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Welcome from Raymond Ciborowski – Registrar and Chief
Operating Officer

It has been a very successful year for Swansea University. The
University has achieved its highest ever ranking in the Times Higher
Education World Rankings for 2017/2018, where we rank in the top
300 elite institutions globally and 35th out 93 top UK institutions. This represents the
University’s highest ever UK position. As the University continues to grow in stature and
expand in size, as demonstrated by the continued growth at the Bay Campus, I am proud
that underpinning this growth is the commitment to building an inclusive environment that
values all individuals and recognises talent and potential.
The university’s new Strategic Equality Plan (2016-2020) is now in operation, and it is vital
that as a community we all work hard to continue this upward journey for our university. I
am certain that the only way we can continue to excel is by ensuring that our people can
contribute and achieve in the best possible manner. Equality, inclusivity and fairness are
absolutely key to this.
Again this year, I am grateful for the contributions of so many at the university in driving
the equality agenda forward with determination and vigour, for the benefit of all.

3

Introduction
I am pleased to present to you the Swansea University Equality Annual Report for 1 April 2016 to 31
March 2017.
The University recognises the many people in all Colleges, Directorates, across both campuses that invest
their time and play their part to ensure that equality is embedded at all levels throughout the university,
aiming to create an environment that is fair for all.
The past year has focused on activities that will deliver the outcomes as stated within our Strategic
Equality Plan 2016-2020, working towards ensuring that our culture is inclusive, that differences are
shared and valued and discrimination is challenged and eliminated.
Much progress has been made. Whilst we recognise that we still have much to do we are extremely
pleased that our female professor community now equates to 20% of the total professoriate, a continuing
upward trend underpinned by a career development and promotions process that is delivering high
numbers of successful female applicants. The University Council has also seen an increase in the number
of women members that raises our female representation to 39%. There is an increased focus on gender
pay and the identification of barriers in policies, process and practices that impact on our reported
gender pay gap. We continue to prepare for a submission to the Race Charter Mark which will aid us
in improving the representation, progression and success of our BAME staff and students. The Stonewall
Workplace Equality Index is a charter that measures employers efforts to create an inclusive workplace
for lesbian, gay, bisexual and transgender staff. During the past year Swansea University was ranked at
31 placing us in the Top 100 of all UK employers
and 2nd of all Universities. We were also awarded
the Stonewall Cymru Welsh Network Group of the
year.
We look forward to building on the successes of this
year and I hope you find this year’s annual report
relevant and informative.
Bethan Lewis
Head of Equality
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Terminology is taken from the Equality Act 2010 for the purposes of reporting
compliance. In the Equality Act sex means either “male” or “female”, however we
acknowledge that this binary definition is not fully inclusive of those who do not
define as male or female, such as non-binary individuals. We are committed to
equality for individuals of all genders.
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University Overview
The university employs
3,535 staff:
1,580 (45%)
1,955 (55%)

Academic

1120 (32%) 1,185 (34%)

Professional
Services

460 (13%)

Religion
Christian = 18%
No religion = 23%
Muslim = 1%
Prefer not to say = 53%
Not known = 2%
Other religions = 2%

770 (21%)

Marriage & Civil Partnership

Race
White = 89%
BAME = 8%
Not known = 1%
Prefer not to say = 2%

Single = 23%
Married = 47%
Divorced = 3%
Civil Partnership = 0.4%
Other = 3.6%
Prefer not to say = 16%
Not known = 7%

Average Age
45
44
44

Disability

Sexual Orientation

163 (4.6%) staff have declared
they have a disability

Bisexual = 0.6%
Gay Man = 1.0%
Gay Woman / Lesbian = 0.5%
LGB = 2.1%
Heterosexual = 46%
Prefer not to say = 50%
Not known = 2%

Disabled
Not Disabled
Prefer not to say
Not known

2%
41%
1%
1%

2.6%
51%
1%
1%
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Age
Average age
45
44
44
Age range
Pool = 3535
16-24
25-34
35-44
45-54
55-64
65+

1.0%
9.4%
13.2%
10.5%
8.1%
2.4%

1.4% 2.4%
12.7% 22.1%
14.7% 28.0%
15.7% 26.2%
9.2% 17.3%
1.5%
4.0%

% of staff who are part time
within their own age group
16-24
25-34
35-44
45-54
55-64
65+

47%
19%
11%
15%
23%
76%

48%
25%
41%
44%
45%
77%
Leavers by sex

16-24 =
25-34 =
35-44 =
45-54 =
55-64 =
65+ =

10%
13%
6%
6%
6%
4%

10%
13%
11%
8%
11%
4%

TOTAL LEAVERS = 566

20%
26%
17%
14%
16%
8%

Staff Composition Age Range
 There is negligible gender difference in the
average age of staff, with the same average ages
as last year.
 Over half (54.2%) of staff are aged 35 - 54, with
smaller proportions outside of this age range.
 Our staff profile is older than the national average;
2.4% of staff are under 25, which is less than half
the national average of 5.8%, and 4% of staff are
over 65, almost double the national average of
2.1% (ECU Higher Education Report 2016).
 There are slightly more women than men in all age
brackets other than 65+, where less than half
(38%) are women.
Working Pattern
 Women work part-time at higher rates than men in
all age ranges, with a marked difference in the
age range of 35-54, where almost 4 times as
many women than men work part-time. This is
commensurate with the average age of starting a
family (30+, ONS Births by Parents’ Characteristics
2015), indicating a trend of women working parttime to support a family. The university is actively
working to explore this trend and provide support
to working parents.
Leavers
 The age distribution of staff leaving the university
varies throughout all age groups, with the highest
percentage of leavers being in the 25-34 age
group. This is a similar trend to last year.
Key Successes/Events/Activities
 Inspiring Women project to commemorate
International Women’s Day – 44 women were
profiled throughout March 2017, with a range of
ages featured throughout each week.
 The university Gender Culture Survey in summer
2016 contained a monitoring question on age,
which enabled us to explore issues by age range.
 Positive working attitudes towards staff of all ages
are actively promoted at Recruitment and Selection
training, and direct and indirect age discrimination
is discussed at Line Manager training.
 A 99% completion rate for Performance
Development Reviews ensured that staff of all age
ranges had the opportunity to engage with line
managers in a meaningful development discussion.
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Disability

(those who have declared they have a disability)
Staff Composition


Disabled
2.0% 2.6%
Not Disabled
41.0% 50.8%
Prefer not to say 0.9% 1.1%
Not known
0.8% 0.7%

A total of 4.6% of Swansea University staff have declared a
disability, (from 4.7% last year). This is a slightly higher than
national average of 4.5% of staff in UK HEIs and lower than
5.2% Welsh benchmark. (ECU Higher Education Statistical
Report 2016).

NB – Above pool is from staff total = 3,535 Age Profile


70

93

Other than those in the youngest or oldest age band, the age
distribution of those declaring a disability is evenly spread
throughout, with half of all disabled staff aged 25-44. 50% (an
increase of 8% from last year) are within the 25-44 age bracket.

Of 163 members of staff who declared a Recruitment
 The percentage of applicants who declare a disability has
disability, the age profile is as follows :

increased from 4.1% last year to 5.5% this year, suggesting
either increased confidence in declaring, or increased numbers of
applicants with disabilities, both of which are positive outcomes.
The success rate for applicants declaring a disability is 13.9%,
as compared to 7.2% last year. This compares to a success rates
for applicants not declaring a disability of 12.6%.

16-24 = 1 (0.6%)
25-34 = 41 (25.2%)

35-44 = 41 (25.2%)
45-54 = 32 (19.6%)
55-64 = 39 (23.9%)
Contract Type
65+ = 9 (5.5%)
 71% of staff who declare a disability work full-time (the same as
last year), which is above the national average of 63% (ECU,
2016).

567 (5.5%) of 10,393
Leavers
applications were
 The proportion of leavers with a disability (4%) at Swansea
from disabled people.

University is less than the pool of staff who have a disability
(4.6%). This compares to an external benchmark of 5.0% of all
HEI leavers in the UK who declared a disability.

Key Successes:
Of the 163 staff that
declared a disabiity,
115 (70.6%) are full time and
48 (29.4%) are part time.

Leavers by Disability:
23 (4.1%) of 566 leavers
were staff who have
declared they have
a disability









Disability@CampusLife provides advice and guidance to students
on disability related matters, and The Transcription Centre
provides alternative accessible formats for print disabled students.
ISS have developed an Inclusive Library Services web resource
for students with useful information including accessibility guides
to the campus libraries, LibraryPlus book loaning services,
equality-themed reading lists, and available assistive technology.
Swansea Academy of Learning and Teaching (SALT) provide
resources for academic staff supporting students with disabilities,
mental health conditions, and specific learning difficulties.
Our International Day Against Homophobia, Biphobia and
Transphobia (IDAHOBiT) event on 17th May 2016 focused on
the unique experiences of LGBT people with disabilities.
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Race
White = 88.8%
BAME = 7.8%
Not known = 1.3%
Prefer not to say = 2.1%
Less than 1% =
Indian, Irish, Scottish, Mixed, Northern Irish,
African, Pakistani, other, White & Asian, Black,
Mixed/ multiple , White & Black African, Arab,

Staff Composition








Applications received from:
White =75.4%
BAME =17.7%
Prefer not to say = 2.5%
Not known = 4.4%

Overall applicants success:
White = 73.2%
BAME = 11.5%
Prefer not to say = 2.0%
Not known = 13.3%

Applicants successful
(of own ethnic group):



7.8% (276) staff identify as Black, Asian and Minority Ethnic
(BAME) compared to 7.1% last year. This is slightly below the
national HEI average of 8.5%, but slightly above the Swansea
Bay BAME population pool of 6% (Census 2011).
88.8% of staff identify as white, which is up 1% from last year.
49.1% of BAME staff are academics, compared to 43.2% of
white staff who are academics. This may be due to academic
staff being drawn from a wider pool than the local area.
Only 2% of staff chose “prefer not to say” on monitoring forms,
suggesting confidence in disclosing this data.
“Not known” has reduced from 2.5% last year to 1.3%, due to
a significant staff effort to cleanse this data.
Percentage of staff who are BAME within their own grade:
G1 =
G2 =
G3 =
G4 =
G5 =
G6 =
8.9%
1.2%
2.3%
2.3%
3.4%
2.1%
G7 =
G8 =
G9 =
G10 =
G10a =
G11 =
8.5%
12.1%
10.9%
3.5%
0.%
6.2%

Recruitment


The total number of applications this year was 10,393 as this
includes the internal-only Professional Services Review (PSR)
applicants. This accounts for the decrease of BAME applicant
success rate from 25% last year to 12% this year.

Contract Type


75% of BAME staff work on a full time basis compared to 69%

White = 13.6%
of White staff; this has reduced from 82% of BAME staff and
BAME = 9.1%
70% of white staff last year.
Prefer not to say = 11.6%
Not known = 42.1% Leavers
 9% of leavers this year were BAME, which is slightly higher

Full time staff status:

than the pool of BAME staff (8%), although this is an

improvement on last year’s percentage of BAME leavers (11%).
White = 68.9%
BAME = 75.0%
Prefer not to say = 64.9% Key Successes
 The University is a member of the Race Equality Charter (REC)
Not known = 53.3%

Permanent contract status:



White = 66.2%
BAME = 56.5%
Prefer not to say = 47.3%
Not known = 15.6%



Leavers by ethnicity:



White = 74.9%
BAME = 8.8%
Prefer not to say = 3.4%
Not known = 12.9%



and a Self-Assessment Team has been established.
An all-staff event was held in December 2016 to launch the
REC activity at the university, and celebrate BAME academics
with a number of TED-style talks.
REC awareness stalls were held during October 2016 for
Black History Month at both Singleton and Bay campuses.
The Bigger Picture Festival was held in March 2017
showcasing diversity of cultural groups in Swansea University.
Our Ada Lovelace Day event in October 2016 featured Dr
Deborah Husbands as one of our keynote speakers, who
focused on the intersections of gender, ethnicity, and class in
academia. A human library session was also held.
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Sex
Staff Composition


1,580 (44.7%)
1,955 (55.3%)



3,535

Recruitment



609 posts advertised
10,393 applications


Overall success rate = 14.0%
Success = 5.7%

Recruitment


Success = 6.6%



(NB Sex Unknown for remaining 1.7%)

Permanent

64.6%

64.2%

64.4%

Full time

80.3%

60.1%

69.1%

Total female staff has remained consistent between 52% and 55%
since 2011. We are currently slightly higher than the Welsh HEI
benchmark of 54% female staff (ECU 2016).
39% of all academic staff are female (compared to 41.6% last
year). 20% of Professorial staff are now female, which has risen
significantly from 12% in 2011. This compares to the national HEI
benchmark of 23% (ECU, 2016).
Gender breakdown within grade reveals that female academics
are Lecturers at Grade 8 make up the most within grade. In terms
of percentage, grades 7 and 8 are fairly evenly distributed
between male and female (52% and 50 % respectively) with the
percentage of females dropping off further up the grades
The highest proportion of female staff is at grade 3 (83% female).
Every grade has more females than men, apart from grades 1 and
2. We have 25% females at Director Level.

Of academic applications, females have a 12.1% success rate;
males have a 7.7% success rate.
Of Professional service applications, females have a 13.0%
success rate, males have a 16.8% success rate, however these
figures are somewhat different from previous years because of the
impact of the university’s professional services review.

Contract Type


80% of men work full time compared to 60% of women; this
compares to the national HEI benchmark of 77% of men compared
to 59% of women, where the gender disparity is slightly narrower.



The university average mean gender pay gap is 23%, whereas the
median is 19% - this is identical to last year’s figures. Pay within
grades is equitable, with each role being evaluated, however
women dominate lower-graded roles and men dominate highergraded roles.
The university has established a Gender Pay Working Group
championed by the Registrar, which is tackling any identified
discrimination in policies, process and practices that impact on the
reported pay gap.

Pay
Total leavers = 566
43.1%
56.9%

Mean

Pay gap



Median

£41,441

£37,075

£31,950

£30,175

23%

19%

NB: data is based on staff grades 1 – 11
at 100% FTE

Key Successes







Aurora Women in Leadership training attendees have risen from 2
in 2013/14 to 7 in 2016/17
Inspiring Women project to commemorate International Women’s
Day in March 2017– 44 women profiled from diverse
backgrounds and subject areas.
Mary Williams Conference held on International Women’s Day (8th
March 2017) with keynote speech from Alison Johns, CEO of
Leadership Foundation for Higher Education.
We are pleased that the percentage of women on Council has
risen to 39% in 2017 (from 25% in 2014).
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Religion
and Belief
Christian = 18.2%
No religion = 23.1%
Muslim = 1.3%
Prefer not to say = 53.1%
Not known = 1.8%
The following account for
less than 1% each :
Buddhist
Hindu
Jewish
Other
Sikh
Spiritual

Staff Composition




Key Successes













Sexual
Orientation
Bisexual = 0.6%
Gay Man = 1.0%
Gay Woman / Lesbian = 0.5%

(LGB total =2.1%)
Heterosexual = 45.6%
Prefer not to say = 50.3%
Not known = 2.0%

A wide range of beliefs and non-belief are represented within
our staff profile; of those who disclosed, 23% identify as having
no religion, 18% identify as Christian, and 1% identify as
Muslim.
There is a lower proportion of staff with no religion (as
compared to 34% in the area), and lower proportion of
Christian staff (as compared to 55% in the area).
The Bigger Picture Festival was held in March 2017
showcasing diversity of cultural groups, including religious
groups, at Swansea University.
Active on-campus Mosque with monthly Mosque Management
Committee meetings, chaired by Director of Student Services.
Eid celebrated on campus with Eid Prayers in the Mosque and
Fulton House in July 2016.
University donated to and had a large presence at “Eid in the
Park” in Singleton Park in July 2016, with 100s of attendees
from the local community.
Jewish New Year was celebrated by the Jewish community in
Fulton House in September 2016.
Holocaust Memorial Day commemorated on campus for the 3rd
year in a row in January 2017 with a public event featuring
talks from Prof Martin Stringer and Dr Glenn Miles.
Regular Theology Lectures organised by the campus
Chaplaincy, featuring high-profile national speakers on
contemporary faith issues throughout 2016.
Staff training session exploring the intersections of LGBT equality
and faith held in July 2016.

Staff Composition




Total LGB staff disclosures currently total 2.1%, which has
continued to rise from 1.2% in 2014-15. This is higher than the
national HEI average of 1.5% and the ONS UK population
report which estimates the proportion of LGB people at 1.7%.
Prefer Not to Say has dropped significantly from 68% in 201415, indicating increased confidence in disclosing.

Key Successes











Swansea University were ranked 31st in the Stonewall
Workplace Equality Index Top 100 in 2017, placing us 2nd of
all participating HEIs.
The LGBT+ Staff Network won the Stonewall Cymru Welsh
Network Group of the Year Award 2017.
City-wide vigil organised by the Network co-chairs to
commemorate the victims of the Orlando shooting, June 2016.
Suite of events organised to celebrate LGBT History Month in
February 2017, including a symposium, film screening, and
info stalls on both campuses. The Pride flag was flown over the
university and the flagstones on the main road into the university
were painted rainbow colours to mark the month.
Info stalls across both campuses to raise awareness of Bi
Visibility Day in September 2016
Staff training session on ‘Distinct Issues Faced by Lesbian and
Bisexual Women’, July 2016
Teams competing in the Welsh Varsity in 2016 wore Rainbow
Laces to support Stonewall’s campaign to end homophobia in
sport.
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Gender
Reassignment
Data collection on sexual orientation and gender
reassignment began in 2013 following legislative
changes, therefore available data is still limited.
Due to the lower number of people declaring, it
was decided not to report on specific numbers.
The Workplace Equality Index action plan
incorporates actions that aim to increase numbers
of trans staff, and to increase staff disclosure rates.

Key Successes




The LGBT symposium held during LGBT History Month 2017
featured a number of trans speakers sharing their research and
experiences.
A film screening of ‘The British Guide to Showing Off’ was held
at Taliesin for LGBT History Month 2017, which is
an exploration of the life and art of trans performer Andrew
Logan.



University project Trans Ageing and Care (TrAC): Dignified and

inclusive health and social care for older (50+) trans people in
Wales seeks to gather older trans people’s past and current
experiences of health and social care.



The university sponsored and had a stall at Swansea Sparkle in
November 2016, Wales’ largest trans celebration event.

In terms of disclosure rates, 49.6% of staff have
declared if their gender is the same as that
assigned at birth or not, 48.5% would prefer not
to say and 1.9% is not known.

Marriage &
Civil Partnership

Staff Composition



Prefer Not to Say has continued to fall from 20% in 2014-15,
indicating increasing staff confidence in disclosing.
An ONS report found that are increasingly fewer civil
partnerships in England and Wales as more same-sex couples
chose to marry. There has been an 85% decrease in civil
partnerships since 2013.

Single = 22.5%
Married = 46.8%
Divorced = 2.7% Key Successes
Civil Partnership = 0.4%
 All LGBT+ university activities are fully inclusive of those in both
Co-habiting = 3.9%
marriages and civil partnerships.
Other = 1.3%
 All university policies are fully inclusive of staff in civil
partnerships, as well as same-gender and opposite-gender
Prefer not to say = 15.7%
couples, with gender-neutral language used throughout.
Not known = 6.6%

Pregnancy &
Maternity
44 members of staff took
maternity leave

Maternity Leave Uptake



Key Successes


27 (61%) have returned to work,
with 17 (39%) still on maternity leave

12 members of staff took
paternity leave
No members of staff took
adoption leave

Slightly fewer staff took maternity leave this year (49 last year).
All staff who took maternity leave this year either returned to
work, or are still on leave – none have left the university.

Wellbeing rooms for pregnant and nursing mothers have been
established centrally in Occupational Health, and in the
Colleges of Medicine and Engineering. Other colleges are
exploring opening their own wellbeing rooms.

Other Parental Leave


Following the development of the paternity leave, adoption and
parental leave policies, a total of 12 members of staff have
taken up these opportunities.
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Training
Total number of courses = 141
Total number of course participants = 3,679

30%

Of the pool of men working for the
university, 31% attended a course
compared to 48% of the pool of
women staff.

70%

Race

Disability
White = 89.2%
BAME = 8.9%
Prefer not to say = 1.5%
Not known = 0.4%

Disabled = 4.6%
Not disabled = 92.3%
Prefer not to say = 2.3%
Not known = 0.7%

Equality Impact Assessments
Equality Impact Assessments (EqIA) were conducted on :
1. A Risk Assessment Questionnaire was included as part of the Risk Assessment
checklist for major projects

Grievances and Disciplinaries
There were 13 cases in total during this period:
 2 disciplinaries
 11 grievances
None of the above were based on the grounds of an individual’s protected characteristic.
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Student Data
SEX

Religion
9,575 (50.3%)
9,470 (49.7%)
19,045

Christian = 14.8%
Prefer not to say = 42.8%
Muslim = 2.7%
No religion = 26.9%
Unknown = 10.5%
Other religion = 2.2%

Other religions include:
Undergraduate 8,289 (43.5%) 7,871 (41.3%) Buddhist
Hindu
Postgraduate
1,286 (6.8%)
1,599 (8.4%) Jewish
Sikh
85% of our students are undergraduate
Spiritual
Other

Race

BAME include:
White = 70.6%
Bangladeshi, Black, Chinese, Indian,
BAME = 18.6%
Mixed, Other Asian, Pakistani
Unknown = 10.8%

Age

The vast majority of our students are undergraduate and are 21

<19 19-21 22-24 25+ years or younger (61%)
Undergraduate
Postgraduate

30%

32%

0%

1%

7% 16%
5%

Almost 1,700 of our students are postgraduate who are over 25
years of age.

9%

Disability

Disabilities include the following:
Sight = 1.2%
Hearing = 3.1%
No disability = 91.5%
Learning disability = 43.7%
Disabled = 8.4% Long-term disability = 11.3%
Unknown = 0.1% Mental health disability = 15.3%
Multiple disabilities = 8.2%
Social / communication disability = 3.7%
Physical disability = 3%
Other disability = 10.4%

Sexual Orientation
Bisexual = 0.9%
Gay man = 0.7%
Gay woman/lesbian = 0.3%
Heterosexual = 47.9%
Other = 0.5%
Prefer not to say = 29.6%
Unknown = 20.2%

Gender Identification
Not the same as assigned at birth = 1.0%
Same as assigned at birth = 53.0%
Prefer not to say = 24.7%
Unknown = 21.4%
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LGBT+ Staff Network Orlando vigil, June 2017

Womenspire Award Winner Sian Cushion, April 2016

Race Equality Charter launch event, December
2016

Ada Lovelace Day with Dr Debbi Husbands, Oct
2016

A selection of our Inspiring Women, March 2017

Stonewall Cymru Network Group of the Year, Feb
2017
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Athena SWAN Engineering Bronze Award, Nov
2016

Mary Williams Conference, March 2017

Equality team contact details
Bethan Lewis – Head of Equality
B.S.Lewis@Swansea.ac.uk

Misbha Khanum – Equality Lead
M.Khanum@Swansea.ac.uk

Cath Elms – Equality Adviser
C.L.Elms@Swansea.ac.uk

Huw Lewis – Equality Adviser
h.r.lewis@swasnea.ac.uk

Hannah Coulson – Equality Assistant
Hannah.Coulson@Swansea.ac.uk

http://www.swansea.ac.uk/personnel/equal-opportunities/
@swanseaequality
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Appendix
Strategic Equality Plan (2016-2020) Progress
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Progress against the Strategic Equality Plan April 2016 - 2020
Progress for period 1st April 2016-31st March 2017
The link for the Strategic Equality Plan 2016-2020 can be found here.
Outcome

Progress update

Status


As a consequence of eliminating discrimination, advancing equality of
opportunity and fostering good relations amongst the diverse staff and
student groups the University will have achieved external recognition
and/or accreditation through Athena Swan awards; Race Charter Mark
awards; Stonewall Workplace Equality Index; and Disability Standard
awards.





Key milestones and objectives







Athena SWAN College of Engineering Bronze Award – April 2016
Athena SWAN College of Arts & Humanities Bronze Award –
November 2016
Athena SWAN College of Human & Health Science Silver Award–
November 2016
Athena SWAN Silver Institutional Award – April 2017
Stonewall Workplace Equality Index top 10 – July 2020






Outcome 2: As a consequence of removing barriers to fair and meritocratic
appointment and promotion the University will have a high performing
workforce drawn from the widest pool of talent available.





Proportional submissions to the Research Excellence Framework
(REF) 2020 for members of staff by the protected characteristics of
gender, race and disability
Gender balanced Council governance structures - by 2020
A balanced workforce that is inclusive of all protected characteristics-




The College of Engineering were successful in receiving a Bronze Athena
SWAN award in November 2016. The application can be found here.
The College of Arts and Humanities (English Literature and Language)
were unsuccessful in their Bronze submission. Plans are in place for a
re-submission in the near future.
The College of Human and Heath Sciences were successful in being
awarded a Silver departmental award in April 2017. The application can
be found here.
The University submitted a silver institutional application for Athena
SWAN in April 2017. The application can be found here.
An application for the Stonewall Workplace Equality Index was made in
September 2016. We are now ranked 31st in the top 100 employers
participating, and ranked 2nd of all HEIS.
Swansea Uni LGBT+ Staff Network won the Network Group of the Year
award from Stonewall Cyrmu.
The Equality Team have partnered with ISS to produce data sets for
each college to fulfil requirements of the Athena SWAN submission.


The REF Strategy Group has been meeting on a regular basis to review
the number of submissions made by staff. We are awaiting the
outcomes of the Stern report.
Council Governance structures have been reviewed from a gender
perspective. At 2016, 39% of Council membership was female, as
compared to 25% in 2013.
The data in this reporting period shows that at a total of 3535 staff
work here, 45% of which are male and 55% female. 89% of staff are
from a white ethnic group and 8% from a BME group. The average age
of the workforce is 44 years, and 5% of staff have declared that they
18




by 2020
All key appointment, selection and promotion decision makers to
have undertaken unconscious bias training - by 2018
Introduction of an annual staff survey aimed at identifying any
barriers to staff reaching their full potential by protected
characteristics – by 2017

Outcome 3:As a consequence of removing barriers to fair and meritocratic
appointment and promotion the University’s high performing workforce
will be characterized by gender equality in terms of pay, conditions and
reward.







Key milestones and objectives
 Gender balanced outcomes from annual academic promotions cycles
 Gender balanced appointment panels for academic and professional
services staff – by 2020
 Annual action plans arising from monitoring of gender, race and
disability pay gaps
 Implementing gender neutral recruitment literature and role
definitions commencing 2016, by 2020.







have a disability. 2.1% of staff have disclosed their sexual orientation to
be LGBT+, an increase of 0.5%.
Unconscious bias training has started to be incorporated into line
manager training, with a number of Colleges engaging with the Equality
Challenge Unit to deliver this training.
A Gender Culture Survey was conducted in 2016, with responses
informing the University Athena SWAN submission. The next survey will
be conducted in January 2018.


The promotions cycle for 2016/2017 received 128 applications, a 23%
increase from last year. There were 56 applications from females,
compared to 39 in 2015. Overall there were 49 successful applications,
28 of which were from females.
There has been at least 1 female decision maker at each promotion
committee, and one to one feedback is provided to each applicant.
The success rate for recruitment shows that there is an overall success
rate of 14% all applicants. Males have a 5.7 % success rate (a 0.4%
increase since last year) compared with a 6.6% success rate for females
(a 2.5% increase since last year).
A Gender Pay Gap Working Group has been formed, consisting of the
Registrar, Equality, representatives from Academia and Professional
Services support staff and the Mary Williams Group. The Group are
working at pace, and have identified a number of actions that will
support this area of work.
A review of the new recruitment strategy has been conducted with
equality embedded into a number of areas, and piloting of anonymous
application forms.


Outcome 4: As a consequence of removing barriers to achievement for
students with protected characteristics or disadvantaged as a result of socio
economic background or other circumstances, the University will achieve
external recognition for providing an excellent student experience



Identify and reduce the Swansea University student attainment Gap
for UK domiciled BME students to at least 3% below the Welsh
national average (12%) – April 2020
To be the highest rated university in Wales in the Stonewall Good
University Guide





The BME student attainment gap at 2017 is 12.8%, an increase of 1%
from last year. Targeted actions to reduce this are being implemented
via the Step4Excellence Programme.
The Stonewall Good University Guide has not been run by Stonewall in
2017.
Swansea University has been placed in the Top 15 for Student
Satisfaction. The latest National Student Survey (NSS) ranks Swansea
University at 14th in the UK for student satisfaction, (of the Universities
listed in the Times 2016 Good University Guide). Swansea students
rated their overall satisfaction with their University at 90%, higher than
19





Ensure there is equality of outcome for students of all protected
characteristics within the Step4Excellence and subsequent
programmes
Ensure an equal and inclusive experience for students of all protected
characteristics through the appropriate satisfaction surveys, planning
for and taking action where required – commencing 2017
Provide an annual programme of appropriate events and engagement
activities to promote good relations between people of different
religious faiths/no faiths across campuses – commencing 2016











the 86% Wales and UK overall figures.
The Equality advisors work with the Step4Excellence Programme to
ensure that we are working towards all protected characteristics having
equality of outcome.
The key elements of the framework are:
A refocus of personal tutoring as academic mentoring to concentrate on
students’ academic development and progression.
Creating a Student Life Network to support students with welfare issues
comprised of professional services staff in Colleges/Schools and
MyUniHubs as well as a new Student Services central
Welfare@campuslife Office.
A focus on the teaching of academic study skills in context using subject
specific language, looking to embed more study skills into courses
The NSS 2016 feedback showed that overall satisfaction for all students
at 90%. Disaggregated by age, this was 87% for mature students, as
compared to 90% for young students. Students with a specific learning
disability had an 89% satisfaction level, as compared to 90% for nondisabled students. BME students reported a 87% satisfaction level,
compared to 91% for white students. Disaggregated by gender, females
reported a 90% satisfaction level, as compared to 89% for males.
In the reporting period, some of the annual programme of events has
included:
- Faith week was celebrated in March 2016.
- The Equality Annual Lecture was held on Trans issues in February
- The International Day Against Racial Discrimination was marked in
March
- Swansea University participated in Pride Cymru in August
- The Mary Williams Conference was held in June
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