Equality, Diversity
and Inclusion
Report 2016
Placing equality, diversity and
inclusivity for staff and students
at the core of what we do
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“

We work in partnership with the Students’ Union, staff
unions and diversity networks to ensure our policies,
projects and initiatives recognise the interests and
aspirations of our diverse students and staff.
Naina Patel,
Director of HR
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2016
highlights at
a glance

An impressive
programme of
equality, diversity and
inclusion events
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Unconscious bias
initiatives including
anonymous
marking and
shortlisting

A case conference
provision for
resolving complex
workplace
adjustment requests

Introduction of
gender neutral
toilets at all sites

Introduction

Welcome to our 2016 Equality, Diversity and Inclusion Report. It includes our staff and
student diversity profiles, projects, and progress on our three Public Sector Equality Duty
(PSED) objectives for 2015-2018.
In addition to our PSED objectives, we’re also committed to a range of initiatives aimed
at promoting equality, diversity and inclusion in relation to age, caring responsibilities,
disability, gender, gender identity, sexual orientation and religious belief. See some of the
highlights from 2016 in this report.

PSED objectives

1) Narrow differentials in participation,
continuation and attainment of black, Asian
and minority ethnic (BAME) students.

2) Improve the representation of staff from BAME
backgrounds, particularly in academic and
senior roles.

Key performance indicator: By 2022 the
percentage of first degree home BAME
students achieving a 1st or 2:1 will be the
same as for first degree home white students.

Key performance indicator: By 2022 the
percentage of academic staff from BAME
backgrounds will be at least at the sector average.

3) Ensure that where required,
workplace adjustments for
disabled staff are implemented
within eight weeks.
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All about
our
students

Age
1%

18-20

17%

10%

6%

38%
-17

Religion

45%

21-24

25-29

30+

Disability

Ethnic origin

10% specific learning difficulty

0.3% Sikh
1% Jewish

44%
black,
Asian &
minority
ethnic

6% other disability

2% Hindu

Caring responsibilities

4% Spiritual

773

4% Muslim
5% Buddhist

students have caring
responsibilities for a child or
family member

5% other religion
27% Christian

53% no religion
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of first year home undergraduates
are mature students

56%
white

Social class

33% 67%
low
socio-economic
class

Gender

Fee status

35%

16%

74%
female

high
socio-economic
class

49%
international

EU

home

Sexual orientation
26%
male
4% bisexual

4% gay man

86%
heterosexual

1% gay woman/lesbian

5% other

230
students identify with a gender
different to that assigned to
them at birth
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All about
our
staff

Age

10%
-25

Religion

31%
26-30

20%
31-40

Caring responsibilities

724

1% Sikh
1% Jewish
2% Hindu

5%

29%

2%

41-50

51-60

61-65

3%
66+

Ethnic origin
17%
black,
Asian &
minority
ethnic

staff have caring responsibilities
for a child or family member

2% Muslim
2% Buddhist
3% Spiritual
83%
white

3% other religion
31% Christian
57% no religion
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Gender

Sexual orientation
2% bisexual

6% gay man

88%
heterosexual

57%
female

2% gay woman/lesbian

1% other

43%
male

Disability

9

4% specific learning difficulty

6% other disability

staff identify with a gender
different to that assigned to
them at birth

9

Equal pay
We take equal pay very seriously at UAL and our gender pay gap is significantly smaller
than the national median, especially in academic and research positions. Some female
Directors, Deans, Associate Deans and Professors are paid more than men but at
Deputy Director level and in jobs at lower grades, men receive the higher salaries. We
recognise there is still work to do.

3.2%
UAL academic &
research staff
pay gap

6.9% 9.4%
UAL
overall
pay gap

National
median
pay gap

The charts below show the pay gap between male and female staff at UAL. The figures
on the left of each chart show the percentage difference in favour of men and the
figures on the right show the percentage difference in favour of women.

Grades 1-7

Senior academic staff

1% Dean

Grade 7 0.7%
Professor
(Grade A)
0.7%

Grade 6 0.2%
Grade 5 1%
Grade 4 2.6%

Grade 2 1.6%

Grade 3
0.5%

6.4%
Grade 1 (this pay gap is a short-term
issue due to the temporary nature of
roles at this grade)
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Director level

0.3%
Professor
(Grade B)

1.7%
Associate
Dean

1.6%
Professor
(Grade C)

5.3%
Deputy Director

5.7%
Director

Chancellor Grayson
Perry at the 2015
Chelsea College of
Arts Postgraduate
Summer Show.
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Ethnic diversity: students
How are we doing?
Student participation, continuation and attainment rates are in line with, or above, sector
averages. We’ve seen an increase in the number of BAME students enrolling on undergraduate
degree courses over the past four years. Differentials in continuation rates (students continuing
from year 1) have narrowed, however white students continue to be awarded a 1st or 2:1 at a
higher rate than BAME students.

PSED objective 1:
Narrow differentials in
participation, continuation
and attainment of black,
Asian and minority ethnic
(BAME) students.

Student profile summary (2016)
44% of students are from a BAME background – an increase of 1% on the previous year.

BAME students account for:
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28%

10%

83%

of UK/home students

of EU students

of international students

% of students enrolling onto first year
undergraduate courses

% of students re-enrolling after first year
87.3%

83.8%

88.9% 86.4%
72%

72%

70%

69.1%

% of students awarded a 1st or 2:1

53%

30.9%

White
BAME

14/15

52%

30%

15/16

Participation
In 2015/16 30% of first year home
undergraduate students were from BAME
backgrounds, a decrease of 0.9% on the
previous year. This is higher than the UK
sector average (21%) and other art and
design specialist institutions (16%) but
lower than other London institutions (56%).
Over the past four years, the number of
home students from BAME backgrounds
enrolling at UAL has increased by 3.4%.

14/15

15/16

Continuation
The continuation gap between
white and BAME students in
2015/16 was 2.5%, a decrease
of 1.1% on the previous year.
Continuation rates refer to the percentage
of first year students who go on to re-enrol
the following year (including those who
are repeating). In 2015/16 86.4% of home
BAME students continued at the University,
compared to 88.9% of white students.

13/14

14/15

Attainment
KPI: By 2022 the percentage of first
degree home BAME students achieving
a 1st or 2:1 will be the same as for first
degree home white students.
In 2014/15 52% of home students from BAME
backgrounds were awarded a 1st or 2:1,
compared to 72% of white students. This
reflects the UK sector average – 75% of white
students on creative art and design courses
were awarded a 1st or 2:1 compared to 56%
of BAME students.
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2016 highlights
Promoting race equality
UAL has sponsored a range of projects and research in order to uncover the reasons behind degree attainment gaps, to promote discussion about
diversity in the curriculum, and to trial interventions at course level. Examples of some of our key projects include:
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Students’ experiences,
identity and attainment

Retain Achieve Succeed

Shades of Noir

Tell Us About It

Senior Research Officer, Dr
Duna Sabri, continues to lead
this longitudinal research project
exploring the experiences of
undergraduate students from
different ethnic backgrounds
and the interplay between these
experiences and their identities.
The project is now in its fourth
year and the research is being
used to inform our work on
improving student attainment.

Led by Head of Inclusive
Education Programmes, Dr
Kate Hatton, the Retain Achieve
Succeed research programme
comprises a series of projects
exploring the disparity between
the levels of degrees attained by
BAME and home white students.
Find out more on our website.

Founded by UAL alumna and
Associate Lecturer, Aisha
Richards, the Shades of Noir
programme explores issues of
race and ethnicity in art, design
and communication higher
education through events,
exhibitions and online resources.
The team is made up of a diverse
mix of UAL students and alumni
who between them ran 15
successful events in 2015/16.
Find out more about the events,
the team, and their work on the
Shades of Noir website.

A student voice project led by
London College of Fashion’s
Head of Student Attainment,
Terry Finnigan. The project
involves the creation of work
exploring the positive learning
experiences of students from
diverse backgrounds. The
artefacts can be used as
resources for staff and students,
and are accessible at the UAL
archive.

“

I’m really excited about the interest from students to continue the work that started with UAL, so for
the first time there will be an Arts Diversity Matters Society supported by Arts SU. This means there
will be a branch of Diversity Matters which can continue to be student-led.
Kai Lutterodt, Diversity Matters

Diversity Matters

Black Artists and
Modernism

Black Blossoms
exhibition

Careers and
Employability initiatives

In April 2016, UAL alumna Kai
Lutterodt ran a Diversity Matters
Awareness Week in collaboration
with the Diversity team, Teaching
and Learning Exchange, and
Shades of Noir. The aim was
to highlight the relevance of
diversity within arts, media and
education. As part of the project,
Kai also produced a film featuring
students and staff from across
UAL discussing race matters in
our learning environment. Check
it out on YouTube.

In 2015 we launched a three-year
research project in collaboration
with Middlesex University
exploring the question: “How
do artists of African and Asian
descent in Britain feature in
the story of twentieth century
art?”. The project is being led by
Professor Sonia Boyce, Chair in
Black Art and Design, and will
produce a range of materials
based on the research findings.
Find out more about the project
on our website.

The exhibition was curated
by Arts SU Education Officer
(2015/16) Bee Tajudeen, and
supported by UAL and Shades of
Noir. It ran from July to October
2016 and celebrated the voices
of black women. It included film,
photography and illustrations from
recent UAL graduates exploring
the intersections of gender, race
and identity. Around 800 people
attended the exhibition, making it
one of UAL’s busiest Showroom
events. See pictures from the
event on the Black Blossoms
Tumblr blog.

Careers and Employability
has launched a programme of
initiatives promoting diversity
within the creative and cultural
sectors. These include an
internship scheme, mentoring
programme, curriculum projects
and events during Graduate
Futures Week. Find out more
about Careers and Employability
on our website.
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Shades of Noir’s Melodie Holliday has
recently received a UAL Teaching Award,
voted for by students to recognise “the
teaching staff they appreciate most”.
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Next steps
UAL attainment – learning for all
Professor Susan Orr, Dean of Learning, Teaching and Enhancement, is co-ordinating a progamme of work that aims to ensure all our students
achieve their full potential. This is in response to attainment differentials in relation to BAME, international and low socio-economic class
students. The work also seeks to recognise the intersectional nature of student identities.

There are 4 strands to our work, with the following objectives:

To join up University
policy, infrastructure and
monitoring mechanisms
that facilitate and provide
the achievement of the UAL
KPIs for student attainment.

To support the broadening
of the curriculum across all
Colleges and disciplines
so that it is accessible,
internationalised and
supported by appropriate
pedagogies, academic
skills and resources.

To engage teaching
and support staff and
enhance their experience
and skills in relation to
building an inclusive,
academic, pedagogic
organisational culture.

To work in partnership
with students, including
those from specific equality
groups, to enhance the
effectiveness of support
activities and to improve
student engagement with
extra curricula opportunities.
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Ethnic diversity: staff
How are we doing?
We’re making progress on increasing the proportion of BAME staff at UAL. We have a larger
representation than other UK universities, however we need to do more work to increase the
representation of BAME staff in academic and senior roles.

PSED objective 2:
Improve the representation
of staff from black, Asian
and minority ethnic (BAME)
backgrounds, particularly in
academic and senior roles.

Staff profile summary (2016)
17% of UAL staff are from a BAME background – an increase of 1.5% on the previous year.

BAME staff account for:
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10.1%

9.9%

27%

of academic staff

of Grade 7 staff

of all staff recruited
in 2015/16

Staff recruitment data 2016

Applied

33%

67%

Shortlisted

% of BAME staff in academic and senior management roles
8.2%

15/16

6.7%

14/15

9%

15/16

10.1%

Grade 7+

26%

74%

14/15

Academic
roles
Appointed

27%

73%

White

BAME

Recruitment
Our recruitment success rates (from
interview to appointment) now show no
significant difference between BAME
and white candidates.
Analysis of our staff recruitment data indicates that, once
interviewed, BAME applicants are as likely to be appointed as white
applicants. This is a promising development which may suggest the
work we’re doing to ensure fairness in selection is having a positive
impact. However, there continues to be a difference at application
stage, with people from BAME backgrounds accounting for 33%
of initial applicants but only 26% of those who are shortlisted for
interview.

Representation
KPI: By 2022 the percentage of academic staff from
BAME backgrounds will be at least at the sector
average.
The proportion of BAME staff in academic roles increased from 9%
in 2015 to 10.1% in 2016. We have a higher proportion of BAME
academics than other specialist art and design institutions (6%), but a
lower proportion than the UK higher education sector (13.9%). Our aim
is to be in line with the sector by 2022.
Among senior managers, 9.9% of Grade 7 staff and 3.4% of staff on
individual contracts are from BAME backgrounds; representing 6.7% of
senior managers overall. This is a 1.5% decrease on the previous year.
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2016 highlights
Race Champions Forum

LCF Staff of the Future
BAME Talent Day

The Race Champions Forum was set up in 2015 and is chaired by
Deputy Vice-Chancellor Stephen Reid. Its aim is to oversee a wide
range of initiatives relating to race equality and staff ethnic diversity.

In July 2016, London College of Fashion held a BAME Talent Day as part
of their Staff of the Future initiative. Led by Head of Further Education
Office, Angela Drisdale-Gordon, the aim was to demystify pathways into
teaching, explain relevant legislation and provide support on navigating
the application process. The event was attended by key industry figures
and creative practitioners who shared their routes into teaching. Seven of
the participants have since applied, and been accepted onto, the Shades
of Noir Teaching Within programme.

One of the main priorities of the Race Champions Forum is ensuring
we have fair and transparent recruitment practices which promote
diversity. Key initiatives and achievements for 2016 include:
•

Introducing anonymous shortlisting as part of our online
recruitment process, by removing the names of candidates from
application forms.

•

Encouraging managers to consider diversity as part of staff
appraisals.

•

Making it compulsory for all interview panels for Grade 5 roles and
above to include staff from BAME backgrounds, in order to ensure
decisions are made by a diverse group of individuals. An Interview
Panellists Pool has been set up to support this commitment and is
made up of 59 BAME staff who are trained and experienced in fair
recruitment practices.

•
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Updating our Recruitment Policy to include mandatory training
(Selecting the Best) which promotes equality and diversity in
recruitment, and to reflect the inclusion of BAME employees on
interview panels.

“

I left the session feeling
empowered and inspired.
Talent Day attendee

Next steps

Teaching Within programme
2016/17
The Teaching Within programme is a
Shades of Noir initiative funded by UAL
and led by Aisha Richards. 20 places are
available to UAL graduates and existing
staff who are not in an academic role
but have a degree in a related subject.
Participants will have access to shadowing
and mentoring, gain approximately 36
hours of teaching practice, and study for a
Postgraduate Certificate qualification.

Developing diverse committees

Unconscious bias training

In collaboration with the Group for the
Equality of Minority Staff (GEMS), we’re
taking steps to address the current underrepresentation of staff from ethnically
diverse backgrounds on our academic
committees. This includes a requirement
to consider selecting a colleague from
a BAME background for committee
membership.

University-wide e-learning is being
developed. The aim is to raise
awareness of the impact that
unconscious bias has on the way
we work, and identify strategies to
challenge bias where possible.

21

Disability

PSED objective 3:
Ensure that where required, workplace adjustments for disabled
staff are implemented within eight weeks.

Students

Staff

Our Disability Service arranges adjustments and provides support
for students who are disabled, dyslexic or have another specific
learning difficulty. Find out more about the service and read some
student stories on our website.

Disability disclosure rates

Attainment

Workplace adjustments – how are we doing?

The most recent statistics show that 68% of students with a specific
learning difficulty (e.g. dyslexia) and 70% of students with another
disability were awarded a 1st or 2:1. This compares to 60% of
students with no known disability.

Between February 2015 to May 2016, 18 members of staff had a
workplace adjustment put in place within eight weeks of their initial
request. However, there were a number of staff who did not have their
adjustments put in place within the eight-week timeframe.

Staff disability disclosure rates continue to rise and have almost trebled
since the launch of our Valuing Disabled Colleagues programme in 2012.
At 10.4% the rate is now more than twice the average disclosure rate in
the higher education sector (5%).

To help us improve we have:

Satisfaction
Our most up-to-date data shows that 73% of students with a specific
learning difficulty and 75% of those with another disability reported
‘overall satisfaction’ with their course, compared to 76% of students
with no known disability.
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•
•

•

Developed guidelines on requesting and implementing
workplace adjustments.
Introduced a case conference provision to resolve delayed,
disputed or complex cases. This is a group of colleagues who
agree and co-ordinate the adjustments.
Launched a disability equality training programme for managers.

In December 2015 we marked International Day of People with Disability with a screening of Justine,
an internationally acclaimed portrait of a young woman who rarely speaks, made by London College
of Communication’s MA Documentary Film Course Leader and Reader Dr Pratap Rughani.
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Gender identity and
sexual orientation

In 2015/16, 230 students
disclosed that they identify
with a gender which is
different to that assigned to
them at birth, an increase of
30% on the previous year.

Supporting trans students
Our Student Equality and Diversity Officer provides one-to-one advice and guidance to trans students and works with course teams to promote an
inclusive learning environment. We also have a procedure in place for changing student records to ensure trans students are able to arrange new ID
cards, emails and other documents in their preferred name and gender.
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Gender neutral toilets

Transgender awareness talk

Pride in London

Following a campaign led by the
Students’ Union in 2016, we have
now introduced gender neutral toilets
across all of our sites. This is part
of our commitment to promoting an
environment where gender diversity is
expected and respected, and where
trans people are free from discrimination.
The locations of the gender neutral
toilets can be found on our website.

In April 2016, we held an informal
Q&A session attended by 82 staff
and students. The aim was to raise
the profile of transgender and
nonconforming communities at UAL,
addressing some of the issues they face.

Organised by the Accommodation Services
Social Programme, staff and students were
part of the UAL float in the 2016 Pride
in London parade. The Students’ Union
LGBTQ+ society also hosted ArtsPride
at London College of Fashion. This is the
society’s biggest event, celebrating the
passing parade on the college roof terrace
in style. The event has been running for the
past three years, supported by the Diversity
team and Dean of Students.

“Taking part in the UAL Pride
float was a fantastic experience
– both staff and students
came together united. Seeing
thousands of people cheer us
on felt amazing, especially when
you hear UAL being chanted
from the crowds. A big thanks to
everyone involved.”
James Greenwood,
Accomodation Services
Student Experience Manager
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Religion and belief
UAL welcomes staff and students from all religions, beliefs and
faiths. In 2011/12 we launched a Religious Literacy Programme
which has so far achieved the following:
•

Establishing quiet spaces across all our sites

•

Launching a multi-faith calendar including listings of major
faith events marked by students and staff

•

Publishing guidelines for students and staff who request
changes to timetables, interview schedules or working hours
on the basis of religious observance

The next phase of the programme will focus on the way in which
religion, belief and faith identity are explored within learning and
teaching at UAL.

Religion, Belief and Faith Identities in Learning and
Teaching at UAL
Professor of Cultural Studies, Reina Lewis, has set up a group of
academic and support staff to share ideas about how we address
religion, belief, and faith identities through teaching, learning and
research at UAL. The group will consider the intersection between
faith identity and other social identities e.g. gender, ethnicity, sexual
orientation and class.
The group aims to:
•

Create opportunities for staff and students to discuss religion,
belief and faith identities in relation to their academic and creative
practice

•

Share examples of course content, projects/assignments, student
and staff work that explore religion, belief and faith identities

•

Map academic research relating to religion, belief and faith
identities undertaken by staff and students at UAL

Find out more about Religion, Belief and Faith Identities in Learning
and Teaching at UAL on the religious literacy blog.
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“Our staff and students are
immersed in the cultural life
of London, and connected
to the city’s national and
global networks.”
UAL Strategy 2015-22
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More information
www.arts.ac.uk/about-ual/diversity
diversity@arts.ac.uk (staff)
student.diversity@arts.ac.uk (students)

University of the Arts London
272 High Holborn
London
WC1V 7EY

