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Welcome from Andrew Rhodes – Registrar and
Chief Operating Officer
Having commenced employment with the university in April 2018, I have been really impressed to learn
about how the university has grown and developed over recent years and am excited to play a pivotal part
in continuing that positive trend.
Last year, the university received its highest ever position in the Times Higher Education World Ranking,
reaching 35 out of 93 top UK institutions. This year, we have reached 31st in the UK in the Guardian
University Guide and are Wales’ highest ranked university. In addition, the university has recently
achieved a gold rating, the highest possible, in the national Teaching Excellence and Student Outcomes
Framework (TEF). These results are something that we should all be immensely proud of.
The success of Swansea University comes from our people. All off these achievements have been achieved
by staff and students who continue to drive forward change and challenge themselves to continually
improve. The university’s Strategic Equality Plan (2016-20) is fundamental to underpinning our values,
ensuring that everyone can achieve and fairness is prevalent for all. Diversity is key to our continued
growth and success, and equality and inclusion are at the forefront of this.
As Registrar and Chair of the University Equality Committee I look forward to working with you all to build
on existing successes, advancing inclusion and celebrating diversity.
Best wishes
Andrew Rhodes
Registrar and Chief Operating Officer
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Introduction
I am pleased to present to you our annual equality report for 1st April 2017 – 31st March 2018.
2017/18 has continued to see a wide range of equality and diversity activities and events, with a variety of
great speakers covering a broad spectrum of the protected characteristics. We have continued to increase
our position in the Stonewall Workplace Equality Index (currently ranked at 29 th in the UK), and are one of
only 11 organisations to be included as a Top Trans employer. In April 2017 the College of Human and
Health Sciences were delighted to achieve their Athena SWAN silver award and in November 2017 we
were thrilled to be awarded an Institutional Athena SWAN silver award, recognising the progress made in
gender equality. We continue to work towards making a submission for the Race Equality Charter.
With success comes challenge and we recognise that the area of gender pay requires concerted effort to
ensure fairness and transparency in our policies, processes and systems. A Gender Pay Project Group has
been established to identify opportunities in these areas and to make recommendations to the Registrar.
The Group has highlighted the need for openness, transparency, and effective communication to ensure
staff are well informed on the current issues.
We are committed to ensuring that Swansea University delivers high quality education for all of our
students and seek to be an employer of choice, attracting and developing all staff to reach their full
potential. We would like to thank staff, students, volunteers and members of the wider community who
have worked with Swansea University to deliver our programme of work as outlined in the Strategic
Equality Plan, which would not have been achieved without their support and engagement. With your
continued support we look forward to continued success in 2018/2019.

Bethan Lewis
Head of Equality
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University Overview
The university employs
4,106 staff:
55% (2,246)

Female

45% (1,860)

Male

Male

Academic

Female

31% (1254) 30%(1243)

Religion
Prefer not to say = 42.5% (1745)
No religion = 29.3% (1202)
Christian = 20.5% (840)
Unknown = 3.3% (135)
Other religions = 2.7% (116)
Muslim = 1.7% (68)

Marriage & Civil Partnership

24%(1003) Married = 44.3% (1817)
Single = 24.4% (1001)
Prefer not to say = 12.7% (522)
Unknown = 10% (412)
Co-habiting = 4.5% (185)
Race
Divorced = 2.4% (99)
White = 82.1% (3373)
Widowed =0.5% (22)
BAME = 11.6% (475)
Civil Partnership = 0.4% (17)
Unknown = 4% (166)
Separated =0.4% (16)
Prefer not to say = 2.3% (92)
Other = 0.4% (15)
Professional 15% (606)
Services

Average Age

Disability

43

Male

43

Female

43

All

Sexual Orientation
Heterosexual = 53.5% (2198)
Prefer not to say = 39.7% (1629)
Unknown = 4.1% (169)
LGB = 2.7% (110)
Gay Man = 1.1% (44)
Bisexual = 1% (40)
Gay Woman / Lesbian = 0.6% (26)

5.6% (231) staff have declared
they have a disability
Male
Not Disabled
39.9% (1637)
Disabled
2.4% (98)
Unknown
1.9% (79)
Prefer not to say 1.1% (46)

Female
48.8%(2003)
3.2%(133)
1.5% (61)
1.2% (49)
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Age
Average age by gender:

Staff Composition Age Range
•

43

Female

43

Male

43

All

Age range (Pool = 4106):

•

•
•

35-44
26.8% (1102)
45-54
24.1% (991)
25-34
22.6% (929)
55-64
16% (657)
16-24
6.5% (268)
65+
3.9% (159)
Applications received:

•

There is no gender difference in the average age of
staff.
The average age of staff has reduced by 1 year,
from 44 last year. This is due to the higher
numbers of staff under 25 – 6.5% this year
compared to 2.4% last year.
Over half (50.9%) of staff are aged 35 - 54, with
smaller proportions outside of this age range.
Our staff profile by age range is broadly in line with
the national averages, although we have slightly
more older staff; 3.9% of staff are over 65, as
compared to the national average of 2.2% (ECU
Higher Education Report 2017).
Student Ambassadors are included in the data set
and account for 6.5% of individuals in the 16-24
age category.

Recruitment
25-34 = 32.7% (3069)
35-44 = 21.2% (1988)
16-24 = 15% (1409)
45-54= 13.1% (1230)
Unknown = 11.3% (1056)
55-64 = 6.2% (585)
65+ = 0.4% (39)
Number of posts advertised =934
Total number of applications = 9376
Applicant success rate
(within own age group):
16-24 = 32.9% (464)
Unknown = 31.2% (329)
65+ = 25.6% (10)
55-64 = 15.7% (92)
25-34 = 13.4%(411)
35-44 = 12.8% (255)
45-54= 13.4% (165)
Total = 18.4% (1726)

•

•

•

The largest number of applications came from
candidates in the 25-34 age range (32.7% of all
applications). The number of applications reduces
with each progressive age group, down to 0.4% for
65+.
Of all 16-24 year olds who applied for posts, 32.9%
were successful. This represents the highest
success rate of any age group, except for 65+, for
whom the success rate is 25.6% (although there
were far fewer applications from 65+ individuals
which may account for this).
Success rates for age groups between 25-64 are
much lower than age group16-24, which can be
accounted for due to the high numbers of student
demonstrators employed.

Leavers
•

•
•

The age distribution of staff leaving the university
varies throughout all age groups, with the highest
percentage of leavers being in the 16-34 age
group. This again can be accounted for by the high
number of student demonstrator roles held by
staff in this age group, which tend to be shortterm.
The lowest percentage of leavers is for staff aged
6

65+, at 4%. This is half the number of 65+ leavers
as last year (8%), indicating improved retention of
our older staff.

Leavers by age group:
16-24 = 31% (178)
25-34 = 25% (147)
35-44 = 16%(92)
45-54= 13%(78)
55-64 = 11%(64)
65+ = 4% (24)
Total number of leavers = 583
Training participants by age:
35-44= 30.8% (2430)
45-54 = 27% (2132)
25-34 = 22.9%(1810)
55-64 = 16% (1232)
16-24 = 1.9% (155)
65+ = 1.4% (124)
Total = 7883

Grievance and Disciplinary
Across the reporting period, 16
grievances were raised. One of
these involved age discrimination.
9 disciplinary cases were conducted.
None of these involved age
discrimination.

Training
•
•

Of all completed training courses this year, 80.7%
of them were completed by staff between the ages
25-54.
The highest proportion of staff who attended
training courses this year was in the age group 3544 (30.8%).

Key Successes/ Activities
•

Inspiring Women project to commemorate
International Women’s Day 2018 – 12 women
were profiled throughout March, with a range of
ages featured throughout each week.

•

Positive working attitudes towards staff of all ages
are actively promoted at Recruitment and
Selection training, and direct and indirect age
discrimination is explained at Line Manager
training.

•

A 99% completion rate for Performance
Development Reviews ensured that staff had the
opportunity to engage with line managers in a
meaningful development discussion.

•

Trans Awareness in the Workplace staff training in
May 2017 focussed on the unique experiences of
older trans people
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Disability

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

Male
Not Disabled 39.9%(1637)
Disabled
2.4% (98)
Pref not to say 1.1%(46)
Unknown
1.9% (79)

Female
48.8%(2003)
3.2% (133)
1.2% (49)
1.5% (61)

•

•

Pool = 4,106
Applications received:

Recruitment
•

609(6.5%) of 9, 377
applications were
from disabled people
Number of posts advertised =934
Applicants successful
(within own disability status):
Unknown = 31.6% (301)
Prefer not to say = 20.1% (51)
Not disabled = 16.8% (1273)
Disabled = 16.6% (101)
Total =18.4%( 1726)
Leavers by disability:
Not disabled =84%(489)
Unknown = 10.4% (61)
Disabled = 5.7%(33)

A total of 5.6% of university staff have declared a
disability, (up from 4.6% last year). This is slightly
higher than national average of 4.6% of staff in
UK HEIs and the 5.2% Welsh benchmark (ECU
Higher Education Statistical Report 2017).
Slightly more women than men declare a
disability.

•

The percentage of applicants who declare a
disability has increased from 4.1% in 2016 to
6.5% 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 has risen in the last 3 years, from 7.2%
in 2015/2016 to 16.6% this year. This is on par
with the success rate for applicants not declaring
a disability (16.8%).

Leavers
•

The proportion of leavers with a disability (5.7%)
at Swansea University is commensurate with the
pool of staff who have a disability (5.6%). The
vast majority of leavers are those with no
disability. (84%).

Training
•

Of all completed training courses this year, 7.47
% were completed by disabled staff. This again is
higher with the pool of disabled staff (5.6%)

Key Successes/ Activities
Total number of leavers = 583

•

ISS have developed an Inclusive Library Services
web resource with useful information including
accessibility guides to the campus libraries,
LibraryPlus book loaning services, equalitythemed reading lists, and available assistive
technology.

•

Trans Awareness in the Workplace all-staff

Training:
Total number of courses = 159
Course participants by disability:
Not Disabled = 90.6%(7156)
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training on 16th May 2017 focused on the unique
experiences of trans people with disabilities.

Disabled = 7.5% (589)
Prefer not to say = 1.8% (138)
Unknown = 0.1% (6)
Total course participants = 7883

•

Grievance and Disciplinary
Across the reporting period, 16
grievances were raised. None of these
involved disability discrimination.
9 disciplinary cases were conducted.
None of these involved disability
discrimination.

A 99% completion rate for Performance
Development Reviews ensured that staff had the
opportunity to engage with line managers in a
meaningful development discussion.

Race
Staff Composition :
White = 82.1% (3373)
BAME = 11.6%(475)
Unknown = 4.0% (166)
Prefer not to say = 2.3% (92)
Pool = 4106
Applications received:

Staff Composition
•

•

White =57%(5342)
Unknown = 24.5%(2300)
BAME =16.3%(1528)
Prefer not to say = 2.2%(207)
Number of posts advertised =934
Total number of applications = 9,377
Applicants successful
(within own ethnic group):
White = 21.2%
BAME = 15.8%
Prefer not to say = 15.5%
Unknown = 14.0%
Leavers by ethnicity:
White =73.6% (429)

•
•

The number of staff who identify as Black, Asian
and Minority Ethnic (BAME) has increased
significantly to 11.6%, as compared to 7.8% in
2016/ 2017. This is above the national HEI average
of 8.9%, and the Swansea Bay BAME population
pool of 6% according to the most recent census
(2011).
82.1% of staff identify as white, which has reduced
by 6.7% from last year.
Only 2.2% of staff chose “prefer not to say” on
monitoring forms, suggesting confidence in
disclosing this data.
64.6% of BAME staff are academics or researchers,
compared to 31.6% of white staff who are
academics or researchers.

Recruitment
•

16.3% of applications were from BAME individual
which is a slight reduction on 17.75% last year.
However, success rates have improved from 9.1%
last year to 15.8% this year for BAME applicants.

Training
•

Of all completed training this year, 9.6 % were
completed by BAME staff, which is commensurate
with the pool of BAME staff.
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BAME =16.1 %(94)
Unknown = 7.4%(43)
Prefer not to say = 2.9%(17)
Total number of leavers = 583
Training:

Leavers
•

Key Successes / Activities
•

The University is a member of the Race Equality
Charter (REC) and the Self-Assessment Team has
been working on the university’s first bronze
application, which is due to be submitted in 2019.

•

The Bigger Picture Festival was held in March 2018
showcasing diversity of cultural groups in Swansea
University.

•

The university funded a female BAME academic to
participate in the Leadership Foundation’s
‘Diversifying Leadership’ training, a leadership
course for BAME academics.

•

A 99% completion rate for Performance
Development Reviews ensured that staff of all
ethnicities had the opportunity to engage with line
managers in a meaningful development discussion.

Total number of courses = 159
Course participants by ethnicity:
White=87.8.% (6922)
BAME=9.6% (756)
Prefer not to say=1.7%(136)
Unknown = 0.9%(69)
Total course participants = 7883
Grievance and Disciplinary
Across the reporting period, 16
grievances were raised. One of these
involved race discrimination.
9 disciplinary cases were conducted.
None of these involved race
discrimination.

16.1% of leavers this year were BAME, which is
higher with the pool of BAME staff, and has
increased from 9% last year.
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Sex
Staff Composition:

Staff Composition
•

1,860 (45.3%)

Male

2,246 (55.7%)

Female

4,106

All

•

•

Recruitment

Breakdown of staff by Gender and
Grade

*AT

M
M% F
F%
T
T%
92 2.2% 162 3.9%
263 6.4%
57 1.4%
50 1.2%
107 2.6%
82 2.0% 129 3.1%
211 5.1%
56 1.4% 140 3.4%
196 4.8%
97 2.4% 209 5.1%
306 7.5%
91 2.2% 185 4.5%
276 6.7%
272 6.6% 372 9.1%
644 15.7%
361 8.8% 453 11.%
814 19.8%
280 6.8% 267 6.5%
547 13.3%
212 5.2% 133 3.2%
345 8.4%
201 4.9%
56 1.4%
257 6.3%
27 0.7%
15 0.4%
42 1.0%
32 0.8%
66 1.6%
98 2.4%

Total

1860

Grade
1
2
3
4
5
6
7
8
9
10,10a
11
NHS

45.%

2246

54.%

4106

•

Female = 46.9% (4391)
Male = 41.5% (3891)
Unknown = 10.1% (953)
Prefer not to say =1.5% (138)
Other = 0% (4)
Number of posts advertised =934

The success rate for women is slightly higher
than for men (8.3% and 6.6% respectively). Both
figures have increased slightly from last year,
where the success rate for women was 6.6%
and for men 5.7% (an increase of 1.7% for
women and 0.9% for men).

Contract Type
•
•
•

100%

*AT= Associate Tutor

*Applications received:

Total female staff has remained consistent. The
current Welsh HEI benchmark is 55% female
staff (ECU 2017).
38% of all academic staff are female, and 22% of
Professors are now female, an increase of 9%
since 2012. This compares to the national HEI
benchmark of 23.9% female Professors (ECU,
2017).
The majority of females employed are at a
grade 8 (11%), and this is also true of males
(8.8%)

There is a higher percentage of women on
permanent contracts as compared to men.
Of the pool of staff working full time, 52.8% are
men and 47.2% are women.
The gender disparity has decreased from last
year, where 80% of men worked full time
compared to 60% of women.

Pay
•

•

The university established a Gender Pay
Working Group championed by the Registrar in
2017, which looked at the gender pay gap data
in detail and explored any discrimination in
policies, process and practices that impacted on
the reported pay gap.
Our mean average pay gap is 20.8% and our
median average is 13.7%. The main reason for
11

our gap is due to the balance of male and
female colleagues working at different levels;
more male colleagues than females work in
senior roles; more female colleagues than males
work at lower graded roles.

Total number of applications = 9,377
Applications successful:
Prefer not to say = 93.5% (129)
Unknown = 21.2% (202)
Overall success rate = 18.4 % (1726)
Success = 8.3%(779) Female
Success = 6.6%(616) Male

Male
52.8%
(1383)

47.2%
(1236)

100%
(2619)

Part Time

32%
(477)

68%
(1010)

100%
(1487)

Fixed term 47%
(781)

53%
(883)

100%
(1664)

Permanent 44.2%

55.8.%
(1363)

100%
(2442)

Gender Pay
Mean

Median

20.8%

13.7%

•

The university successfully achieved a silver
Athena SWAN award – one of only 13
universities with a silver award in 2017. A silver
celebration event was held in December 2017
with the VC and members of SMT in
attendance.

•

College of Human and Health Sciences
successfully achieved a silver Athena SWAN
award in 2017.

•

The University increased funding for staff to
attend the Aurora Women in Leadership
training which rose from 2 in 2013/14 to 12 in
2017/18.

•

Inspiring Women project to commemorate
International Women’s Day in March 2018– 12
women profiled from diverse backgrounds and
subject areas.

•

The university and all 7 colleges held a series of
events to mark International Women’s Day in
March 2018, including lectures, film screenings,
a sing-along, and a ‘Press for Progress’ flash
mob.

Female All

Full time

(1079)

Key Successes/ Activities

• The percentage of women on Council has risen
to 52% in 2018 (from 25% in 2014), the first
time in our history that we have surpassed a
50:50 gender balance on Council.

NB: data is based on staff grades 1 – 11
Leavers by sex:

•

51.6% (301)

Male

48.4% (282)

Female

A 99% completion rate for Performance
Development Reviews ensured that staff had
the opportunity to engage with line managers in
a meaningful development discussion.

Total leavers = 583

12

Training:
Total number of courses= 159
Total number of participants by gender:
Female = 60% (4728)
Male = 40%(3155)
Total course participants = 7883
Grievance and Disciplinary
Across the reporting period, 16
grievances were raised. None of these
involved sex discrimination.
9 disciplinary cases were conducted.
None of these involved sex
discrimination.

Religion and Belief
Staff composition:

Staff Composition
•

Prefer not to say
No religion
Christian
Unknown
Muslim
Spiritual
Any other
religion/belief
Hindu
Buddhist
Total

Total Total%
1745 42.5%
1202 29.3%
840 20.5%
135
3.3%
68
1.7%
40
1.0%
30
24
22
4106

0.7%
0.6%
0.5%
100%

Jewish and Sikh have been added to any
other religion or belief due to small numbers

A wide range of beliefs and non-belief are
represented within our staff profile; of those
who disclosed, the 3 largest categories are no
religion (29%), Christian (20%), and Muslim
(1.7%). All figures have increased from last year,
where 23% identified as having no religion, 18%
identified as Christian, and 1% identified as
Muslim.
• There is a lower proportion of staff with no
religion (as compared to 34% in the local area),
and lower proportion of Christian staff (as
compared to 55% in the local area). (Census for
Swansea Bay area 2011)
• Prefer Not to Say has decreased significantly
from 53.1% last year, suggesting increased
confidence in disclosing this information.
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Applications received:

Recruitment
•

No religion
Christian
Unknown
Prefer not to say
Muslim
Spiritual
Hindu
Any other religion
Buddhist

3736
2699
1001
575
458
436
193
144
134

The largest proportion of applications received
were from those with no religion (39.8%),
followed by Christians (28.8%). This is
proportionate to the pool of each religion in the
local area.
• Success rates are similar for all religion and
belief categories (between 11% and 18%).

39.8%
28.8%
10.7%
6.1%
4.9%
4.7%
Leavers
2.1%
• The highest percentage of leavers was for the
1.5%
no religion category at 32.2%, comparable to
1.4%
the pool of staff here. The second highest leaver
group were staff from the Christian faith at
25.6%, slightly higher than the pool of 20.5%.

Jewish and Sikh have been added to any other
religion or belief due to small numbers.

Success rate by religion and belief:

Hired

Training
•

% Hired
(within own
Religion or
Belief)

Of all completed training courses this year,
32.2% were completed by staff who identified
as having no religion, and 24.2% identified as
Christian. This is proportionate to the pool of
staff who identify as these categories.

Key Successes/ Activities
Not
known
Any other
religion
No
religion
Prefer
not to say
Christian
Buddhist
Hindu
Muslim
Spiritual
Total

315

31.5%

27

18.8%

670

17.9%

100
448
21
30
67
48

17.4%
16.6%
15.7%
15.5%
14.6%
11.0%

1726

18.4%

Leavers by
religion:
No religion
Prefer not to say
Christian

Total
188
155
149

Total%
32.2%
26.6%
25.6%

•

The Bigger Picture Festival was held in March
2018 showcasing diversity of cultural groups,
including religious groups, at Swansea
University. The University had a presence at the
festival where they gathered feedback on
fostering an inclusive campus culture.

•

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 2017.

•

University donated to and had a large presence
at “Eid in the Park” in Singleton Park in July
2017, with 1000s of attendees from the local
community.

•

Jewish New Year was celebrated by the Jewish
community in Fulton House in September 2017.

•

Holocaust Memorial Day commemorated on
14

Unknown
Muslim
Other
Buddhist
Spiritual
Hindu
Total

58
13
8
5
4
3
583

9.9%
2.2%
1.3%
0.9%
0.7%
0.5%
100.0%

Training:

campus for the 4th year in a row in January 2018
with an awareness campaign and information
stall.
•

A 99% completion rate for Performance
Development Reviews ensured that staff of all
ethnicities had the opportunity to engage with
line managers in a meaningful development
discussion.

Total number of courses =159
Course participants by religion:
Total

Total %

Prefer not to say

2968

37.6%

No religion
Christian
Muslim
Spiritual
Not known
Any other religion or
belief
Buddhist
Hindu
Total

2599
1909
94
82
83

32.9%
24.2%
1.2%
1.2%
1%

56
44
48
7883

0.7%
0.6%
0.6%
100%

Grievance and Disciplinary
Across the reporting period, 16
grievances were raised. None of these
involved religion and belief
discrimination.
9 disciplinary cases were conducted.
None of these involved religion and
belief discrimination.
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Sexual Orientation
Staff Composition:

Staff Composition
•

Heterosexual = 53.5%(2198)
Prefer not to say = 39.7%(1629)
Unknown = 4.1%(169)
Bisexual = 1.0%(40)
Gay Man = 1.1%(44)
Gay Woman / Lesbian = 0.6%(26)
LGB+ total =2.7% (110)

•

Recruitment
•

Applications received:
Heterosexual = 77.9% (7304)
Unknown = 10.8% (1006)
Prefer not to say = 5.5% (511)

Total LGB staff disclosures currently total 2.7%,
which has continued to rise from 1.2% in 2015.
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 2015, indicating increased confidence in
disclosing this information.

•

The vast majority of applicants were
heterosexual (77.9%). The number of LGB
applicants is higher than the ONS UK population
estimate of LGB people in the UK, indicating
that Swansea University is attracting a good
number of LGB applicants.
Success rates are fairly equitable for all sexual
orientation categories, with the highest success
rate for bisexual applicants at 19.3%.

Bisexual = 3% (285)
Gay Man = 1.7% (156)
Gay Woman/ Lesbian =1.0% (94)
Other = 0.2% (21)
LGB+ total = 5.9% (556)

Leavers

Total number of applications: 9377
Applicants successful (within own
sexual orientation):

Training

Unknown =31.3% (315)
Prefer not to say = 19.2% (98)
Heterosexual = 16.8% (1224)

Key Successes / Activities

Bisexual = 19.3% (55)
Other = 19% (4)
Gay Man = 16% (25)
Gay Woman/ Lesbian =5.3% (5)
LGB+ Total =16% (89)

•

•

A very small proportion of leavers identified as
LGB (2.9%). Although this is marginally higher
than the pool, the low numbers indicate that
there is no cause for concern in this area.

Of all completed training courses this year, 2.9%
were by staff who identified as LGB, which
comparable to the pool of LGB staff.

•

Swansea University were ranked 29th in the
Stonewall Workplace Equality Index Top 100 in
2018, and the LGBT+ Staff Network won the
Highly Commended Staff Network Group of the
Year Award.

•

The LGBT+ Staff Network won the Stonewall
Cymru Welsh Network Group of the Year Award
2017.

•

In August 2017, 2 LGBT+ Staff Network
16

members were invited to Mannheim, Germany,
for a twin-city LGBT exchange. The Network
members participated in a high-profile
discussion on LGBT rights in Europe with the
Mayor of Mannheim, and led the Mannheim
Pride Parade.

Leavers by sexual orientation:
Heterosexual = 61.7% (360)
Prefer not to say = 25.7% (150)
Not known = 9.6% (56)
•

In September 2017, the university hosted the
annual LGBT Inclusivity in Higher Education
conference, which featured a range of talks and
workshops, including national and international
speakers.

•

A suite of events was organised to celebrate
LGBT History Month in February 2018, including
a storytelling event, 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.

Course participants by sexual
orientation:

•

Info stalls across both campuses to raise
awareness of Bi Visibility Day in September
2017.

Heterosexual = 63% (4971)
Prefer not to say = 33.1% (2607)
Not known = 1% (77)

•

Staff training session on ‘Distinct Issues Faced
by Lesbian and Bisexual Women’, July 2017

•

Teams competing in the Welsh Varsity in 2017
wore Rainbow Laces to support Stonewall’s
campaign to end homophobia in sport.

•

A 99% completion rate for Performance
Development Reviews ensured that staff of all
ethnicities had the opportunity to engage with
line managers in a meaningful development
discussion.

Gay Man /Gay Woman/ Lesbian
=1.5% (9)
Bisexual = 1.4% (8)
LGB+ total = 2.9%(17)
Total leavers =583
Training:
Total number of courses =159

Bisexual = 1.1% (86)
Gay Man = 1.1% (87)
Gay Woman/ Lesbian =0.6% (47)
Other = 0.1% (8)
LGB+ total = 2.9% (228)
Total course participants = 7883
Grievance and Disciplinary
Across the reporting period, 16 grievances
were raised. None of these involved sexual
orientation discrimination.
9 disciplinary cases were conducted.
None of these involved sexual
orientation discrimination.
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Gender Reassignment
Data collection on sexual orientation and gender reassignment began in 2013.

Gender identity the same as sex registered at birth= 59.4% (2438)
Prefer not to say = 37.2%(1526)
Unknown = 3.2% (133)
Gender identity different to sex registered at birth = 0.2% (9)
Total = 4106
Applications received:

Staff Composition
•

Gender identity same = 87.9% (8237)
Unknown = 10.2% (952)
PNTS = 1.7% (162)
Gender identity different = 0.3% (26)

•
•

Total = 9377
•

Applicant success rate within own
gender identity:
Unknown = 32.7% (311)
Gender identity different = 26.9% (7)
Prefer not to say = 17.4% (28)
Gender identity same = 16.8% (1380)
Total = 18.4% (1726)

•

The number of transgender staff (staff whose
gender is different to the sex registered at birth)
is 0.2%.
The number of cisgender staff (staff whose
gender is the same as the sex registered at birth)
is 59.4%.
Prefer Not to Say has dropped significantly from
48.5% last year, indicating increased confidence
in disclosing this information.
No major government surveys (e.g. population
census) have collected gender reassignment
data; therefore there is no official estimate of the
transgender population to benchmark against.
The ECU Statistical Report 2017 estimates that
0.2% of staff in Higher Education identify as
transgender, however this figure is not entirely
representative of the national demographic, as
not all HEIs report on this data at present.

Recruitment
•
•

The vast majority of applicants were cisgender
(87.9%).
Success rates are higher for transgender
applicants (26.9%) than cisgender applicants
(16.8%), and whilst positive the numbers are very
low and thus we cannot draw too many
conclusions from this.

Leavers
•

None of our transgender staff left the university
this year.
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Leavers by gender identity

Training
•

Gender identity same = 69.3% (404)
Prefer not to say = 20.8% (121)
Unknown = 9.9% (58)
Gender identity different = 0
Total =583

Of all completed training courses this year, 0.1%
were completed by transgender staff, which is in
line with the staff pool.

Key Successes/ Activities
•

Swansea University were ranked 29th in the
Stonewall Workplace Equality Index Top 100 in
2018, were named one of 11 Top Trans
Employers in the UK, and the LGBT+ Staff
Network won the Highly Commended Staff
Network Group of the Year Award.

•

In September 2017, the university hosted the
annual national LGBT Inclusivity in Higher
Education conference, which featured a range of
talks and workshops, including national and
international speakers. PVC Martin Stringer
provided a keynote speech.

•

Trans Awareness in the Workplace all-staff
training took place in May 2017, with a welcome
and introduction by the Director of Student
Services, encouraging attendees to join the
LGBT+ Staff Network and LGBT+ Allies
Programme.

Grievance and Disciplinary

•

Across the reporting period, 16
grievances were raised. None of these
involved gender identity
discrimination.

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.

•

9 disciplinary cases were conducted.
None of these involved gender identity
discrimination.

The university sponsored and were represented
at Swansea Sparkle in November 2017, Wales’
largest trans celebration event.

•

A 99% completion rate for Performance
Development Reviews ensured that staff of all
ethnicities had the opportunity to engage with
line managers in a meaningful development
discussion.

Training by gender identity:
Total number of courses =159
Gender identity same = 69% (5464)
Prefer not to say = 30%(2336)
Unknown = 0.9%(75)
Gender identity different = 0.1% (8)
Total number of course participants
=7883
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Marriage & Civil
Partnership
Staff Composition
Married = 44.3%(1817)
Single = 24.4%(1001)
Prefer not to say = 12.7%(522)
Unknown = 10%(412)
Co-habiting = 4.5%(185)
Divorced = 2.4%(99)
Widowed =0.5% (22)
Civil Partnership = 0.4%(17)
Separated =0.4%(16)
Other = 0.4%(15)
Total = 4106

Staff Composition
•

•

The vast majority of our staff are married
(44.4%), followed by single (24.4%). The % staff
in a civil partnership is the same as last year
(0.4%).
There has been a significant drop in % of staff
that prefer not to say from 15.7% last year to
12.7% this year, indicating increased confidence
in disclosing this information.

Applicant success within own protected Recruitment
• The largest proportion of applications received
characteristic
Other = 29.5% (13)
Single = 24.8% (490)
Prefer not to say = 20.5% (39)
Unknown= 19.8% (685)
Separated = 15.5% (9)
Civil Partnership = 14.3% (10)
Married = 13.7% (399)
Co-habiting =13% (72)
Widowed = 10.5% (2)
Divorced = 7.8% (7)
Total= 18.4% (1726)
Training by Marriage and Civil
Partnership

•

Training
•

The majority of training was undertaken by those
who were married (50.3%), followed by single
members of staff (22.1%).

Leavers
•

No staff in civil partnerships left the university
this year. Most of our leavers were married or
single, which is proportionate to the pool of staff.

Key Successes:
•

Swansea University were ranked 29th in the
Stonewall Workplace Equality Index Top 100 in
2018, and the LGBT+ Staff Network won the
Highly Commended Staff Network Group of the
Year Award.

•

A suite of events was organised to celebrate

Total number of courses =159
Married= 50.3% (3968)

were from those who are married (31%),
followed by those who are single (21%).
There are mixed success rates for recruitment.
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Single = 22.1% (1739)
Prefer not to say = 9.6% (759)
Co-Habiting= 7.3% (573)
Unknown = 6.3% (499)
Divorced= 2.7% (210)
Civil Partnership= 0.3%(21)
Separated= 0.4% (33)
Widowed = 0.7% (52)
Other= 0.4% (29)
Total= 7883

LGBT History Month in February 2018, including
a storytelling event, 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.
•

A 99% completion rate for Performance
Development Reviews ensured that all staff
regardless of marriage or civil partnership status
had the opportunity to engage with line
managers in a meaningful development
discussion.

Total number of course participants
=7883
Leavers :
Unknown= 31.2% (182)
Married= 27.3%(159)
Single =26.8%(156)
Prefer not to say =11.1%(65)
Co-habiting =1.2% (7)
Other = 0.9%(5)
Divorced =0.7% (4)
Widowed = 0.5% (3)
Separated =0.3%(2)
Civil Partnership = 0%
Total =583
Grievance and Disciplinary
Across the reporting period, 16
grievances were raised. None of these
involved marriage and civil partnership
discrimination.
9 disciplinary cases were conducted.
None of these involved marriage and
civil partnership discrimination.
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Pregnancy & Maternity
52 members of staff took maternity leave during the reporting period
19 (37%) have returned to work, with 33 (63%) still on maternity leave
36 members of staff took
Recruitment:
• The recruitment success rates for applicants
paternity leave
who are currently pregnant or have been on
maternity leave, is comparable with those not
pregnant or on maternity leave, suggesting that
there are no discrimination in the recruitment
process.

2 female members of staff took
adoption leave
1 male member of staff took adoption
leave

Key Successes/ Activities
Applications received :
1.1% (107) of applications were
received from individuals who are
currently pregnant or have been during
previous 12 month

Applicant success rate within pregnancy
and maternity status

•

A policy change has ensured that academic
research staff can have a protected period of up
to six month to focus on research following
return from maternity leave.

•

A 99% completion rate for Performance
Development Reviews ensured that all staff
regardless of pregnancy and maternity status
had the opportunity to engage with line

•

Managers in a meaningful development
discussion.

Unknown =32.7% (311)
Not pregnant or on maternity =
16.8%(1366)
Prefer not to say = 15.9% (33)
Pregnant or maternity =15% (16)
Total = 18.4%(1726)
Grievance and Disciplinary
Across the reporting period, 16
grievances were raised. None of these
involved pregnancy and maternity
discrimination.
9 disciplinary cases were conducted.
None of these involved pregnancy and
maternity discrimination.
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Equality Impact Assessments
Equality Impact Assessments (EqIA) were conducted on :
1.
2.
3.
4.
5.
6.
7.

Acceptable use of the ICT Facilities Policy
User Account Management and Access Control Policy
Taliesin Learning and Creative Spaces
Social Media Policy and Guidance – Staff Policy
Research Excellence Framework (REF) Policy Statement and Code of Practice
Proposal for funding – Digital Degree Apprenticeship (Wales)
Growing Comms” Growing Regional Outputs With Innovative Next Generation
Communications
8. Civic Mission and Community Engagement circular
9. Fee Access Plan
10. Bay Campus Relocation Policy
11. Assessment and Curriculum Delivery
12. Adverse Weather Conditions Policy
13. Library Content Management and Development Policy
14. Grievance Policy
15. Conduct Policy
16. Capability Policy
17. Managing attendance Policy
18. Induction Process
19. Disclosure and Barring Service(DBS) Policy
20. Dignity at Work and Study Policy
21. Attraction and Recruitment Policy
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Student Data 2017/2018
SEX

Religion
Male

11,061 (53%)

No religion = 9,546 (46%)
Female 9,749 (47%) Unknown = 5,346 (26%)
Christian = 4,427 (21%)
All
20,810 Muslim = 836 (4%)
Other religion = 655 (3%)
Disability
No known disability = 18,519 (89%)
Disabled = 2,291 (11%)

Other religions include: Buddhist, Hindu, Jewish,
Sikh, Spiritual and Other
Male

Female

Sexual Orientation
Undergraduate 9,432 (45%)
Heterosexual = 14,672 (71%)
Unknown = 5,107 (24.5%)
Bisexual = 569 (2.7%)
Other = 163 (1%)
Gay man = 185 (0.9%)
Gay woman/lesbian = 114 (0.9%)
Race

Postgraduate

1,629 (8%)

1,968 (10%)

82% of our students are undergraduate

Age
<19

White = 15,482 (74%)
BAME =4,281 (21%)
Unknown = 1,047 (5%)

7,781 (37%)

Undergraduate
Postgraduate

19-21 22-24

25+

54%

26%

5%

15%

0%

33%

22%

45%

BAME include:
Gender Identification
Bangladeshi, Black, Chinese, Indian,
Mixed, Other Asian, Pakistani
Same as assigned at birth = 16,430 (79%)
Unknown = 4,289 (20.6%)
Not the same as assigned at birth = 91 (0.4%)
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Celebrating
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Diversity in 2017/2018

Equality team contact details
Contacts

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

http://www.swansea.ac.uk/personnel/equal-opportunities/
@swanseaequality
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Appendix 1
Progress against the Strategic Equality Plan April 2016 - 2020
Progress for period 1st April 2017-31st March 2018
The link for the Strategic Equality Plan 2016-2020 can be found here.
Outcome
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.

Progress update
•
•
•
•

•

•
•
•

Status

The College of Engineering were successful in achieving a Bronze
award.
The College of Arts and Humanities (English Literature and
Language) were unsuccessful in their Bronze submission.
The College of Human and Heath Sciences were successful in
being awarded a Silver departmental award in April 2017.
The University was successful in achieving its silver level Athena
SWAN award in September 2017, only 1 of 13 Universities in the
UK to hold the award. The University hosted the Advance HE
Athena and Race Awards ceremony in July 2018.
An application for the Stonewall Workplace Equality Index was
made in September 2017. We are now ranked 29th and are in the
top 100 employers participating, and ranked 6th of all HEIS.
Swansea Uni LGBT+ Staff Network made it into the Highly
Commended Network Groups in January 2018, Stonewall Cymru.
Swansea University was awarded Top Trans Employer Status, one
of only 11 employers to be awarded this status.

✓

The Research Excellence Framework (REF) Policy Statement and
Code of Practice was impact assessed. The University has adopted
guidelines and principles to ensure that REF eligible staff will not
be adversely affected. Under the principle of Equality and

✓
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•

•
•
•
•

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- 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.

•

•

Inclusivity: All types of research and all forms of research outputs
across all disciplines shall be assessed on a fair and equal basis. A
University Equality and Diversity sub Group will be formed to
consider personal circumstances and submissions if necessary.
Council Governance structures have been reviewed from a gender
perspective. At 2018, 52% of Council membership was female, as
compared to 25% in 2013.
The data in this reporting period shows that at a total of 4106
staff work here, 45% of which are male and 55% female. 82% of
staff are from a white ethnic group and 12% from a Black Asian
and Minority Ethnic (BAME) group. The average age of the
workforce is 43 years, and 5.6% of staff have declared that they
have a disability. 2.7% of staff have disclosed their sexual
orientation to be LGBT+. The Equality Annual Report 2017/2018
can be found here https://www.swansea.ac.uk/jobs-atswansea/equality-and-diversity/whatwedo/eo-documents/
Unconscious bias training was delivered by Advance HE to Athena
and RACE SAT members.
The Culture Survey was conducted in January 2018, with 1034
responses. The largest response to date. The next survey will be
conducted in January 2020.
✓

The promotions cycle for 2017/2018 received 158 applications, a
23% increase from last year. There were 77 applications from
females in 2017, compared to 56 in 2016 (a 38% increase).
Overall there were 64 successful applications, 32 from females
and 32 from males.
There has been at least 1 female decision maker at each
promotion committee, and one to one feedback is provided to
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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.

•

•

•
•
•
•
•
•
•

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

•

each applicant.
The success rate for recruitment shows that there is an overall
success rate of 18% for all applicants. Males have a 6.6% success
rate, (a 0.9% increase from last year) compared to an 8.3 %
success rate for females (a 2.6% increase since last year).
A Gender Pay Gap Project Group, consisting of the Registrar,
Equality, representatives from Academia and Professional
Services support staff and the Mary Williams Group ((an internal
network of senior women at the University) have met on a
number of occasions.
Relevant pay data has been collated and analysed and used to
inform changes to existing/ new policies and practices.
A mentoring scheme for academic staff seeking promotion
opportunities was established.
Each academic promotion cycle is monitored by gender annually.
The recruitment policy and process was reviewed by the Mary
Williams Group.
We have examined the use, process and implementation of
Executive Search Agencies in practice.
We have gathered relevant data to be able to conduct an updated
race pay audit for inclusion into the Race Equality Charter
application due to be submitted in February 2019.
A gender de-coder tool has been embedded into attraction and
recruitment to ensure language used in job descriptions and job
adverts is gender neutral and appealing to a wide pool of
potential applicants.
The BAME student attainment gap for undergraduates in
2016/2017 is 19%, an increase of 6.2 % from 2015/2016. Targeted
actions to reduce this are being implemented via the
Step4Excellence Programme. The 4 branches of this programme
include Learning and Teaching, Academic and Pastoral Support,

✓
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•
•
•

•

•

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
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

•

•
•

•

Cultural Change, and Student Engagement. Key achievements for
the year include:
o Pebble Pad Reflective Diary to help students record and
reflect on their feedback. Used in discussions with
academic staff.
o Undergraduate Symposium and Learning Ambassadors –
pilots in COAH, Engineering and CHHS. Third year students
presenting their dissertation research to second year
students.
o SLATES (Swansea Learning and Teaching Enhancement
Scheme) – pilot in student emotional resilience.
o Flexible Assessment Design
o Student-centric Marketing Campaign – SPIN students
produced marketing information to share amongst their
peers.
Swansea University has achieved a gold rating, the highest rating
possible, in the national Teaching Excellence and Student
Outcomes Framework (TEF).
Swansea University has been placed in the Top 5 for Student
Satisfaction in the 2018 National Student Survey (NSS) with 89%
of students saying they were satisfied with their course overall.
Satisfaction rates by the protected characteristics of age ,
disability, ethnicity and sex are below:
o Age – Mature Students (87%), younger students (90%)
o Disabled students with a specific learning disability (85%),
Other disability (excluding dyslexia, dyspraxia and ADHD)
(93%), no disability (89%)
o Ethnicity- Asian (88%), Black (89%), Other (86%), White
(90%)
o Sex – Female (89%), Male (90%)
A Race Equality Charter Survey was conducted. Responses have
been included to supplement the Race Charter application with
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qualitative information.
In the reporting period, some of the annual programme of events
included:
- The Bigger Picture Festival – a celebration of culture and faith
in March 2018.
- The Equality Annual Lecture was held on Disability issues in
April 2018.
- Ada Lovelace Day was celebrated in October 2017 with a key
note speech.
- The Inspiring Women Series profiling staff and students across
the institution was run during March to mark International
Womens Day.
- International Womens Day was celebrated by staff and
students across Colleges and at University level, with the
theme being ‘Press for Progress’.
- Our LGBT+ Staff Network were invited to Manheim Pride in
August 2017.
- LGBT History Month was celebrated in February by staff and
students with a range of activities. Further information can be
found here: https://www.swansea.ac.uk/jobs-atswansea/equality-and-diversity/workplaceequalityindex/
- Eid in the Park was celebrated in June this year, with
thousands of individuals from different faiths and
backgrounds coming on Singleton Campus.
For information, this report encompasses the period of 1st April 2017 until 31 March 2018.
•

Snapshot data has been taken on 31st March 2018.
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 inclusive of non-binary individuals. We are committed to equality for
individuals of all genders.
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