st or 2:1 at a
higher rate than other disabled students (+10%) and those with no declared disability
(+6%).
% awarded a 1st or 2:1

No Declared
Disability

Specific Learning
Difficulty

Other Disability

2012/13
2011/12

63%
63%

69%
68%

59%
65%

Table 14

Retention
Students with a specific learning difficulty were retained at a higher rate than other
disabled students (+10%) or those with no declared disability (+3%).
% retained from year 1 to
year 2

No Declared
Disability

Specific Learning
Difficulty

Other Disability

2012/13
2011/12

85%
85%

88%
90%

78%
74%

Table 15
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Graduate Destinations
15% of students graduating in 2011/12 reported being unemployed compared to 12% of
graduates with no declared disability. The previous year’s data indicated that 20% of
disabled graduates were unemployed (compared to 12% of graduates with no declared
disability). Therefore, there was a narrowing of the differential between 2010/11 and
2011/12.
Student Appeals and Complaints
18%

UAL

25%

CCW

LCF

42%

20%

CSM
LCC

38%

16%
13%

43%

Disabled Students in 12-13
Cohort
Disabled Students in Appeals

36%
32%

Table 16

Disabled students represented 38% of those making appeals in 2013, indicating that
they were over-represented by around 20%. This is a slight decrease in comparison with
the previous year, when disabled students were over-represented in appeals by 21%.
Disabled students represented 28% of those making formal complaints in 2013,
indicating that they were over-represented by 10% in comparison to their profile within
the student cohort. One student complaint related to disability equality.
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Objective: Improve disabled student satisfaction (cont.)
Improving Support for Disabled Students Project
This project was established in 2012/13 with the aim of developing and implementing:





A cross-University model for the delivery of disability and dyslexia advice and
support
Consistent and appropriate service standards and processes, and a means to
monitor and ensure a high quality service delivery
Inclusive policy and practice to enhance the disabled students’ experience of UAL
A staff training programme on Disability Equality for all University staff.

The QAA (Quality Assurance Agency) Institutional Review (Jan 2013) team formally
affirmed the work of the Project Board and the planned improvements.
In the summer of 2013, a major restructuring of student support was put in place for the
beginning of the 2013/14 academic year, involving additional investment of £350k. A
new single cross-University Disability Service was established, working with a range of
students, including students who have:






Specific learning difficulties e.g. dyslexia
Sensory impairments
Physical impairments
Long-term health or mental health conditions
Autism spectrum disorders, e.g. Asperger Syndrome.

The Service identifies adjustments and provides support so that disabled and dyslexic
students can achieve their full potential.
At the same time, new Academic Support teams were established in each College,
working with a new central facilitating team, focused on enabling all students to become
confident and competent independent learners.
A Disability Equality staff development programme has also been established, and
sessions have been undertaken with colleagues from a range of roles exploring inclusive
policy and practice. To date 350 staff have attended this staff development.
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Disability: Research and Projects
Dyslexia Awareness Week I Autumn 2013
Natalie Brett, UAL’s Disability Champion, encouraged staff with dyslexia to make use
of UAL’s dyslexia support such as assistive software for staff and students, the guide to
Accessible Communications, and support in obtaining a dyslexia assessment.
LCF Teaching Award for work with Visually Impaired students I Autumn 2013
Claudette Davis-Bonnick, Associate lecturer at LCF, achieved a UAL Teaching Award,
which included recognition of her work on the ‘Seeing is Believing’ research project,
exploring how visually impaired students can undertake fashion studies.

Equality and Diversity Forum: Creativity
and Mental Wealth I Spring 2014
Marking National University Mental Health and
Wellbeing Day, the Forum debated the
relationship between mental health and
creativity, the idea of the ‘mad artist’ and
whether mental health conditions enhance or
hinder creativity.
Dr Jonathan Hurlow, Consultant Forensic
Psychiatrist, presented research evidence on
whether mental disorder is the price to pay for
‘exceptional creativity’. Dr Jenny Tillotson,
Reader in Sensory Fashion (CSM) shared her
journey from the stigma of her bipolar
diagnosis to her pioneering research on
embedding sensory systems into clothing to
positively affect mood.

Photo: Guy Hills, for Jenny Tillotson
and Scentsory Design®

Better Lives Lecture Series - Ablism in Fashion I Spring 2014
Dr Carolyn Mair led an audience discussion to increase awareness and understanding
of the reciprocal roles of psychology and fashion. Speakers included Kelly Knox (model),
Michael Shamash (Chairman of the Restricted Growth Association), and Stef Reid
(Professional Athlete for Great Britain and Paralympic medallist).
Disability and Dyslexia: Funding and support I Spring 2014
As part of National Student Money week, an advice workshop was run for students with
Dyslexia or specific learning difficulties, long term health conditions, mental health
difficulties, or physical impairments. Students were guided through funding options and
how to access support from Student Finance England, Local Authorities, the Benefits
Agency and the University.
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3.4 Gender
Student profile
74% of UAL students are female and 26% are male (this is consistent with previous
years). LCF has the largest proportion of female students and LCC has the largest
proportion of male students.
UAL

74%

26%

CCW

75%

25%

CSM

71%

LCC

29%

63%

LCF

Female
Male

37%
85%

15%

Table 17

Female
56%
63%
56%

Sector benchmark
London
Art and Design
UK HEI

Male
44%
37%
44%

Staff profile
55% of staff are female and 45% are male. The proportion of female staff has increased
by 1% since 2012/13. ADS and LCF have the highest proportion of female staff and
LCC and Strategic Development have the highest proportion of male staff.

55%

UAL

45%

CCW

52%

48%

CSM

53%

47%

LCC

47%

SD

53%
64%

LCF

VCG

Male

36%

47%

ADS

Female

53%
64%

36%

51%

49%

Table 18

Sector benchmark
London
Art and Design
UK HEI

Female
52%
54%
54%

Male
48%
46%
46%
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Student attainment, retention and graduate destinations.






Overall, there are no significant attainment gaps by gender for first degrees,
though at LCF, female attainment is 6% higher than male attainment.
86% of female students were retained from year 1 to 2 in 2012/13, compared to
82% of male students. For the last 3 years, the retention of female students has
been significantly higher than that of male students.
Male graduates continue to earn higher starting salaries than female graduates.
Male students who graduated in 2011/12 earned on average £18,916 six months
after graduation, compared to female graduates who earned on average £18,071.
During this period, 1 student complaint related to gender and race combined.

Staff milestones: gender
Data relating to key career milestones (from application to turnover) indicates that:
 Women represented 6 out of 9 staff promoted to ‘Individual contract’ grades in
the past year
 Women are over represented in promotions, including promotions to grades 5, 6
and 7
 Male staff are over-represented amongst those making complaints and those
undergoing disciplinary action. The number of complaints and disciplinary cases
are small and therefore analysis of percentages should be treated with caution.

Female

Male

55%

45%

Applied

65%

35%

Appointed

61%

39%

Promoted

68.8%

31.2%

Promoted to Grades 5, 6 & 7

59.2%

40.8%

Promoted to ‘Individual Contract’

6 (66.7%)

3 (33.3%)

ODL training courses

65%

35%

Management development courses

62%

38%

CLTAD MA Academic Practice

62%

38%

Turnover

12%

11%

Length of service (years)

6.9

7.3

Complaints

5

14

Disciplinary Cases

4

17

2013/14 Profile
Recruitment and Progression

Development and Learning

Table 19
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Gender Profile: Grade
Female

Male

Total

Grade 1 and 2

189

58%

137

42%

326

Grade 3 and 4

1036

60%

702

40%

1738

Grade 5 and 6

1295

53% 1167

47%

2462

Grade 7

97

50%

97

50%

194

Individual

72

50%

71

50%

143

45%

4863

Total

2689

55% 2174

Table 20

There are no significant variations in the gender profile of staff when taking into account
grade.
Disaggregation of the data at ‘Individual’ contract level shows that there is an underrepresentation of female staff at Executive Board and Dean level. Promotions data
shows that women accounted for 6 out of 9 promotions to Individual Contract during this
period.

Profile of staff on 'individual' contracts

Female

Male

Total

EB Group

2

22%

7

78%

9

Director

6

43%

8

57%

14

Deputy Director

16

55%

13

45%

29

Dean

6

35%

11

65%

17

Associate Dean

14

61%

9

39%

23

Prof A

7

64%

4

36%

11

Prof B

15

68%

7

32%

22

Prof C

4

40%

6

60%

10

Chair

2

25%

6

75%

8

Table 21
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Progress on Gender Objectives
Objective: Investigate pay differentials between male and female staff
On average, women in the ‘individual contracts’ group are paid 8.8% less than their
male counterparts. The ‘individual contracts’ group includes a variety of job roles
(see table 18). There may be a correlation between length of service and pay which
could explain the differential at this level; in the past year, women accounted for 6
out of 9 staff promoted to individual contract grades. Further monitoring and
contextual analysis is required in order to discern the causes of this differential for
different job roles within this group.
Gender

Female

Male

difference

% Pay Gap

Grade 1

£18,477

£18,483

-£6

0.0%

Grade 2

£24,555

£24,854

-£299

-1.2%

Grade 3

£29,551

£29,310

£241

0.8%

Grade 4

£36,010

£36,833

-£822

-2.2%

Grade 5

£40,067

£40,096

-£29

-0.1%

Grade 6

£49,227

£49,509

-£282

-0.6%

Grade 7

£57,725

£57,894

-£169

-0.3%

Individual Contracts

£72,101

£79,049

-£6,949

-8.8%

Table 22

Female staff in Professional and Administrative roles are paid on average 12.4%
less than male staff. This may be because there is a higher representation of female
staff in grades 1 – 4 compared to their overall profile. There is no significant gender
pay gap for academic and research staff.
Gender

Female

Male

difference

% Pay Gap

Academic and Research

£50,867

£51,559

-£692

-1.3%

Professional and Admin

£34,931

£39,870

-£4,938

-12.4%

Technical

£34,562

£37,156

-£2,594

-7.0%

Operational

£26,202

£27,216

-£1,014

-3.7%

Table 23

Professorial Pay: On average, male professors are paid £2,362 more than female
professors. This represents a 3.4% pay gap in favour of men, a widening by 3.1% on
the previous year.
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Gender: Research and Projects

UAL Fem Soc collecting their award for Women’s Group of the year from NUS UK.
Image supplied by SUArts

Coco Chanel: A new Portrait by Marion Pike, Paris 1967-71 I Autumn 2013
An exhibition at LCF exploring the life stories, friendships and entwined creativity of two,
extraordinarily talented, twentieth century women - Californian artist Marion Pike and
Coco Chanel.
Jill Paider, first female architectural photographer for Fulbright I 2014
LCC alumna Jill Paider has become the first ever female architectural photographer to
receive the Fulbright grant.
Gender Equality work by the Students’ Union I 2013-2014
The UAL Feminist society has undertaken a significant amount of work to promote
gender equality during 2013/14, including audits of reading lists to identify the number of
women artists and writers listed; a charity tea party hosted by the Islamic Society
‘Sisters’; and an event entitled 'Will I ever practise?', hosted by the East London Fawcett
Society. UAL FemSoc won Women’s Group of the year from NUS UK.
Women staff from the SU attended 'I Will Lead the Way' women's training hosted by
National Union of Students (NUS) and four students attended NUS Women's
Conference in March 2014. The SU created the post of part time elected Women’s
Officer for 2014-15. For International Women’s Day 2014, the SU hosted an exhibition,
film screenings and discussion about ‘Women Behind the Arts' and an event about
Pussy Riot, including a Skype call with the band.
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3.5 Gender Identity
Student profile
In line with guidance from HESA, the University introduced the following question for
students in 2013/14:
Q. Is your gender identity the same as the gender you were originally assigned at
birth?
The following data relates to those enrolling onto new courses (not returning students).
Students (new enrolments)
No

85

1%

No Response / Unknown

1969

21%

Yes

7116

78%

Table 24

Staff profile
Q. Is your gender identity the same as the gender you were originally assigned at
birth?
The data held on Employee Self Service indicates that nobody has disclosed that their
gender identity is different to that assigned at birth.
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Progress on Gender Identity Objectives
Objective: Develop guidance for staff and students to promote the interests /
and or needs of trans students and staff within the University.
The University launched the ‘Supporting Trans Students guide’ in 2010/11.The
guidelines provide information in relation to students who undertake gender
reassignment whilst at University.

Objective: Develop a directory for students outlining the support and services
available at UAL and across London.
The UAL guidance for Trans students includes listings of support services for students.

Objective: Undertake outreach initiatives to transgender staff (and students) to
discern any specific needs.
The Diversity Team continue to work with services and teams across UAL to monitor
emerging issues for students and staff.
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Gender Identity: Research and Projects
LCC exhibition features ‘Fashion for a third gender’ I Autumn 2013
The work of Alexis Housden, BA Fashion Technology Menswear graduate, was
showcased at ‘Future Map Design’, a showcase of the best emerging talent, part of
London Design Festival. Alexis creates androgynous style, with sharply tailored shapes
off-set by fine feminine fabrics and a neutral palette of ivory and nude tones.

Image by Grayson Perry
CBE for BBC Radio 4, Reith
Lectures

Grayson Perry: Playing to the Gallery I Autumn 2013
In the last of four Reith Lectures, recorded in front of an audience at CSM, the Turnerprize winning artist Grayson Perry discussed his life in the art world; the journey from the
unconscious child playing with paint, to the award-winning successful artist of today.
No Church in the Wild: Anarchy and Visual Culture I Spring 2014
In a CCW Graduate School Public Research Platform event, Jack Halberstam talked
about her new book on “The Wild”, where she turned to anarchist thought to elaborate
queer politics and aesthetics for this particular moment of crisis and renewal.
Ken To Be Destroyed: Photography Exhibition by Dr Sara Davidmann I Autumn
2013 and Spring 2014
This exhibition was shown at the Unity Theatre Liverpool and the UAL Archive Research
Centre (PARC) Gallery. Its title was taken from the writing on an envelope that
Davidmann found in her mother’s possessions. This envelope contained letters written
by, to, and about, Ken (Davidmann’s uncle) as he tried to reconcile being transgender
with his relationship with his wife Hazel. It gave a unique historical insight into the life of
a transgender person and the social expectations of married life in the 1950s and 1960s.
Davidmann has been invited to show the work in the 'Moving Trans History Forward'
conference, University of Victoria, Canada in April 2014 and to take the exhibition to
Yale.

39

Equality Progress Report: Race and Ethnicity

3.6 Race and Ethnicity
Student Profile
The proportion of BAME students increased by 1%; from 40% in 2012/13 to 41% in
2013/14.
UAL

41%

CCW

36%

CSM

44%

Black, Asian and Minority ethnic students
account for:

59%

•
•
•
•

64%
56%

9% of EU students
27% of Home students
80% of international students
41% of the total student population.

Sector Benchmarks (BAME Home Students):
LCC

38%

LCF

46%
BAME

62%

•
•
•

54%

13% of students in Art and Design Institutions
55% of students in London Institutions
20% of students in UK HEIs

White

Table 25

Staff Profile
Ethnicity data is available for 1,952 (77%) of Salaried staff and 965 (39%) of Hourly Paid
staff. The following analysis relates to staff who have provided details of their ethnicity
on Employee Self Service (ESS). The proportion of BAME staff has decreased by 1%
from 14% in 2011/12 to 13% in 2013/14.
UAL

13%

87%

CCW 10%

90%

CSM 8%

92%

LCC

14%

86%

LCF

12%

88%

SD
ADS

23%

•
•
•

87%

32%
BAME

13% of UK staff
41% of non-EU staff
3% EU staff

Sector Benchmarks (BAME staff):
• 24% of staff at London Institutions
• 5% of Art and Design Institutions
• 11% of staff in UK HEIs.

77%

13%

VCG

Black, Asian and Minority ethnic staff
account for:

Population estimates:
• 40% of the London population
• 14% of the UK population.

68%
White

Table 26
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Progress on Race Objectives
Staff Objectives
Objective: Increase the proportion of Black, Asian and Minority Ethnic (BAME)
staff within grade 7+ and academic professions across the University
KPI: To increase the percentage of BAME staff in grade 7 and above by at least
3% by 2015
The number of BAME staff in grades 7 and above fell from 21 in 2011/12 to 17 in 2014,
representing a reduction of 1.1%. There continues to be a significant variation in the
representation of BAME staff in different grades.

Grade 1+2
Grade 3+4
Grade 5+6
Grade 7
Individual
Grade 7 +
Total

BAME
48
178
137
12
5
17
380

White
176
858
1186
139
107
246
2466

Total
224
1036
1323
151
112
263
2846

% BAME
21.4%
17.2%
10.4%
7.9%
4.5%
6.5%
13.4%

Table 27

‘Individual Contract’
The most significant under-representation appears at ‘Individual Contract’ level. Of those
who have disclosed their ethnic origin on Employee Self Service, 5 are from a BAME
background and 107 are white.
‘Individual Contracts’
EB Group
Director
Deputy Director
Dean
Associate Dean
Prof A
Prof B
Prof C
Chair
Total

BAME
0
0
2
0
0
1
1
0
1
5

White
7
11
24
10
23
6
14
10
2
107

Table 28
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Total
7
12
26
10
23
7
14
10
3
112

% BAME
0%
0%
7.7%
0%
0%
14.3%
7.1%
0.0%
33.3%
4.5%

Unknown
2
2
3
7
0
4
8
0
5
31
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Senior Academic and Senior Manager roles.
The proportion of BAME people in grade 7+ is significantly lower in Academic and
Research positions than in Professional and Administrative positions.
Grade 7+ by Professional Role

BAME

White

Total

% BAME

Academic and Research

8

164

172

4.7%

Professional and Administrative

9

82

91

9.9%

Table 29

KPI: Increase percentage of BAME staff in academic professions by at least
3% by 2015
% BAME staff by profession
Academic
Technical
Professional
Operational
All

8%
15%
20%
30%
13%

Table 30

8% of staff in academic roles are from BAME backgrounds, this is consistent with the
percentage of academic staff in 2011/12. The actual number of BAME staff decreased
from 131 in 2011/12 to 125 in March 2014.
Staff profile by College: There is a slight variation in the representation of BAME
academic staff in the colleges; ranging from 7.2% in CSM to 11.6% in LCC.
Academic Staff

CCW

CSM

LCC

LCF

ADS

SD

VCG

UAL

BAME

26

30

26

26

15

2

0

125

White
Total

281
307

387
417

199
225

311
337

218
233

39
41

1
1

1436
1561

% BAME

8.5%

7.2%

11.6%

7.7%

6.4%

4.9%

0.0%

8.0%

Table 31

The proportion of BAME staff is consistent across all academic job roles, apart from
Deans (none of whom are from a BAME backgrounds) and Researchers (who have a
higher proportion of BAME staff than all other academic job groups)
Academic Staff

BAME

White

Total

% BAME

Lecturers
Associate Lecturers
Researchers
Deans / Assoc Deans
Professors
Total

39

455

494

8%

74
9
0
3
125

865
51
32
33
1436

939
60
32
36
1561

8%
15%
0%
8%
8%

Table 32
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Staff Milestones: Race and Ethnicity
The table below demonstrates that while a high proportion of applicants are from BAME
backgrounds, they are less likely to be appointed than their White counterparts.
Turnover is higher for BAME staff than for White staff. Despite higher participation in
Development and Learning activities, BAME staff are less likely to be promoted to
grades 5, 6 and 7. BAME staff are over-represented amongst those staff making a
complaint and subject to disciplinary action (though numbers are small).

2013/14 Profile
Recruitment and Progression
Applied
Appointed
Promoted
Promoted to Grades 5, 6 & 7
Promoted to ‘Individual Contract’
Development and Learning
ODL training courses
Management development courses
CLTAD MA Academic Practice
Turnover
Length of service (years)
Complaints
Disciplinary cases

BAME
13%

White
87%

25 %
15.2%
20.5%
7.6%
0 (0%)

74.9%
84.8%
79.5%
92.4%
8 (100%)

20%
14%
13%
16.34%
8.0
3 (20%)
8 (47%)

80%
86%
87%
8.57%
9.1
12 (80%)
9 (53%)

Table 33

*This analysis excludes Strategic Development because data for agency applicants has not
been received, making it difficult to compare success rate at shortlist and interview.

Research Excellence Framework 2014.
The percentage of BAME researchers submitting to REF2014 (9%) was moderately
higher than that evidenced within the University as a whole (+2.69%).
GEMS (Group for Equality of Minority Staff) Chairs: Tanicia Payne & Aisha Richards
GEMS is a staff network which aims to collate the voice and perspective of Black, Asian
and Minority Ethnic (BAME) staff for the strategic progress of all UAL staff and students.
In the past 12 months GEMS membership has increased by 22%. The group has hosted
events such as ‘It’s our turn’ (Nov 2013), established a book club and arranged film
screenings. GEMS has made a contribution to the Race Equality Charter Mark and
supports institutional programmes such as en>route and Shades of Noir. Aisha Richards
(co-chair of GEMS and founder of Shades of Noir) was elected as a staff representative
to Academic Board in 2013.

UAL Staff Survey 2014
The UAL 2014 Staff Survey found that 63% of BAME staff agree that the University
respects individual differences (compared to 75% of white staff). 62% of BAME staff
agreed that UAL is an Equal Opportunity Employer (compared to 77% of white staff).
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en>route programme
Inclusive Culture
1. The en>route Network
The Diversity Team has established the en>route Network which now comprises over
200 members. A termly en>route Bulletin is sent to the Network to publicise UAL jobs,
research and development opportunities, as well as information on race equality
developments in arts / higher education. A LinkedIn and Facebook page is also being
developed.
2. UAL Race Survey
UAL’s first ever Race Survey was disseminated during Black History Month 2013 aiming
to elicit feedback on potential UAL positive action interventions. There were 100
respondents, 49% BAME, 43% White and 8% Preferred Not to Say. 80% of
respondents felt that UAL demonstrated its commitment to race equality and inclusive
culture through its support of the en>route programme.
The main themes emerging from the Survey were:

Rationale: Respondents appeared to be in favour of a rationale for greater staff
ethnic diversity that enhanced the student experience and the strategic and
academic aspirations of the University. This was particularly the case for over 88%
of BAME respondents. Respondents Strongly Agreed or Agreed benefits would
include:
1. Positive, empathetic role models to students
91% (BAME n.48 / White n.38)
2. Enhance and authenticate design, content and delivery of curricula to be
relevant to diverse learners
88% (BAME n.45 / White n.36)
3. Cultural insights into UAL’s Internationalisation aspirations
85% (n.44 / n.35)
4. Enrich creative practice and research
84% (BAME n.44 / White n.36)
5. Inform institutional strategies to address ethnic differentials in retention,
attainment and progression
84% (BAME n.44 / White n.36)
5. Distinguish UAL as an international / multicultural university that values
cultural diversity.
83% BAME (BAME n.43 / White n.34)
Recruitment: Respondents Strongly Agreed or Agreed with positive action
measures that promoted Arts HE to under-represented groups or ensured that
recruitment processes were transparent and could be monitored rigorously.
•

Promoting arts HE as a viable and complementary career option to BAME
creative professionals.
87% (BAME n.42 / White n.38)
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•

Anonymous Shortlisting of Applications
73% (BAME n.36 / White n.32)

•

Monitoring of applications, shortlisting and appointment by ethnicity.
68% (BAME n.31 / White n.32)

In all responses, positive action measures that targeted and specifically encouraged
BAME groups to participate in a recruitment process were particularly popular for
BAME respondents, with Strongly Agree or Agree responses to:
•

Invitations to BAME Visiting Lecturers or Practitioners in Residence to widen
UAL networks.
88% (BAME n.44 / White n.37)

•

Encouragement of eligible, internal BAME staff to apply for advertised
positions
80% (BAME n.40 / White n.34)

•

Using targeted advertising in publications, networks and recruitment agencies
known to reach more BAME applicants
78% (BAME n.40 / White n.33)

•

Graduate Trainee Schemes that encourage applications from ethnic groups
that are under-represented in our workforce.
78% (BAME n.42 / White n. 31)

•

Headhunting to diversify recruitment pools.
61% (BAME n.36 / White n.22)

•

Training on unconscious bias for recruiting managers.
81% (n.41 / White n.33)

Staff Development: There were significant differences between BAME and White
respondents on targeted staff development. The most popular options appeared to
be those that a) addressed the awareness of line managers and b) provided
opportunities to the ‘next generation of potential academics’ i.e. postgraduates and
Alumni. Strongly Agree and Agree responses included:
•

Race equality / awareness training for line managers
91% (BAME n.47 / White n.37)

•

Widening participation initiatives for postgraduate study
89% (BAME: n.45 / White n.38)

•

Unconscious bias / cultural competence assessment and coaching for line
managers
85% (BAME n.46 / White n.34)

•

Encouragement to BAME Alumni to undertake teaching experience and
qualifications
85% (BAME n.47 / White n.32)
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3. en>route Pledges
Over 2013/14, the Diversity Team briefed 13 departments, senior management
teams, groups and forums. The following Pledges and commitments were made in
support of the aims of the en>route programme:

Academic Development Services SMT agree to the following
actions in support of the en>route programme’s aim to encourage
greater staff ethnic diversity at UAL:
1. Diversity Team as part of the Director of Widening Participation’s
Portfolio, to lead on the en>route programme, established to promote
greater staff ethnic diversity at UAL.
Action: Mark Crawley, Director of Widening Participation

In progress

2. Research Management to undertake an Equality Impact Assessment
of the UAL Research Excellence Framework. This led to subsequent
consultation with GEMS, the race staff group and encouragement of
submissions from BAME staff who historically have been underrepresented in these exercises. In 2014, the percentage of BAME
researchers submitted to REF2014 (9%) was moderately higher than that
evidenced within the University as a whole (+2.69%). All REF Panels
were also required to undertake equalities training.
Action: Simon Wilmoth, Director of Research Management

Completed

3. CLTAD to encourage BAME academics to participate in the UAL
Fellowship Scheme. This is to be included as a priority in UAL’s The
Praxis Project: The 2020 UAL Academic Practitioner as part of the Higher
Education Academy’s programme on Promoting Teaching Excellence.
Action: Susan Orr, Dean of Learning, Teaching and Enhancement

Forthcoming

4. At least three members of ADS SMT to serve as mentors on the en>route
Mentoring Scheme.
Action: Peter Watson, Mark Crawley and Pat Christie.

Completed
and in
progress

5. At least three ADS Senior managers to offer Senior Shadowing
Placements to BAME staff.
Action: Mark Crawley, Susan Orr, Peter Watson.

Completed

6. Four ADS senior managers to participate in Cultural Competency
workshops of July 2013.
Action: Diane Lucas, Mark Crawley, Peter Watson and Orianna Badeley.

Completed

7. ADS Deans to participate in the en>route Equality and Diversity Forum
Completed
chaired by the Dean of Students and Director of Widening Participation, to
explore how academic staff diversity could be progressed at UAL.
Action: Mark Crawley, Dean of Students and Orianna Badeley, Dean of
Research
8. ADS to support the newly appointed Chairs of Black Art and Design.
Action: Phillip Broadhead, Deputy Vice Chancellor.
Overall Lead: Phillip Broadhead, Deputy Vice Chancellor, Academic
Development Services
46
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Strategic Development SMT agree to the following actions in
support of the en>route programme’s aim to encourage greater staff
ethnic diversity at UAL:
1. HR Department to conduct an Equality Impact Assessment of
Recruitment policy and procedures to ensure fairness and transparency;
and to support the promotion and take up of en>route staff development
schemes.
Action: Nick Rogers, Director of HR

In progress

2. Communications and External Affairs department to promote
en>route within UAL, and to support responses to external media queries
on the programme and staff and student race equality issues.
Action: Director of Comms and DVC, Strategic Development in interim

In progress

3. Alumni Relations and Development department to promote en>route
programme through Alumni registration, the monthly Alumni Bulletin and
scholarship initiatives.
Action: Karen Doyle, Director of Development and Alumni Relations

In progress

4. The Deputy Vice Chancellor Strategic Development and UAL Race
Champion to promote UAL’s first ever Staff Race Survey to every
member of staff via an all-staff email and staff intranet publicity.

Completed

5. Three members of Strategic Development SMT to serve as mentors on
the en>route Mentoring Scheme.
Action: Stephen Reid, Nick Rogers, Karen Doyle.

Completed
and In
Progress

6. Strategic Development Senior managers to be encouraged to offer
Senior Shadowing Placements to BAME staff.
Action: Stephen Reid, DVC Ezri Carlebach, Former Deputy Director
Communications and Alistair Aldous, Enterprise Development Manager

Completed

7. Strategic Development senior managers to be invited to attend Cultural
Competency workshops of July 2013.
Action: Stephen Reid (eight attended with you: Nick Rogers, Steve
Howe, Director of Estates, John Brown, Director of IT, Derek Paxman,
Head of Facilities, Hamish Clifton, Isobel Child, Study Abroad Manager,
Karen Doyle, Anna Petts, Head of ODL.)

Completed

Lead: Stephen Reid, Deputy Vice Chancellor Strategic Development

The Development and Alumni Relations team have agreed to
the following actions in support of the en>route programme's aims to
encourage greater staff ethnic diversity at UAL:
1. Feature the stories and experiences of BAME alumni who are current
UAL staff in the Alumni Bulletin on a termly basis.
Action: Diversity Team and Alumni Relations
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2. Invite BAME alumni to join the en>route mailing list in UAL’s Alumni
Bulletin, through an ‘opt in’ box on the Alumni sign-up forms and via UAL
social media mechanisms.
Action: Alumni Relations Team

Outstanding

3. Include links to UAL Jobs at the end of monthly Alumni Bulletins to attract
a greater diversity of applicants. The UAL Jobs webpage now includes
‘encouragement statements’ to members of under-represented groups to
apply.
Action: Alumni Relations Team

Outstanding

4. Publicise the en>route programme to International and Home BAME
beneficiaries of postgraduate scholarships who may be interested in HE
Arts teaching careers.
Action: Development Team

Outstanding

Lead: Karen Doyle, Director of Development and Alumni Relations

Student Enterprise and Employability en>route Pledge
"SEE recognises that whilst many creative practitioners may pursue careers
in the creative industries, teaching or arts administration, people from BAME
backgrounds continue to be under-represented in these fields. SEE
supports the aims of UAL's en>route programme to encourage more diverse
students and graduates to consider careers in arts higher education. We
will do this in 7 practical ways:
1. Monitor and report on the ethnicity of participants on SEE programmes
and the first destination (employability) of graduates from BAME
backgrounds.

In progress

2. Collaborate on an HE careers session targeted at a diverse student /
Outstanding
postgraduate audience including inspirational HE academics and creative
practitioners from BAME backgrounds.
Action: Victoria Fabri SEE and Tili Andoh, Diversity Team.
3. Link to the UAL Jobs website from the Creative Opportunities website.
Action: Christine Lang and Stephen Beddoe, SEE and Kate Burrell, HR

Outstanding

4. Include a termly en>route feature on inspirational BAME Alumni working
at UAL in our SEE e-Bulletin.
Action: Laura North and Adam Hayes, SEE and Bethan Williams,
Diversity Team

Outstanding

5. Include 'encouragement statements’ in SEE job adverts, events and
initiatives to appeal to under-represented ethnic groups to apply.
Action: Stephen Beddoe.

In progress

6. Feature the link to Creative Opportunities jobs website in the termly
en>route Bulletin and fortnightly UAL Jobs Alert.
Action: Laura North and Adam Hayes, SEE and Bethan Williams,
Diversity Team

In progress
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7. Link to forthcoming en>route social media accounts such as Linked In
and Facebook.
Action Adam Hayes, SEE and Bethan Williams, Diversity Team

Outstanding

Overall Lead: Stephen Beddoe, Director of Student Enterprise and
Employability

HR Services (Recruitment, Organisational Development
and Learning and Management Information) have agreed to
the following actions in support of the en>route programme’s aim to
encourage greater staff ethnic diversity at UAL:
1. Recruitment - to implement the recommendations from the Equality
Impact Assessment of Recruitment including:
a) ‘Encouragement Statements’ welcoming applications from underrepresented BAME groups in all academic and grade 7+ job adverts.
b) Publicising the rationale and opportunities of the en>route
programme in recruitment and induction materials.
c) Supporting the creation and training of a pool of BAME staff that can
participate on interview panels.
d) Briefing head-hunting agencies on the aims of the en>route
programme for grade 7+ posts.
e) Informing recruiting managers of the feasibility of using positive action
provisions in interview ‘equal merit tie break’ situations.
f) Offering Unconscious Bias assessments to recruiting managers.
g) Anonymous shortlisting whereby candidates’ names and salaries will
not be revealed until interview stages.

In progress
In progress
Outstanding
In progress
Outstanding
Outstanding
In progress

Action: Kate Burrell, HR Manager and UAL Diversity Team
2. Staff Development
a) Members of the HR Senior Management Team to participate in the
en>route Mentoring Scheme. (Nick Rogers, Claudia Otoo and Kate
Burrell).
b) Organisational Development and Learning to provide expertise and
support for the development of the en>route mentoring scheme; and
to embed staff race equality themes throughout mainstream
management training. The UAL Coaching Network to be offered staff
development in unconscious bias as part of members’ Continuing
Professional Development
c) en>route mentoring, Senior Shadowing, Career Workshops,
Managing Diversity Skills and Cultural Competency for Managers
workshops to be promoted through the Staff Development monthly
Bulletin.
Action: Nick Rogers, Director of HR and Anna Petts, Head of
Organisational Development and Learning
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3. HR Management Information and Staff Ethnicity Data Monitoring
a) Staff Employment Cycle - to continue to monitor data pertaining to the In progress
experience and progression of BAME staff by recruitment, promotion,
retention and staff engagement survey results on an annual and
College / Service basis.
b) Reward and Recognition – The Praxis Project: The 2020 Academic
Practitioner - to monitor the ethnicity of those participating in the
forthcoming UAL Fellowship Scheme and any subsequent changes in
reward, recognition and equal pay.

Outstanding

Action: John Hallam, Deputy Director of HR, Clive Holden Human
Resources Planner, Sureka De Mel, Head of HR Systems, and Anna
Petts, Head of Organisational Learning.
Overall Lead: Nick Rogers, Director of HR

Communications and External Affairs have agreed to the
following actions in support of the en>route programme’s aim to
encourage greater staff ethnic diversity at UAL:
1. Promote the en>route programme through the Vice Chancellor’s All Staff
Briefings and intranet page in May 2013.

Completed

2. Publicise the following events and initiatives:
•
•
•

UAL’s first-ever Race Staff Survey via the Race Champion, Stephen
Completed
Reid, Deputy Vice Chancellor Strategic Development in October 2013 and In
via all-staff email and on my arts intranet.
Progress
Launch of en>route mentoring scheme in January 2014 on my arts
intranet
en>route staff development schemes – Mentoring, Senior Shadowing
and Career workshops in Staff e-Bulletin

3. Support the university’s response to media enquiries about en>route and
staff and student race equality at UAL.

In Progress

Action: Director of Communications, Stephen Reid, DVC Strategic
Development.

The People Managers Forum has agreed to the following actions
in support of the en>route programme’s aim to encourage greater staff
ethnic diversity at UAL:
1. To publicise the aims of the en>route programme and positive action
provisions in recruitment procedures and interview selection training for
recruiting managers.
2. Action: Kate Burrell, HR Manager and Anna Petts, Head of ODL
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3. To encourage managers to publicise en>route development schemes to
other managers and BAME staff (e.g. Mentoring, Senior Shadowing,
Career Workshops, Managing Diversity Skills, Cultural Competency)
through their supervision and PRA sessions.
4. Action: HR Business Partners

In progress

Lead: John Hallam, Deputy Director of HR and Chair of People
Managers’ Forum

The Group for the Equality of Minority Staff has agreed to the
following actions in support of the en>route programme’s aim to
encourage greater staff ethnic diversity at UAL:
1. To publicise the aims of the en>route programme in their It’s Our Turn
event on 21 November 2013.
2. To disseminate the en>route termly Bulletin, Jobs Alerts and
development opportunities to GEMS members.
3. To consult on the recommendations emerging from EIA Recruitment.
4. To encourage members to participate in Selecting the Best training so
that they can join the en>route Interview Panellist Pool.

Completed
In progress
In progress
Outstanding

Action: Tanicia Payne and Aisha Richards, Chairs

Participating Members of the Deans’ Group agreed to the
following actions in support of the en>route programme’s aim to
encourage greater staff ethnic diversity at UAL:
1. Actively seek and extend invitations to BAME creative professionals
working in the creative and cultural sectors to apply and compete for UAL
positions e.g. Permanent posts, Visiting Lecturers/Tutors, Associate
Lecturers, External Examiners or Practitioners in Residence.
2. Include criteria in Job Descriptions and Person Specifications for
essential knowledge and experience of developing course design,
content and delivery to be relevant and engaging to diverse learners.
3. Personally encourage eligible, internal BAME colleagues to apply and
compete for advertised jobs, secondments, acting up roles or
professional development opportunities as appropriate.
4. Personally participate on en>route staff development initiatives: e.g.
mentoring, senior shadowing or coaching schemes.
Leads include participating Deans’ Group Members (11): Alexandra
Lumley, Andrew Hughes, Anne Smith, Hilary Grainger, Ian Storey, Jason
Copley, Jonathan Barratt, Mark Dunhill, Nancy Turner, Oriana Baddeley
and Mark Crawley.
Action: Individual members of the Deans Groups
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en>route: Development Update
Mentoring Scheme for BAME staff:
Following the success of the pilot BAME Mentoring scheme, a UAL wide scheme was
launched in January 2014.




15 Mentors have been trained.
9 Mentees have been recruited and trained and all 9 have been matched with
senior managers
A further Mentee cohort is planned for the autumn of 2014.

Career Development Workshops for BAME staff:
30 BAME UAL staff have taken up the opportunity to participate in the career
development workshops funded by the Diversity Team and delivered by the Black
Leadership Initiative.
Senior Shadowing Scheme:
6 members of staff have taken up the Senior Shadowing opportunities through this
scheme. Senior managers such as Natalie Brett, George Blacklock and Prof. Frances
Corner have offered up their time to share knowledge and experience of how some of
UAL’s senior committees operate.
Diversity Training for managers:



32 staff members took part in the Managing Diversity Skills training
20 Academic staff participated in Cultural Competency workshops
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en>route: Recruitment Update
HR and the Diversity Team undertook an Equality Screening of the UAL Recruitment
Policy and Procedures in December 2013. The screening identified a continuing
disparity in the success rates of BAME applicants compared to White applicants,
particularly at interview. Analysis showed that 1 in 4 White applicants were appointed
after interview, compared to 1 in 6 BAME applicants.
Comparison with BAME staff profile
CCW, CSM and LCC appointed a smaller proportion of BAME applicants compared to
the overall BAME staff profile of the college. LCF, ADS, Strategic Development and the
Vice Chancellor’s Unit appointed a higher proportion of BAME applicants compared to
their representation within the overall staff profile.
White

BAME

Total

% BAME
Appointments

BAME staff
profile

CCW

16

1

17

6%

10.3%

CSM

41

3

44

7%

8.4%

LCC

28

3

31

10%

14.1%

LCF

75

22

97

23%

11.9%

ADS

17

2

19

11%

13.1%

Vice Chancellor’s Unit

1

1

2

50%

32.3%

Strategic Development

57

41

98

42%

23.0%

UAL

235

73

308

24% *

13.4%

Table 34

*This total includes Strategic Development; it therefore differs from the appointments
data outlined in table 31.
Comparison with BAME staff profile: Academic and Grade 7+ positions
A higher proportion of BAME applicants were appointed to academic and grade 7+
positions, compared to the overall profile of that staff group.
% BAME

BAME staff
profile 2014

81

11%

8.0%

35

14%

6.5%

Appointments

White

BAME

Total

Academic (Salaried only)

72

9

Grade 7+

30

5

Table 35
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en>route recruitment
key achievements:
1. Using the en>route Network established by the Diversity Team, UAL jobs, research
and development opportunities are publicised to applicants from diverse
backgrounds
2. All Grade 7+ and Academic job adverts include positive action encouragement
statements, targeting BAME applicants and linking to the en>route programme
3. The ‘How Did I Get Here?’ webpage includes profiles of BAME staff, in order to
highlight routes into careers in art and design HE
4. HR is developing an Online Application System with the capacity to keep in touch
with prospective applicants, including ‘runners up’, and create talent pools to which
applicants can apply speculatively. This will enable the University to maintain links
with candidates from diverse backgrounds
5. HR has clarified procedures for recruiting ALs, and will be introducing a formal,
transparent recruitment process for ALs from 2015, in conjunction with the Online
Application System
6. HR has reviewed staff competency frameworks to place a stronger emphasis on
diversity, including awareness of race, ethnicity and cultural competency.
Priorities for 2014/15:
1. Introduce anonymous short-listing in order to minimise bias at short listing stage
2. Establish a pool of diverse interview panellists. Encourage recruiting managers to
involve at least one colleague from another department/ HR and ensure interview
panels are diverse in terms of gender and ethnicity
3. Inform recruiting managers of the tie-break provisions set out under the Equality Act.
4. Offer of Unconscious bias assessments, as part of ‘Selecting the Best’ training
courses. This will encourage staff to develop an awareness of their individual biases,
how this might impact on their selection decisions and strategies that can reduce the
risk of bias affecting their recruitment decisions
5. HR and the Diversity Team will support the development of local college strategies
and projects that will progress en>route recruitment and development aims.
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Progress on Race Objectives: Student Objectives
Objective: Increase the participation and attainment of Black, Asian and
Minority Ethnic students at the University
Target: 0.5 point increase each year in the percentage of new home
undergraduate entrants from BAME groups (27.3% in 2010/11)
The proportion of Black, Asian and Minority Ethnic home undergraduate students
increased from 27.3% in 2010/11 to 29.5% in 2013/14. The University has exceeded
the Access Agreement target relating to the enrolment of BAME home undergraduate
students.
% BAME students

2010/11

2011/12 2012/13

2013/14

CCW

14.9%

14.7%

18.9%

17.7%

CSM

20.2%

21.8%

23.1%

24.5%

LCC

38.9%

36.6%

42.9%

41.4%

LCF

28.2%

27.8%

31.3%

30.0%

UAL

27.3%

26.6%

30.9%

29.5%

Table 36

Internal progression from UAL FE to UAL HE (home only)
BAME students represented 31.6% of undergraduate students who had progressed from
UAL FE to UAL HE in 2013/14. This indicates that the cohort moving from UAL FE into
UAL HE includes a higher proportion of BAME students than the cohort coming through
other routes.
BAME home students who progressed from UAL FE to UAL HE

2013/14

CCW

19.6%

CSM

29.2%

LCC

40.6%

LCF

42.3%

UAL

31.6%

Table 37
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Retention
KPI: 1.0 point increase each year in the retention rate of home undergraduate
students from BAME groups
The differential in retention between BAME and White students widened from a 7% gap
in 2011/12 to a 9% gap in 2012/13.
% retained from year 1 - 2

CCW

CSM

LCC

LCF

UAL

BAME

85%

85%

73%

74%

76%

White

88%

95%

79%

84%

85%

Retention gap 2012/13

3%

10%

6%

10%

9%

Retention gap 2011/12

9%

14%

3%

4%

7%

Retention gap 2010/11

6%

6%

7%

1%

7%

Table 38

Student attainment
KPI: Narrow the attainment gap between BAME and White students
The proportion of White students awarded a 1st or 2:1 is 23% higher than for BAME
students, which is 3% higher than last year’s gap of 20%. Analysis of national data
shows an attainment gap of 18% for students across the UK HE sector and a 20% gap
for students in Creative Art and Design institutions.
% awarded 1st or 2:1

CCW

CSM

LCC

LCF

UAL

BAME

71%

53%

48%

47%

52%

White

78%

77%

74%

68%

75%

Attainment gap 2012/13

7%

24%

26%

21%

23%

Attainment gap 2011/12

16%

25%

14%

23%

20%

Attainment gap 2010/11

28%

16%

23%

25%

24%

Attainment gap 2009/10

33%

18%

17%

22%

22%

Attainment gap 2008/09

38%

14%

24%

33%

29%

Table 39
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Post-graduate study (home only)
Black, Asian and Minority Ethnic students account for 16% of home students at postgraduate level. This is consistent with the previous year’s data.

BAME home students at post graduate level

2013/14

2012/13

CCW

12%

12%

CSM

16%

14%

LCC

12%

10%

LCF

21%

23%

UAL

16%

16%

Table 40

Research Degrees
7 out of 26 Research / PHD students were from a BAME background, representing 21%
of the student cohort (including international students).

Graduate destinations
BAME graduates experience higher rates of unemployment than White graduates. 14%
of BAME graduates reported being unemployed compared to 11% of White graduates.
The gap in employment rates has narrowed by 2% on the previous year.

Complaints and Appeals
BAME student appeals 2012-13 (Home only)
26%

UAL
CCW
CSM

BAME Students in 12-13
Cohort

15%
12%
21%

BAME Students in
Appeals

31%
36%

LCC
LCF

40%

27%

56%

41%

Table 41

BAME home students represented 40% (142) of student appellants in 2013, but only
26% of the student population. Therefore BAME students were over-represented in
appeals by 14%. There were 95 BAME Home student appellants in 2013; 40 (42%) had
their Stage 1 Appeal upheld. In comparison, there were 142 White Home student
appellants in 2013, and 67 (47%) had their Stage 1 Appeal upheld. 16 (33%) of 48 of
student complainants were from a BAME background, indicating that BAME students
were over-represented amongst those making complaints in 2012/13.
2 student complaints related to race equality or an allegation of race discrimination
during this period.
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Update on the Race, Ethnicity and Attainment Programme
This cross-University programme was established by Academic Board in 2010 and now
has five key strands:
 Retain-Achieve-Succeed, academic research projects undertaken by University
staff;
 Longitudinal research, a study which follows a group of students who started
their studies in 2012/13, from pre-entry to post graduation;
 Shades of Noir, a campaign supported by the University that focuses on raising
the profile and encouraging discussion of the issue of differential attainment;
 Chair in Black Art and Design, a professorial chair created in 2013 to support
development of inclusive curriculum across the University;
 Tell Us About It, a student voice project inviting BAME students who attained a
1st or 2:1 level Degree to make work or write about their experience.

Project Updates:
Retain, Achieve, Succeed (RAS)
Project Lead: Dr. Kate Hatton (Head of Inclusive Education Programmes)
Staff across UAL have led research projects exploring the disparity between the levels of
Degrees attained by home BAME and home White students. The institution and the
curriculum in different subject areas are the focus of the study, rather than the student
body as such. Critically, the research focuses on how the cultural hegemony of
Whiteness is perpetuated in the curriculum, across courses and through institutional
narratives. This has raised questions not simply about race and ethnicity, but how they
intersect with class, gender and identity and how social justice, inclusivity and
organisational culture affect creativity in the context of curriculum discourses.
Progress update:
1) Sixteen reports based on projects led by RAS Researchers have been completed
as the first phase of the Research Project, which have also formed the basis of
the publication of the RAS Evaluative Report November 2013.
2) Towards a Progressive Arts Education: Inclusion, Change and Intervention
Conference & Exhibition 6th – 8th November 2013
The conference explored themes of social justice and identity in HE arts education,
primarily concerned with the intersections of socially defined experiences of creative
education, matters of identity and inclusion and how such important issues relate to the
curriculum. The conference included contributions from internationally and nationally
renowned academics, the dissemination of the RAS Research projects, and a series of
related workshop activities. There was an exhibition, curated by Dr Michael McMillan,
based on work from various RAS Research projects and artists who were engaged with
arts education in their practice.
3) Information about the RAS Research Project is being disseminated across UAL.
RAS Researchers are being supported in their liaison with colleagues in specific
curriculum subject areas. The project aims to develop a research culture around
inclusive arts education, by making links with UAL Research Centres and other HEIs.
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Longitudinal Research - Students’ experiences, identity and
attainment at UAL
Researcher: Dr Duna Sabri
This study explores the experiences of undergraduate students from different ethnic
backgrounds over three years; and the interplay between these experiences and their
intersected racial, ethnic and cultural identities as students and practitioners. It
contributes to our understanding of the persistent patterns of differential attainment
among students from different ethnic groups, and also with home or international status.
Progress update:
A report of findings from the first year of the study Becoming students at UAL was
completed in December 2013. Thus far it has been discussed at the Learning and
Teaching Enhancement Committee, at a specially arranged seminar and other fora such
as the CSM day on Inclusivity in the Curriculum. The findings draw on twice-yearly
interviews with some 53 students spread across 9 courses and all four colleges of UAL.
The analysis of this first year explores: familial contexts and early motivations;
conceiving and making work; feedback and reception of work; networks and working
with others; as well as wider issues of student life. The report contains thematic analysis
and presents a series of narrative case studies which throw into sharp relief the diversity
of students’ identities and the differential experiences offered in course and college
environments across UAL.
In addition to the qualitative study, statistical analysis conducted by Dr Anna MountfordZimdars has explored a number of hypotheses relating to the gap in attainment: the
impact of status (international/home/EU) within ethnic groups; and the significance of
critical mass and language. This analysis has been undertaken by subject area and
within ethnic groups, using data from five years of UAL graduates.
Next steps: Fieldwork for year 2 of the qualitative study is underway. First interviews
are nearly complete and six new students have been recruited to the study. These
students replace first years who either left UAL or transferred courses. Interviews with
second year tutors and course observations will be arranged in the coming months. In
addition, there is ongoing work in identifying the most appropriate communication and
dissemination work.

Shades of Noir
Lead: Aisha Richards
Shades of Noir (SoN) continues to engage staff and students alike. The project’s social
media presence has grown substantially with weekly blogs about a variety of subjects
relating to representation within the arts and resources to support academic
development. SoN‘s involvement in delivering the CLTAD Academic Practice Provision
(APP) has been key to the development of the next phase of the program. The plans for
2014/2015 include:
• Student engagement projects in partnership with course teams
• Re-launch of the Shades of Noir website
• An exhibition at London College of Communication, along with a variety of events
including guest lecturers and debates.
An example of feedback from participants on the CLTAD Academic Practice Module can
be found here: http://thomaselliott.myblog.arts.ac.uk/2013/03/17/shades-of-noir/
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Chair in Black Art and Design
A professorial Chair was created in 2013, to support development of inclusive curriculum
across the University. UAL Appointed Prof. Sonia Boyce and Prof. Paul Goodwin as joint
Chair in 2013.
Sonia Boyce came to prominence in the early 1980s as a key figure in the burgeoning
Black British art-scene of that time, becoming one of the youngest artists of her
generation to have her work purchased by the Tate Gallery, with paintings that spoke
about racial identity and gender in Britain.
Paul Goodwin is an independent curator, urbanist and lecturer. From 2008 until 2012,
Paul was Curator of Cross Cultural Programmes and then Curator of Contemporary Art
at Tate Britain. In these roles, he curated The Tate Cross Cultural Programme – a
pioneering programme of talks, symposia, workshops and live art events. These
included groundbreaking and internationally renowned events and exhibitions such as
‘The Status of Difference’ international seminars, ‘Conversation Pieces’ - artist talks and
performances, Global Modernities (Tate Triennial conference), Afrodizzia Late at Tate
(over 10,000 visitors) and Afro Modern: Journeys Through the Black Atlantic (consultant
curator).

Tell Us About It
Project Lead: Terry Finnigan
The Tell Us About it Project started as a jointly-run student voice project with CLIP CETL
and the Diversity Team in 2007. It focused on high achieving students from diverse
backgrounds, asking them to create artefacts and reflections of their learning, to be
shared with both staff and new students. Through engaging with the pieces that were
created, new staff could understand better what helps students learn and how they could
change their own practice.
There now exists a rich archive of over 60 former student responses, including reflective
written pieces, photo books, paintings, sketchbooks, mind maps, websites and artefacts,
all housed in the University archive centre. Any member of University staff can access
the resources and use them with their students. Over the past six years, the student
archive has been used in exhibitions in various parts of the University, and the artefacts
are also used in college workshops and are integrated into the Inclusive Learning in
Higher Education module on the APP course. Through staff interacting with the pieces,
they can reflect on their practice and make key changes.
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Sector Developments
All Party Parliamentary Group (APPG) on Race and Community
The All Party Parliamentary Group (APPG) on Race and Community is conducting an
inquiry on Race and Higher Education. The Inquiry is seeking to gain a broad
understanding of the issues faced by black and minority ethnic students and staff in
higher education. The UAL Group for Equality of Minority Staff (GEMS) has contributed
to the enquiry, which is inviting people to submit evidence on:






The challenges and experiences of black and minority ethnic students and
professional staff across the HE sector
To investigate the value of a university education to individuals from specific
black and minority ethnic groups
To review black and minority ethnic applications and entrants across a number of
further education institutions and universities
To identify any models of good practice that exist in addressing issues affecting
black and minority ethnic students and staff across the HE sector
To determine whether further interventions are needed.

Equality Challenge Unit’s Race Equality Charter Mark
UAL is contributing to the development of a framework through which to drive forward
race equality in the HE Sector: the Race Equality Charter Mark. Tili Andoh, Head of the
UAL Diversity Team was part of the development team, through our membership of the
HE Race Action Group. The ECU is currently consulting on the draft Race Equality
Charter Mark framework. The Charter Mark aims to be robust, and only institutions
which are actively addressing racial inequalities will achieve an award.

Differences in degree outcomes: Key Findings (HEFCE, March 2014)
The Higher Education Funding Council for England (HEFCE) published data analysis
which reveals the effect of factors such as ethnicity, gender, socio-economic class and
school type on the chances of students obtaining an upper second or first class degree
in higher education.
The study revealed that there is significant variation in degree outcome for students from
different ethnicities.72% of White students who entered higher education with A-level
grades of BBB, gained a first or upper second class degree. This compares with 56% for
Asian students, and 53% for Black students, entering with the same A-level grades.
Female students are more likely to achieve an upper second (or higher) than male
students with the same prior educational attainment. Students from disadvantaged areas
tend to do less well in higher education than those with the same prior educational
attainment from more advantaged areas. The report also revealed that state school
students tend to do better in their degree studies than students with the same prior
educational attainment from independent schools.
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Race and Ethnicity: Research and Projects

Image: Zoe Sterling BA (Hons) Fashion Design Technology: Surface Textiles 2013, London
College of Fashion

Better Lives Lecture Series - Racism in Fashion I Spring 2014
Dr Carolyn Mair led an audience discussion exploring the reciprocal roles of psychology
and fashion. Speakers included Jody Furlong, Director of The Eye Casting Company
and The Eye Models, and James Lyon photographer and spokesperson for Models of
Diversity.
‘Daddy, I want to be a black artist’ I Autumn 2013 I Peckham Platform
In an exhibition of new work, UAL alumnus Kimathi Donkor, issued a playful call to
action for young people to find inspiration in the works of black British artists.
Black History Month - I Autumn 2013 I CSM
Photographer and installation artist, Zineb Sedira, discussed ‘the distance between the
person, the political and historical’ at an event hosted by the Students’ Union at Kings
Cross.
Show Racism the Red Card I Autumn 2013 I LCC
LCC Foundation students worked in collaboration with Show Racism the Red Card to
generate a body of work, which was exhibited in celebration of Black History Month
2013.
Moroccan Fashion: A collection, exhibition and publication I Autumn 2013 I LCF
Cultural and Historical Studies Research Hub presented a research event looking at the
V&A’s first representative contemporary Moroccan fashion collection.
See What I See, The Gambia Media and Design Project I Autumn 2013
Photographic insights by 18 Gambian students, following a project started by BA (Hons)
Design for Interaction and Moving Image student, Jessica Bishopp.
John Akomfrah OBE in Q&A at LCC I Autumn 2013 I LCC
The award winning director and screenwriter was interviewed by Pratap Rughani,
Course Director of MA Documentary film at LCC, exploring memory, migration, history
and race.
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3.7 Religion and Belief
Student profile
The profile of religious groups across the UAL student body remained consistent
between 2012/13 and 2013/14.
CCW

CSM

LCC

LCF

UAL

No religion (incl. Agnostic Atheist)

59%

55%

53%

48%

54%

Christian

29%

30%

30%

36%

31%

Muslim

4%

3%

8%

5%

5%

Buddhist

3%

4%

3%

3%

3%

Sikh

0%

0%

0%

1%

0%

Hindu

1%

1%

2%

3%

2%

Jewish

1%

2%

1%

1%

1%

Other (incl. Baha'i, Pagan, Jain)

4%

3%

3%

3%

3%

Table 42

54% of students do not identify with a particular religious group – identifying as having
No religion, or as Atheist or Agnostic. Christians form the largest religious group (31% of
students). 5% of students identify as Muslim, LCC has the largest Muslim student
population (8%). 3% of the student population are Buddhist.

Staff profile
Religion data is available for 1,216 (49%) of Salaried staff and 2,369 (39%) of Hourly
Paid staff. Overall disclosure rates increased by 6% on the previous year. The following
analysis relates to staff who have provided details of their religion on Employee Self
Service (excluding ‘prefer not to say’).
No religion Buddhist

Christian

Hindu

Jewish Muslim

Sikh

Other

CCW

63%

3%

26%

0%

1%

1%

0%

5%

CSM

61%

1%

26%

2%

2%

0%

0%

8%

LCC

58%

0%

32%

1%

1%

0%

0%

8%

LCF

49%

3%

38%

1%

0%

3%

0%

6%

SD

46%

1%

38%

3%

0%

4%

1%

7%

ADS

58%

2%

29%

2%

1%

1%

0%

7%

VC

33%

0%

50%

11%

0%

3%

0%

3%

UAL

53%

2%

33%

2%

1%

2%

0%

7%

Table 43

53% of staff do not identify with a particular religious group – identifying as having No
religion, or as Atheist or Agnostic. Christians form the largest religious group (accounting
for 33% of staff); the second largest religious groups are Muslims, Hindus and
Spiritualists who each account for 2% of staff who disclosed their religion or belief.
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Progress on Religious Literacy Programme
The UAL Religious Literacy programme aims to generate debate about the role that
religion, belief and faith play within the social, academic and creative life of the
University. The Religious Literacy Programme aims to:
•
•
•

Improve the provision of Quiet Spaces for prayer and personal reflection across
all University sites.
Consider how best to anticipate and accommodate the religious observance
requirements of students and staff.
Discuss the way in which religion and personal faith are addressed through
pedagogy and creative practice.

Objective: Develop Quiet Spaces across all sites by summer 2012

Central Saint Martins ‘Quiet Capsule’: images by Jane D’Aulby

The University established 6 new quiet spaces, and refurbished 5 existing spaces during
2012/13. Some sites have two separate spaces (one for prayer or personal reflection,
and another for rest or health requirements); smaller sites have multipurpose spaces.
Quiet Spaces can be used for the following purposes:






Prayer or personal reflection
Rest (e.g. recovery from a seizure or rest during pregnancy)
Breastfeeding or expressing milk
Taking medication
Other health reasons.

A full listing can be found here:
http://www.arts.ac.uk/about-ual/diversity/quiet-spaces/
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Objective: Disseminate the Religious Festivals Calendar
The Religious Festivals Calendar is used by teams across UAL to inform planning of
major activities such as Open Days, UP Engagement Activities, Graduation, and Events.
The calendar has been disseminated to course teams via CELCAT.
The Diversity Team will work with Academic Quality and HR to develop guidelines
relating to students and staff who request changes to timetables, interview schedules or
working hours on the basis of religious observance. Consultation will take place in the
summer term, and the guidelines will be developed during autumn 2014/15.

Objective: Discuss the way in which religion and personal faith are
addressed through pedagogy and creative practice.
The University has hosted a range of events to promote awareness of religious diversity,
and the role religion and belief has within the artistic, academic and social life of the
University.
During 2013/14 UAL Chaplain, Rev. Mark Dean co-ordinated a series of six talks across
all UAL colleges, about art and spirituality. Practitioners speaking included musician
Justin Senryu Williams, artist Faisal Abdu’Allah, designer Sophie Gorton, and Curator
and Director of Man & Eve Gallery, Lucy Newman Cleeve.

Complaints relating to Religion and Belief equality: 1 student complaint was made
regarding religious discrimination during this period.
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Religion and Belief: Research and Projects
Islamophobia Awareness Exhibition I Autumn 2013
Exhibition at the SU Gallery in High Holborn,
hosted by SUARTs and LSESU featuring
artwork by 13 UAL students on the subject of
Islamophobia, as part of Islamophobia
Awareness Month. SUARTS believed this to be
the first ever exhibition to visually explore this
subject, with work by FE to Post Graduate
students studying across UAL, in a range of
media.
Poster design: Joe Shi.
Image: Mohamed Ayyad,
Fashion Photography student at
London College of Fashion

Faith and Fashion I Research by Professor Reina Lewis I 2013
Artscom Centenary Professor of Cultural Studies, Professor Reina Lewis, brought
together people from secular and religious communities in an appraisal of the issues of
melding religion with fashion. Her open forum discussions include fashion designers and
consumers, bloggers and journalists, educators and entrepreneurs, politicians and
activists. In 2013 the forum discussed, ‘Arab design on the international modest fashion
market’, and ‘British Asian Design: many faiths, many styles, many meanings’.
Carols by Candlelight I Autumn 2013
UAL’s Chaplaincy held its annual Carol Service in December at St George’s
Bloomsbury, Little Russell Street, followed by wine and mince pies. The Service was
preceded by SUArts’ Christmas market at the same venue selling arts, crafts and food
by UAL students.
Hide and Tweet I 2014
BA Surface Design student, Muna Ali worked with film-maker Roy Heath and ‘Interact’
to produce ‘Hide and Tweet’ – a short film exploring how social media has affected
Islamophobia in the UK, since the 7/7 bombings. The film was was selected for BFI
Future Films, BBC Fresh and won a prize at the Roundhouse's Accidental Film Festival.
A second film ‘Muna’s story’ will feature contributions from academics such as Prof.
Reina Lewis.
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3.8 Sexual Orientation
Student profile
In line with guidance from HESA, the University began monitoring sexual orientation for
students in 2013/14. The following data relates to students enrolling onto new courses
(not returning students). Of those who disclosed, 12% of students identified as Lesbian,
Gay, Bisexual or ‘Other’.
Sexual Orientation
Bisexual

174

3%

Gay man

240

4%

Gay woman/lesbian

41

1%

Heterosexual

5231

88%

Other

250

4%

Total

5936

100%

Table 44

Staff profile
26% of staff disclosed sexual orientation information in 2013/14, which is the same as
last year. The data indicates that around 11% of staff identify as Lesbian, Gay, Bisexual
or ‘Other’.

Sexual Orientation
Bisexual

24

2%

Gay man

79

6%

Gay woman/lesbian

27

2%

1142

89%

Other

15

1%

Total

1287

100%

Heterosexual

Table 45
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Progress on Sexual Orientation Objectives
Objective: Provide information to students and staff on reporting
homophobic harassment and hate crime
The Diversity Team’s intranet contains information relating to harassment and hate
crime relating to sexual orientation. The ‘Resolutions’ mediation service provides support
to students who experience conflict or discrimination.

Objective: Develop LGBT directory for students outlining the
support and services available within the University and across
London.
The Diversity Team’s intranet includes directories signposting LBGT students to support
services available within UAL and across London.
The University has established a buddying scheme to support LGBTQ students during
the process of coming out. Buddies are trained by the Head of the UAL Counselling
Service and chair of the SU LGBTQ society. From personal experience, Buddies are
able to talk through the hopes and fears of disclosing ones sexual orientation, give tips
on socialising and on staying safe.

Objective: Introduce Sexual Orientation monitoring for students
and staff
Sexual Orientation monitoring was introduced for staff in 2009/10 and for students in
2012/13. 30% of staff provided their details on Employee Self Service and 68% of
students enrolling onto the first year of their course (undergraduate, FE or PG) provided
details.
Complaints relating to Sexual Orientation equality: 3 student complaints were made
regarding sexual orientation discrimination during this period.
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Sexual Orientation: Research and Projects
Key student LGBTQ society
events I 2013-14
The ‘What Is Love?’ project
invited students from diverse
backgrounds to consider what
love meant to them and add
comments to a 3m x 2m
canvas, which toured the six
main sites of UAL in Spring
2014. The canvas was
exhibited at CSM during
February and at Westminster
University for National Student
Pride in London.
Image: Filip Bigos

The Spectacle of Sexuality: An Olympic Problem I Autumn 2013
The 2014 Winter Olympics in Sochi, Russia, were staged within a context of aggressive,
state-sponsored homophobia. This lecture by Professor Jennifer Doyle looked at artists
thinking about the question of sexuality and sports, and queer and feminist politics.
Derek Jarman events series I Autumn 2013 and Spring 2014 I Chelsea
Chelsea College of Arts hosted a series of events including a launch for a new
publication about Jarman’s collection of Sketchbooks, an exhibition, and talks,
performances and screenings.
Gender and Sexuality Research Forum I 2013-14
The Gender and Sexuality Research forum is a cross-disciplinary research group,
featuring seminars, collaborations, and publications from staff across UAL.
Take Me Home exhibition I Summer 2013
The exhibition explored a key moment in Pride’s history in 1990, when 20,000 people
paraded through London, past Westminster to Kennington Park. The exhibition featured
UAL alumni Chris Ilankovan, Gwennan Thomas, Miriam Maselkowski and Joe
Sutherland, and UAL staff member Kybor Carlsen. The exhibition raised money for the
Gay and Lesbian Switchboard.
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3.9 Socio-economic class
Student profile
Socio - economic class (all home students)
UAL

34%

66%

LCF

37%

63%

LCC

39%

61%

CSM
CCW

26%
31%

Lower (SEC 4 - 7)

74%
69%

Higher (SEC 1 - 3)

Table 46

Overall, working class students (SEC 4-7) account for 34% of all students at UAL, an
increase of 1% on the previous year. LCC has the largest proportion of students from
working class backgrounds (39%) followed by LCF (37%), CCW (31%) and CSM (26%).
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Progress on socio-economic class objectives

Objective: To further increase the proportion of Home student
population from working class backgrounds (SEC 4-7) in all parts
of the University
First Year Enrolments: In 2013/14, 36.6% of home, first year undergraduate students
were from working class backgrounds. This represents an increase of 1.2% on the
previous year. The proportion of students from working class backgrounds has
increased by 6.3% since 2009/10.
% of first year home students from working class backgrounds
2009/10

2010/11

2011/12

2012/13

2013/14

CCW

25.8%

28.8%

30.4%

32.5%

31.4%

CSM

27.5%

26.1%

26.0%

28.4%

26.3%

LCC

32.9%

40.2%

34.3%

39.8%

43.4%

LCF

33.6%

35.7%

37.9%

36.8%

40.7%

UAL Total

30.3%

33.9%

33.0%

35.4%

36.6%

Table 47

Objective: To ensure that home students from working class backgrounds are
retained, achieve and progress to successful careers, at the very least, at the
same rate as students from other socio-economic classes
Retention: 86% of students from a higher socio-economic class were retained,
compared to 79% of students from a working class background (representing a
differential of 7% (an increase of 1% on the previous year).
% retained from year 1 - 2

Lower SEC

Higher SEC

CCW

83%

92%

CSM

86%

96%

LCC

75%

78%

LCF

79%

83%

UAL 2012/13

79%

86%

UAL 2011/12

81%

87%

Table 48
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Attainment:
73% of students from a high SEC were awarded a first or 2:1 in 2012/13 compared to
67% of students from a lower SEC background. This represents a 6% attainment
differential (an increase of 1% on the previous year).
% awarded 1st or 2:1

Lower

Higher

CCW

70%

82%

CSM

61%

76%

LCC

69%

70%

LCF

63%

65%

UAL 2012/13

67%

73%

UAL 2011/12

64%

71%

UAL 2010/11

68%

74%

Table 49
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Socio-economic class: Research and Projects

Image shows top of poster:
Photos, clockwise from top
left: © James Barnor; Lola
Flash; Syd Shelton and
Franklyn Rodgers & Simon
Rowe. Courtesy of Autograph
ABP.
Designed by:
Supple Studio Ltd.

Album: A Creative Photography Project for Young People I 2014
Album is a three-year collaborative project between UAL and Autograph ABP – an arts
charity that works internationally in photography, cultural identity, race, representation
and human rights, through photography education.
With access to Autograph ABP’s extraordinary archive, and working with CSM tutors and
Autograph’s photographers, young people studying at FE level, worked on the themes of
family albums, identity, cultural heritage, and their communities, unpicking stories and
histories through photography. The project consisted of a 12 week course in spring, to
be followed by a summer school and an exhibition in December 2014
Creative Insights Day I Spring 2014
Creative Insights Day is a partnership project run between Tate and University of the
Arts London (UAL) for students aged 15–19 years, with each of the three days being
accessible to state schools in Lambeth, Southwark and Tower Hamlets. In the morning,
students took part in a Graphics, Photography, Fashion or Fine Art workshop, and
created work inspired by Tate Britain’s new chronological re-hang. In the afternoon,
students heard from an industry professional about working in the arts. Each day ended
with a studio-based session where students learned new skills.
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Appendix 1: Data Notes
Data Notes:
 Unknown’ or ‘blank’ records are excluded from analysis
 Staff profile data refers to the staff population as at February 2014
 Staff data is inclusive of Salaried and Hourly Paid / Associate Lecturers unless
otherwise stated
 Student profile data refers to 2013/14 cohort
 First year entrant data refers to 2013/14 enrolments, unless otherwise stated
 Complaints and Appeals data is taken from the University Complaints and Appeals
Annual Report 2013 (University Complaints and Appeals Unit)

References:
Student Attainment Report Undergraduate, University Central Planning Unit
https://myintranet.arts.ac.uk/media/myintranet/students/assessment-andquality/committees/asdc/aqsc-57/6.2_Student-Attainment-Report-060214.pdf
Student Retention Report Undergraduate 2012/13, University Central Planning Unit
https://myintranet.arts.ac.uk/media/myintranet/students/assessment-andquality/committees/asdc/aqsc-57/6.1_Student-Retention-Report-060214.pdf
Destinations of 2011-12 graduates, University Central Planning Unit
https://myintranet.arts.ac.uk/media/myintranet/students/assessment-andquality/committees/asdc/aqsc-56---jan-14/8.0_DLHE-report-2011-12-FINAL.pdf
Benchmarking Institutions:
Benchmarking data was extracted from the HESA database in March 2014.
London Institutions
• Brunel University
• City University
• The University of East London
• The University of Greenwich
• Kingston University

Art and Design specialist institutions:
• The Arts University College at
Bournemouth
• Courtauld Institute of Art
• University for the Creative Arts
• Cumbria Institute of the Arts
• Edinburgh College of Art
• University College Falmouth
• Glasgow School of Art
• Norwich University College of the Arts
• Ravensbourne
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Appendix 2: Staff Disclosure Rates
Personal Sensitive Information, ESS
Ethnic origin
Disclosed
Prefer not to say
BLANK
Total
% Disclosed
% Prefer not to say
% Unknown

Salaried
1907
45
517
2469
77%
2%
21%

HPL
939
26
1429
2394
39%
1%
60%

All
2846
71
1946
4863
59%
1%
40%

Religion
Disclosed
Prefer not to say
Blank
Total
% Disclosed
% Prefer not to say
% Unknown

Salaried
1095
121
1253
2469
44%
5%
51%

HPL
302
25
2067
2394
13%
1%
86%

All
1397
146
3320
4863
29%
3%
68%

Sexual Orientation

Salaried

HPL

All

Disclosed
Prefer not to say
Blank
Total
% Disclosed
% Prefer not to say
% Unknown

1020
193
1256
2469
41%
8%
51%

267
59
2068
2394
11%
2%
86%

1287
252
3324
4863
26%
5%
68%

Caring Responsibilities
Disclosed
Prefer not to say
BLANK
Total
% Disclosed
% Prefer not to say
% Unknown

Salaried
827

All
827

67%

HPL
n/a
n/a
n/a
n/a
n/a
n/a
n/a

Disability
Answered
Prefer not to say
BLANK
Total
% Disclosed
% Prefer not to say
% Unknown

Salaried
2175
39
255
2469
88%
2%
10%

HPL
1312
8
1074
2394
55%
0%
45%

All
3487
47
1329
4863
72%
1%
27%

1642
2469
33%
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1642
2469
33%
67%

