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This document contains information published on 31st January 2016 by the University of 
Chester in accordance with its duties under section 149 of the Equality Act 2010 and 
paragraph 2 of the Equality Act 2010 (Specific Duties) Regulations 2011. 
    

INTRODUCTION – THE GENERAL EQUALITY DUTY 
 

Section 149 of the Equality Act 2010 prescribes a duty, to which all public authorities are 
subject, to have due regard to advancing equality in the exercise of all their functions. The 
duty requires public authorities to: 

(a) eliminate unlawful discrimination, harassment and victimisation and other conduct 
prohibited by the Act; 

(b) advance equality of opportunity between people who share a protected 
characteristic and those who do not; and 

(c) foster good relations between people who share a protected characteristic and 
those who do not. 

Section 149 goes on to explain that having due regard for advancing equality involves: 

(i) removing or minimising disadvantages suffered by people due to their protected 
characteristics; 

(ii) taking steps to meet the needs of people from protected groups where these are 
different from the needs of other people; and 

(iii) encouraging people from protected groups to participate in public life or in other 
activities where their participation is disproportionately low. 

These goals are reflected in the design of policies, delivery of services and engagement 
strategies employed by the University to ensure an inclusive environment for all staff and 
students. These are kept under review through audit, review and equality impact 
assessments. 

The Act states that meeting different needs involves taking steps to take account of disabled 
people's disabilities. It describes fostering good relations as tackling prejudice and 
promoting understanding between people from different groups and states that compliance 
with the duty may involve treating some people more favourably than others. 

The duty covers the following eight protected characteristics: age, disability, gender 
reassignment, pregnancy and maternity, race, religion or belief, sex and sexual orientation. 
Public authorities also need to have due regard to the need to eliminate unlawful 
discrimination against someone because of their marriage or civil partnership status. This 
means that paragraph (a) of the duty applies to this characteristic, but that paragraphs (b) 
and (c) (advancing equality and fostering good relations) do not apply. 
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SECTION 1 – EQUALITY AND DIVERSITY MATTERS AT THE UNIVERSITY OF CHESTER 
 
The University of Chester seeks to maintain an intellectual community, workplace and culture 
which is free from discrimination and which respects, welcomes and promotes equality, 
diversity and inclusion. We recognise that we must not only comply with Equality legislation, 
but must also continually improve in all aspects of Equality in order to ensure a positive 
student experience and an inclusive environment for our staff.  
 
We therefore strive as one of our continuing strategic aims to embed Equality principles 
throughout the University’s learning and teaching, research and scholarship, outreach and 
other University activities and practices, and to enhance participation of staff and students in 
Equality events, programmes and initiatives through: 
 

 increasing knowledge and understanding of key issues; 
 fostering an intellectual environment where people are able to express their identity 

in their work and/or study; 
 providing a communication network that invites feedback, access and the generation 

of innovative ideas;  
 promoting an organisational ethos of continuous improvement, growing from the 

strong foundation of our institutional core values. 
 
Regular assessment of the arrangements and mechanisms which will best enable the 
University to achieve its aims include the following. 
 
Mission, Vision and Foundational Values 
 
Mission 
The University, a Church of England institution founded in 1839, continues to be guided by 
Christian values and is justifiably proud of the open, inclusive and supportive environment 
that characterises the institution. The University welcomes students and staff of all faiths or 
none. 
 
It seeks to provide all its students and staff with the education, skills, support and motivation 
to enable them to develop as confident world citizens and successfully to serve and improve 
the global communities within which they live and work. 
 
This Mission, which has helped shape our development and diversification, continues to 
actively inform its future planning and enrichment as a University. 
 
Vision 
At the heart of the University’s vision is an unwavering commitment to ensuring an 
outstanding student learning experience, developing the expertise of staff, providing teaching 
excellence, and actively growing research and scholarship. 
 
Through these actions, the University hopes to make a positive impact on the lives of 
students, staff, and the communities that it serves, enabling the institution to make a 
significant and growing contribution to the region, nationally and internationally. 
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In valuing and celebrating its long history and traditions, the University is committed to 
engendering a sense of pride and shared ownership in all that it does. It is dynamic and 
enterprising in its approach to developing new opportunities. 
 
Foundational Values 
Mindful of the University’s history and Christian foundation: 
 
We recognise the dignity and worth of every individual. Therefore we value every member of 
the University; we endeavour to help each student and member of staff to discover his or her 
gifts and talents and grow to full potential; and we foster wellbeing for all. 
 
We recognise the vital role of education in the service of society. Therefore we encourage the 
acquisition of knowledge and the development of skills; and we acknowledge a responsibility 
to look for every opportunity to put that knowledge and those skills to good use throughout 
the community. 
 
We recognise the inherent value of the pursuit of truth and freedom of enquiry. Therefore 
we find joy in discovery; we take pleasure in invention; we celebrate human creativity; and 
we seek wisdom, embracing it wherever we find it and strive to apply it to every aspect of life. 
In humility, we aspire to honour these values and hold ourselves accountable to them. 

 
The constitutional documents of the University remind staff that they must be aware of the 
ethos of the University in that it was established as a Church of England Institution and 
continues to be so.  Consequently they must not undermine this ethos or the code of conduct 
and social values which are based on that ethos. 

 
Ethical Principles 
The University conducts its business in accordance with the seven principles of public life 
developed by the Committee on Standards in Public Life, also known as the Nolan Principles 
(selflessness, integrity, objectivity, accountability, openness, honesty and leadership.  
 
Single Equality Scheme 
 
The Equality Act 2010 provides a more transparent, consolidated approach to equality and 
the race, disability and gender equality schemes which were required by the legislation which 
it has replaced have, in turn, been replaced by a Single Equality Scheme.  
 
The need for a single Equality Act was established by the Discrimination Law Review in 2005, 
as a means to provide “the opportunities for creating a clearer and more streamlined equality 
legislation framework which produces better outcomes for those who experience 
disadvantage … while reflecting better regulation principles”. It held three central aims: to 
ensure greater transparency; to place emphasis on the outcomes of actions relating to 
inequality and to more effectively regulate equality issues. These three aims formed the 
foundation of the University’s Single Equality Scheme. 
 



Equality Act Information 2016 
 

4 equality@chester.ac.uk| University of Chester 

 

The Scheme clearly outlines the University’s commitment to embedding good equality 
practice throughout the University. It provides a clear exegesis of the current work being 
undertaken in each section of the University in order to meet and exceed compliance with 
the Equality Act and is continually monitored and updated. 
 
The Equality Forum 
 
In order to enhance communication of Equality matters, the University has undertaken a full 
review of its committee structure and, in line with a continuing commitment to engaging all 
staff and students in embedding Equality, has developed an Equality Forum. 
 
The forum is open to all staff and students and is a combination of presentations, workshops 
and general discussion relating to current initiatives, activities and goals. The forum’s debate 
is often led by current Equality Challenge Unit (ECU), Higher Education Academy (HEA) or 
Equality and Human Rights Commission (EHRC) guidance, and is an opportunity for key staff 
to discuss how they can best engage with the guidance. The forum is active throughout the 
academic year, meeting on a quarterly basis. It is led by the University Secretary/Director of 
Legal Services, supported by the HR Manager for Diversity, Development and Reward, and 
the Equality/ Student Experience Officer. For more information about the Equality Forum 
email equality@chester.ac.uk. 
 
The Diversity Festival 
 
Although Diversity is embedded throughout university life and Equality events run throughout 
the academic year, the Diversity Festival, which is held each Spring term, is an annually 
recurring fixture in the University of Chester’s diversity calendar and has been so since 2006. 
The festival has been nominated for two national awards and is well respected throughout 
Cheshire and the north-west.  
 
The festival fortnight typically hosts over 30 events, ranging from events designed to inspire 
and inform, to those which provide a light-hearted way of experiencing other cultures such 
as Bollywood dancing or cooking from around the world. The festival hosts events across all 
of the different Equalities strands and aims to increase awareness and confidence in 
approaching, discussing and being active about Equality and Diversity. Each year over 1,000 
staff, students and members of the public attend the event and it is an opportunity to 
network, engage with the wider community and celebrate diversity in the Chester area. 
 
During the festival, the University has had the pleasure of hosting keynote speeches from 
activists such as Peter Tatchell, politicians such as Baroness Warsi, esteemed academics such 
as Professor Stephen Whittle and published novelists such as Professor Patricia Duncker. The 
festival also has a number of day-long conferences in which staff, students and members of 
the public are invited to attend keynote lectures and workshops around a central issue. 
Previous conferences have included the Inspirational Women’s Conference and conferences 
surrounding Equalities Law. 
 
The 2016 Festival will be held from 29th February – 11th March. The theme is ‘Wellbeing and 
Belonging’. 
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To find out more about the Diversity Festival or to submit ideas for future events, please email 
equality@chester.ac.uk. 
 
Student Diversity Advocate Network 

 
During the academic year 2011/12 the University piloted a Student Diversity Advocate 
Network in association with its Faculties of Health and Social Care, Social Sciences and 
Education and Children’s Services. The network is intended to provide a peer to peer system, 
through which students can access information and support and be effectively signposted to 
various University services, whilst at the same time facilitating inclusion, promoting Equality 
issues and providing another support mechanism for the student population, particularly 
those at statistically higher risk of withdrawal or non-completion. For Student Diversity 
Advocates, a position of responsibility amongst their peers, with its attendant training, will 
provide a clear opportunity for personal and professional development and enhance future 
employability. 
 
Stonewall Diversity Champions (Sexual Orientation) 
 
Stonewall is a charity which was founded in 1988 by a small group of women and men who 
had been active in opposition to section 28 of the Local Government Act 1988. It campaigns 
actively for the rights of lesbian, gay and bisexual people in the UK and against all forms of 
homophobia and heterosexism. 
 
The University of Chester was a Stonewall Diversity Champion throughout the academic year. 
Working with Stonewall presents an opportunity for the University to undertake a full audit 
of policies, provision and services in relation to Lesbian, Gay and Bisexual staff and ensuring 
equality. The good practice instilled can be developed and embedded across all of the equality 
strands. 
 
Chester Pride 2013--2015 
 
The city of Chester’s first Pride event took place on 5th October 2013, organised by Cheshire 
West and Chester Council and major local employers. It took the form of an afternoon event 
in the Town Hall and Town Hall Square. The event was a great success and was repeated in 
2014 and 2015, also very successfully, on a larger scale both as regards physical venues and 
duration, and with a parade through the streets of Chester, followed by events and attractions 
in Grosvenor Park (2014) and Castle Square (2015). The University supported and sponsored 
both events, participated in the parade and provided staff and students as volunteer 
stewards. The University will continue to support and be involved in assisting with 
organisation of the event.   
 
  

mailto:equality@chester.ac.uk
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Positive about Disabled People 
 
The University of Chester is an accredited user of the Two Ticks ‘Positive About Disabled 
People’ employee mark. Employers who use the disability symbol make five commitments 
regarding recruitment, training, retention, consultation and disability awareness. 
 
These commitments are: to interview all disabled applicants who meet the minimum criteria 
for a job vacancy and to consider them on their abilities; to discuss with disabled employees, 
at any time but at least once a year, what both parties can do to make sure disabled 
employees can develop and use their abilities; to make every effort when employees become 
disabled to make sure they stay in employment; to take action to ensure that all employees 
develop the appropriate level of disability awareness needed to make these commitments 
work and to review these commitments each year and assess what has been achieved, plan 
ways to improve on them and let employees know about progress and plans for the future. 
 
The Frank Buttle Quality Mark 
 
The Quality Mark was issued in recognition of the University’s desire to encourage more 
young people in care throughout the United Kingdom into higher education through 
additional guidance and a set of provisions designed to aid those in most need of support. 
This support includes a dedicated and fully trained member of staff (the Student Support 
Project Officer) assigned to aid the student through any difficulties they may have in making 
the transition to university, as well as a guarantee of accommodation for 365 days of the year, 
something which is often crucial for those in care when choosing to apply. 
 
From 2015, the Quality Mark is no longer in operation, however the University has embedded 
support for care leavers throughout many of their processes (such as the provision of 365 day 
accommodation) and will continue to do so. 
 
Support for Young Carers 
 
Targeted support for young carers commenced in September 2014, through the provision of 
a named point of contact (Student Welfare Project Officer) and a bursary which aimed to 
recognise and mitigate the additional costs often incurred by students with caring 
responsibilities. 
 
Training 
 
As part of the Single Equality Scheme, the Equality Team initiates a full training schedule, 
targeting new staff, line managers and staff with interviewing responsibility.  
 
Training is flexible and available in a number of formats, from day-long, intensive sessions for 
managers, to shorter sessions for new staff, and sessions with a specific focus on good 
interview practice.  
 
In addition, the Equality Team has developed a module accredited under the University’s 
Work Based and Integrative Studies (WBIS) framework. This is taught twice a year and is also 
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open to external participants, alongside University staff. The accredited module is delivered 
at undergraduate and postgraduate level, and will be worth 20 University credits, upon 
completion of a work based assignment. 
 
For any training needs that you would like to discuss, please contact equality@chester.ac.uk. 
 

Staff Opinion Survey 2015 
 
In the most recent staff survey undertaken (2015), 82% of respondents believed that the 
University was committed to equality of opportunity for all its staff. Questions include a 
number relating to Equality. Respondents’ views expressed in the 2015 staff opinion survey 
either agreeing or tending to agree that the University respects groups with particular 
protected characteristics were as follows: 
 

 people of different genders: 92% 

 people of different races/nationalities/ethnicities: 98% 

 people who are disabled/not disabled: 97% 

 people of different ages: 93% 

 people of different sexual orientation: 98% 

 people of different religions/beliefs/no religion: 98% 
 
Investors in People Reassessment 
      
In February 2011 the University sought Investor in People (IiP) status. The IiP standard, 
amongst other things, seeks evidence that organisations’ strategies for managing people are 
designed to promote equality of opportunity in the development of its people. Over 90 staff 
were interviewed by independent IiP assessors who were satisfied ‘beyond any doubt’ that 
IiP status should be conferred on the University. 
 
During the IiP reassessment visit in May 2012, the University’s commitment to equality and 
diversity was recognised: 
 

“The University has a wide range of strategies to promote diversity.  First and foremost 
the values of the University support inclusivity and care for everyone which runs from its 
Christian foundations.  It welcomes people from all backgrounds and protected groups.  
The University has swiftly adopted the Single Equality Act. It has an annual diversity 
festival for staff and students alike at both campuses. The festival is in its 8th year and 
other Universities are benchmarking the approaches used.  The University recently 
supported Chester’s ‘Love Music hate Homophobia Day’. The University is in the process 
of applying to be a Stonewall Diversity Champion.  The staff survey monitors impacts such 
as bullying and harassment.” 
 

Whilst acknowledging that diversity management is a key strength, however, the 
reassessment found that more could be done to take action to encourage more women into 
management, and particularly higher management, and recommends that the University 
considers ways in which the diversity of management at different levels can be improved.  

mailto:equality@chester.ac.uk
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The University’s further progress was recognised by award of the Investors in People Gold 
award in May 2015. 
 
Staff Networks 
 
The University strives to engage all staff in Equality, regardless of any protected characteristic, 
including through a number of staff groups that run alongside the Staff Diversity Advocate 
Network. 
 

 The Disabled Staff Group 
The Disabled Staff group meets regularly to act as a consultative group on University practice, 
provision and policy related to disability and the Equality Analysis process. 
 
The Disabled Staff group has developed in-house Supporting Disabled Staff training and has 
produced internal promotional material relating to disability. They act as University 
ambassadors for disability and provide a contact for staff to find out more information about 
disability. 
 

 The LGBT Staff Group 
The LGBT staff group is open to anyone with an interest in lesbian, gay, bisexual and trans 
issues at the University, giving participants the opportunity to express opinions, meet other 
staff members and to get involved in LGBT matters in Chester. The group has a direct impact 
on University policy relating to LGBT equality, Stonewall Diversity Champions, LGBT events in 
Chester, Chester Pride in the Community and other issues that affect LGBT people. 
 
To join the mailing list or for more information about the LGBT Staff Network and its activities, 
contact the LGBT Chair on 01244 512234 or email: lgbt@chester.ac.uk.  

 
 Women’s Networking Forum  

 
A Women’s Networking Forum has been established arising from the University’s Gender 
Equality Charter Mark action plan (see further page 8).  Its inaugural meeting took place on 
Wednesday 5th November 2014.  Although this clashed with the week of the University’s 
Graduation ceremonies, the forum was exceptionally well attended with around 50 members 
of staff, both academic and support attending.  The meeting received an enthusiastic and 
inspiring presentation on the formation of a Chester-based Women’s Institute.  Amanda 
Alexander, a Coach who focuses on supporting and inspiring women, gave a presentation on 
the importance of self-belief and the meeting concluded with an idea-generation session on 
the purpose of the group and ideas for its development.   
 
The network group has continued to flourish throughout 2015 with well attended meetings 
including guest speakers, workshops and a focus on gender based research.   
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Student Networks 
 
The University’s Students’ Union has a number of active and engaged student networks, such 
as the Chester Pride LGBT Network and the Disabled Student Network. These groups have a 
consultative function in the University and representatives are involved in the University 
committee structure and in community based steering groups. The Equality Forum allows 
easy access to the Equality team and opportunity for in-depth discussion. Both groups have 
contact with the Equality and Student Experience Officer to discuss any projects, activities or 
issues that may need University intervention or support.  
 
Community Links 
 
The University of Chester enjoys strong links with key communities in Cheshire, Chester and 
North Wales, as well as other key organisations, such as Cheshire Police, the Cheshire, Halton 
and Warrington Race and Equality Centre and the Countess of Chester Hospital. These links 
have been developed through day-to-day contact between University staff and their 
counterparts, through the Diversity Festival and through attendance at key networking 
groups. It is our intention over the next year to strengthen these relationships, engage with 
equalities groups in the wider community and collaborate on consultation and other 
activities. 
 
Athena SWAN 
 
Athena SWAN recognises and celebrates good employment practice for women working in 
science, engineering and technology (SET) in higher education and research, inter alia, 
through its Charter. The University of Chester holds the institutional bronze award and is 
supporting a number of individual department submissions.   
 
For more information, see www.athenaswan.org.uk/ 
 
Equality Challenge Unit Gender Equality Charter Mark (GEM)  
 
The GEM recognises commitment to advancing women’s academic careers in the arts, 
humanities and social sciences. In addition it covers professional and support staff, 
transgender equality and the underrepresentation of men in certain academic disciplines. The 
charter mark utilises the experience and methodology of the Athena SWAN Charter for 
women in science, technology, engineering, maths and medicine. The Equality Challenge Unit 
manages both Athena SWAN and GEM.  
 
The University was accepted as a participant and its submission was successful. A detailed 
action plan was produced to address issues which were identified in the course of 
development of the GEM submission. The Vice-Chancellor’s letter to the Equality Challenge 
Unit accompanying the submission indicated that the University intended to take action in 
respect of the following key issues: 

1. Addressing material imbalances which monitoring reveals, ensuring the necessary 

data collection to evaluate and address them. 

http://www.athenaswan.org.uk/
http://www.athenaswan.org.uk/
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2. Providing an extensive programme of staff development for female members of staff 
to enable them to compete successfully for promotion both academically and 
managerially. To that end, an annual sum of up to £50,000 will be committed to staff 
development activities which will effectively promote GEM’s aims. 

3. Ensuring the family-friendliness of policies that will enable a valuable contribution to 
the work of the University.  

4. Reviewing the effectiveness of such policies and how they accord with best equality 
practice. 

     
Forum for Research into Equality and Diversity (FRED) 
 
In March 2014 the University’s School of Law launched the Forum for Research into Equality 
and Diversity, which will focus on research and knowledge transfer activities in diversity and 
equality in the workplace and in higher education. Training events will be offered in due 
course, including potentially with a view to generating external income. After the year end, 
FRED won the Global Equality and Diversity Research award for an outstanding example of 
research methods and insights into diversity and equality in organisations, companies or 
services from a shortlist which included IBM and Queen Mary, University of London and the 
Institute of Education. The award was announced at a ceremony on 25th November 2015 
which was streamed worldwide.  

Responsibility for Equality 
 
The Vice-Chancellor is the University’s senior officer responsible for Equality. The University 
Secretary/Director of Legal Services leads the day-to-day senior management team 
responsibility for Equality work. The University’s approach is characterised by operational 
responsibility for Equality being shared by all staff throughout the University, including 
through senior Equality leads in academic and support departments, and the Staff Diversity 
Advocate Network which disseminates information, assists promotion and generates 
innovation throughout the University. 
 
The University has an active Equality and Diversity team, whose main purpose is to engage 
with staff and students in taking individual responsibility and interest in equalities matters 
across the University, through raising awareness, providing extensive training, leading the 
Equality Forum, supporting diversity events, developing community links and facilitating 
support networks.  
 
The Equality and Diversity team maintain up to date knowledge to inform effective policy and 
good practice, and regularly consult with different groups to ensure all staff and students 
needs are being met. 
 
The key Equality and Diversity members of staff are the HR Manager for Diversity, 
Development and Reward, Kathryn Leighton, and the University Secretary and Director of 
Legal Services, Adrian Lee. 
 
For queries contact: 
Kathryn Leighton or Gemma Edwards           Telephone: 01244 512135 
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SECTION 2 – UNIVERSITY OF CHESTER DATA 

 
I. Staff Data 
 
Staff are defined for the purposes of this report as individual staff including those who may 
perform multiple roles, but excluding temporary and casual staff and visiting lecturers.  
 
The current number of employed staff (as at January 2015) is 1,795. The staff profiles by 
reference to the protected characteristics of gender, ethnicity, age, disability, religion/belief 
and sexual orientation are set out in the charts which follow.  
 

 Gender 
 

 Female Male 

  
University of 

Chester 

UK HE Sector 
(Equality Challenge 

Unit) 
University of 

Chester 
UK HE Sector (Equality 

Challenge Unit)1 

Academic 52.0% 44.6% 48.0% 55.4% 

Professional 
Services 

67.0% 62.7% 33.0% 37.3% 

Total 62.0% 53.8% 38.0% 46.2% 

 
Compared to the UK HE sector the University has a higher proportion of female staff, both 
across both academic and professional services. This higher proportion of female staff than 
the national average is a reflection of substantial and successful areas of its curriculum 
provision (Health and Social Care; and Teacher Education) which recruit predominantly 
female staff. 
 
Full/Part Time 

 
Compared to the UK HE sector the University has a higher proportion of full time academic 
staff whilst the percentage of full time professional services staff is broadly similar.   
 
  

                                                           
1 Reference: Equality Challenge Unit (2015) Equality in Higher Education Statistical Report 2015.   

 Full Time Part Time 

  
University of 

Chester 

UK HE Sector 
(Equality Challenge 

Unit) 
University of 

Chester 
UK HE Sector (Equality 

Challenge Unit) 

Academic 78% 66% 22% 34% 

Professional 
Services 

64% 67% 36% 33% 

Total 71.0% 66.5% 29.0% 33.5% 

http://www.ecu.ac.uk/publications/equality-higher-education-statistical-report-2015/
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Gender and Full/Part Time Status 
 

 
University of 

Chester 

UK HE Sector 
(Equality Challenge 

Unit) 
University of 

Chester 
UK HE Sector (Equality 

Challenge Unit) 

  Female Male 

Full Time 59.9% 58.3% 83.8% 76.0% 

Part Time 40.1% 41.7% 16.2% 24.0% 

 
The percentage of female staff, both full time and part-time staff is broadly similar to the 
percentages of full and part-time female staff employed in the UK HE sector. The University 
employs a higher percentage of full time male staff than the percentage of male staff 
employed in the UK HE sector.  
 

 
 
The University employs the same percentage of full time staff, both male and female (39% 
respectively) however it employs a higher percentage of female academic staff (14%) than 
male (9%). The percentage of full time, female professional services staff (36%) exceeds the 
percentage of male staff (28%) and the percentage of part-time female staff (31%) far 
exceeds the percentage of part-time male staff (5%).  
 
Gender Pay Gap/Equal Pay Review 
 
The University has a job evaluation scheme – the Higher Education Role Analysis (HERA) – to 
ensure equal pay for work of equal value and conducts regular equal pay reviews to identify 
and monitor pay gaps and produce an action plan to address any remedial action that may 
need to be taken. As part of the equal pay review we also seek to identify the root causes of 
gender pay gaps - such as the lack of gender balance in certain roles - and consider what 
broader initiatives the University may need to introduce such as AURORA, Athena SWAN 
etc. 
 
The gender pay gap is calculated by ‘grossing-up’ the salaries of all part-time staff to 
establish a notional Full-time figure and then by comparing the average Full-time figure for 
female staff to the Full-time figure for male staff. The results are as follows: 

 
    

39%
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28%

5%0%
10%
20%
30%
40%
50%

Full Time Part Time Full Time Part Time
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University of Chester 
Women Average Annual Salary £29,266.11 

Men Average Annual Salary £34,311.05 

 
 

University of Chester Pay 
Gap 

14.7% 

UK HE Sector Pay Gap 18.9% 

ONS UK-wide 19.2% 

 
 
The gender profile of the University, particularly for professional services staff, is 
predominantly female (67%) and many of these staff work in areas such as Catering and 
Residential Services. 
 
According to the Office for National Statistics, in April 2015 the gender pay gap based on 
median earnings for full-time employees decreased to 9.4% from 9.6% in 2014. This is the 
lowest since the survey began in 1997, although the gap has changed relatively little in 
recent years. If the University were to use the same formula to determine the gender pay 
gap of its full-time staff, the figure would be 9.09%. 
 
 

 Age 

 
 
 
The University employs a significantly higher percentage of professional services staff in 
the 25-34 age range than academic staff. However, this situation is reversed in the 45-54 
and 55-64 age ranges. 
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 45 - 54 55 - 64 65+ 

  
University 
of Chester 

UK HE Sector 
(Equality 
Challenge 

Unit) 
University 
of Chester 

UK HE Sector 
(Equality 
Challenge 

Unit) 
University 
of Chester 

UK HE Sector 
(Equality 
Challenge 

Unit) 

Academic 36.8% 25.8% 23.4% 15.8% 2.6% 2.9% 

Professional 
Services 

23.2% 25.4% 15.4% 14.8% 1.7% 1.0% 

Total 28.1% 25.7% 18.3% 15.3% 2.0% 1.9% 

 
Compared to the UK HE sector the University has a lower percentage of both academic and 
professional services staff in the under 25 age range, a lower percentage of academic staff in 
the 25-34 age range, but a higher percentage of professional services staff. In the 35-44 age 
range the percentage of academic staff employed by the University is broadly similar to the 
figure for the UK HE sector however the University employs a higher percentage of 
professional services staff in the same category. The University employs a significantly higher 
percentage of academic staff in the 45-54, 55-64 and 65+ categories, whereas the 
percentages are broadly the same for professional services staff. 
 
The University has sought to address the relatively low numbers of staff in the lowest age 
group by participating in an apprenticeship scheme which provides employment 
opportunities for people typically, but not necessarily, aged under 25. In 2010 North West 
members of Universities Human Resources (UHR) group set up an Apprenticeship Consortium 
to take forward the promotion and creation of such opportunities within the HE sector. 
Members of Human Resources staff from the University of Chester were instrumental in 
establishing the foundations of the Consortium in collaboration with other regional 
universities. The University of Chester has been successful in developing the scheme since 
then and currently has 14 apprentices. 
  

 
Under 25 25 - 34 35 - 44 

  
University 
of Chester 

UK HE Sector 
(Equality 
Challenge 

Unit) 
University 
of Chester 

UK HE Sector 
(Equality 
Challenge 

Unit) 
University 
of Chester 

UK HE Sector 
(Equality 
Challenge 

Unit) 

Academic 0.5% 2.6% 11.3% 25.9% 25.3% 26.9% 

Professional 
Services 

4.4% 9.3% 27.8% 24.5% 27.5% 24.9% 

Total 3.0% 6.0% 21.9% 25.3% 26.7% 25.9% 
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 Disability 
 

 
 
The University has a higher percentage of professional services staff (10%) who have 
declared a disability than academic staff (6%). 

 

 
No Disability Disability 

Not Known/Information 
Refused 

  
University 
of Chester 

UK HE Sector 
(Equality 

Challenge Unit) 
University 
of Chester 

UK HE Sector 
(Equality 
Challenge 

Unit) 
University 
of Chester 

UK HE Sector 
(Equality 
Challenge 

Unit) 

Academic 90.0% 96.3% 6.0% 3.7% 4.0% 

3.7%* 
Professional 

Services 
88.0% 95.2% 10.0% 4.8% 2.0% 

Total 89.0% 95.8%* 9.0% 4.2% 3.0% 

* Equality Challenge Unit have included the 
3.7% in the No Disability figures  
  

Compared to the UK HE sector the University has a higher percentage of staff, both academic 
and professional services who have declared a disability and the percentage of staff where 
the information is not known or has been refused is lower. 
 
The University has made concerted efforts to create an environment within which staff feel 
safe in declaring their disabled status. The University has a Diversity Forum and a Disabled 
Staff Group, it retains the services of an Occupational Health Unit to ensure that staff with 
disabilities and those who develop a disability during the course of their employment are 
provided with appropriate support. Buildings have been adapted to make them accessible to 
all. These efforts would appear to have been successful in so far as the disability declarations 
of disabled staff are greater than the higher education sector average.          
 
 

 

 

  

90%

6% 4%

88%

10% 2%
0%

100%

No Disability Disability Information Refused

Disability by Staff Group 2015

Academic Professional Services
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 Ethnicity 
 

 
 
 
The ethnic composition of the University is overwhelmingly white for both academic (89.75%) 
and professional services staff (94.27%). The BME profile of Chester and Cheshire is over 98% 
White. BME staff make up over 5% of the University staff establishment and whilst the 
corresponding figure for the HE sector is 8.2%, the University staff BME profile is nonetheless 
higher than that of these surrounding areas. It will, however, be conditioned by it, particularly 
as regards support staff recruitment, and may remain so unless local demography or 
recruitment patterns change. 
 
 
 

  
Black Other Unknown Asian / 

Chinese 
White 

University of Chester 0.95% 1.34% 2.34% 2.73% 92.65% 

UK HE Sector (Equality 
Challenge Unit 2015) 8.2% 91.80% 

 
  

94.27%

1.65%

2.00%

1.22%

0.87%

89.75%

4.66%

2.95%

1.55%

1.09%

0.00% 10.00% 20.00% 30.00% 40.00% 50.00% 60.00% 70.00% 80.00% 90.00% 100.00%

White

Asian/Chines
e

Unknown

Other

Black

Ethnicity by Staff group 2015

Academic Professional Services
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 Religion/belief 
 

 
 
 
The majority of University staff, both academic (53.26%) and professional services (59.29%) 
have declared themselves to be Christian, but a substantial minority of staff declare 
themselves to have no religion: academic staff 29.66% and professional services staff 
39.28%. 
 

  
Buddhist Christian Hindu Jewish Muslim No  Other Declined 

to indicate 

University of Chester 0.72% 57.10% 0.33% 0.33% 0.95% 29.42% 1.95% 9.19% 

UK HE Sector (Equality 
Challenge Unit 2015) 0.20% 9.80% 0.40% 0.20% 0.60% 10.80% 1.30% 75.80%*** 

                                                                                                                                                                                    
*** 66.8% blank/unknown 
 
There is no available data for benchmarking against the UK HE sector for 75.8% of staff. The 
ECU report shows that 66.8% were blank or unknown – compared to 9.19% at the 
University. The most significant benchmarking data, however, are that so many Chester staff 
were willing to indicate. This comes as no surprise for an institution which includes as part 
of its Mission, Vision and Foundational Values to welcome students and staff of all faiths or 
none.    
 
  

1.09%

53.26%

0.93% 0.78% 1.24%

29.66%

2.02%
11.02%

0.52%

59.25%

0.00% 0.09% 0.78%

29.28%

1.91%
8.17%

0%

20%

40%

60%

80%

Buddhist Christian Hindu Jewish Muslim No religion Any other
religion or

belief

Information
refused

Religion/Belief by Staff Group 2015

Academic Professional Services
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Disciplinary Action, Harassment and Grievances etc 
 
The following are the significant Equality characteristics of the 56 employee relations cases 
between 1st September 2014 and 31st August 2015. Data for 2013-14 are in parentheses. 
 

Nature 
 

Number Characteristics % or number 

 
 
Employee relations 
cases: 

 
 
56 (77) 

Female: 64% (34%) 

Male: 30% (23%) 

Mix of genders: 6% (43%) 

Academic: 23% (39%) 

Support: 77% (61%) 

    

Capability: 10 (7) Disabled: 5 (2) 

    

 
Disciplinary: 

 
9 (30) 

Academic: 33% (43%) 

Support 67% (57%) 

Disabled: 1 (2) 

    

 
Dismissals: 

 
3 (6) 

Female: 2 (4) 

Disabled: 0 (2) 

White: 3 (no record) 

    

Grievances: 6 (5) 
Female: 5 (4) 

White:  5 (4) 

    

 
 
 
 
Dignity and respect 
complaints: 

 
 
 
 
 
12 (5) 

Female (F) complainant  
F respondent 

3 (1) 

F complainant  
Male (M) respondent 

5 (3) 

M complainant 
M respondent 

1 (1) 

M complainant 
F respondent 

1 (0) 

F complainant 
M & F respondents 

1 (0) 

M & F complainants 
F respondent 

1 (0) 

 

 
Policies and Procedures 
 
In addition to policies and procedures of general application, the University maintains the 
following policies relating more specifically to Equality. Their equality impact has been 
assessed and necessary resulting modifications made. They are kept under regular review and 
amended if necessary in consultation at regular meetings with recognised trade unions: 
 

 Adoption leave and pay 
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 Dignity and respect (in respect of which the University provides a mediation service)   

 Diversity and Equality 

 Equal pay (subject to the Higher Education Role Evaluation framework)  

 Flexible working and flexi-time 

 Maternity, paternity and parental leave and pay 

 Retirement (the University does not operate any specified retirement age)  

 Sickness absence management (including guidelines relating to disabled staff) 
   
Trans Issues 
 
The University is not aware, from engagement with the recognised trades unions or from the 
LGBT staff group, of any issues which need to be addressed in order to welcome and facilitate 
trans staff. The University was recently awarded the Equality Challenge Unit’s Gender Equality 
Mark and one action point in the resulting action plan highlights that a newsletter/ guidance 
will be issued to managers summarising actions arising from GEM project which will include 
a reminder that guidance on supporting trans staff (adapted from ECU’s Trans staff and 
students in higher education) is available to all managers on UoC’s intranet.  
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II. Student Data 
 
Student Numbers, Mode and Gender 

 
The most complete student data is from the 2014/15 academic year. The student numbers 
during this academic year were 19,509, of whom 12,883 were full-time and 6,626 were part-
time: 
 

MODE TOTAL   F     M     

FT 12883 66.0 % 8092 62.8 % 4791 37.2 % 

PT 6626 34.0 % 4500 67.9 % 2126 32.1 % 

Total 19509 100.0 % 12592 64.5 % 6917 35.5  

 
All Students – Gender 
 

 Male Female 

University of Chester 35.5%  64.5%  

UK HE Sector (2013/14) 43.8% 56.2% 

 
 
First-year Students – Gender 
 

 Male Female 

University of Chester 36.0%  64.0%  

UK HE Sector (2013/14) 42.5% 57.5% 

 
Note: The higher proportion of female students at Chester is thought to be attributable 
chiefly to inclusion within the the University’s undergraduate curriculum of subjects in 
professions traditionally popular with female students such as Nursing, Midwifery and other 
subjects allied to Medicine, Teacher Education and Biological Sciences, as well as other 
subjects which continue to grow in popularity with female students, such as Creative Arts, 
Social Studies and Languages. At the same time, subjects which are popular predominantly 
wih male students in the sector (Architecture and Planning, and Physical Sciences) have 
historically not been offered at Chester. With effect from September 2014, a range of 
courses in Science, Engineering and Technology which have traditionally been more popular 
with male students has been offered with the formation of a new Faculty of Science and 
Engineering. This will benefit from acquisition and development of a science, research and 
innovation park at Thornton, Cheshire which was previously owned by Shell Research 
Limited. 
 
The University’s Faculties of Health and Social Care (91% female students) and Education 

and Children’s Services  (over 70% female students) account for most of the gender 

imbalance, with the remainder of the undergraduate student body being 59% female. There 
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has nonetheless been a significant increase in the overall proportion of male undergraduate 

entrants since 2003/4, as the following table shows: 

2003/4 2004/5 2005/6 2006/7 2007/8 2008/9 2009/10 2010/11 2011/2 2012/3 2013/4 2014/5 

27% 29% 28% 31% 33% 31% 33% 34% 36% 37% 37% 36% 

 

Students – Race and Ethnicity 

 

 White Black Asian/Chinese Other Mixed  Unknown 

University of Chester 83.0%  3.5%  8.3%  3.0%  - 2.1% 

UK HE Sector (2013/14) 77.9% 7.2% 10.2% 1.3% 3.4% 1.8% 

 
 
Note: Chester is an institution situated in a predominantly white area of the UK, some 
distance from the major conurbations and resident Black and Minority Ethnic populations. 
The institution has enjoyed the profile which is associated with university status by 
prospective students only since 2005. The University’s relatively low BME student population 
reflects these factors, as the data above show.  
 
The University has striven for some years to attract an increasingly diverse ethnic mix. These 
efforts have had some recent success, as demonstrated by the table below, which gives the 
proportion of BME students in the University’s first-year undergraduate intake since 2003/4.   
 
 

2003/4 2004/5 2005/6 2006/7 2007/8 2008/9 2009/10 2010/11 2011/12 2012/13 2013/14 2014/15 

2.9% 3.1% 3.9% 4.5% 5.2% 5.3% 4.8% 6.4% 6.2% 11.6% 12.0% 11.7% 

 
It will be seen that the proportion of BME students increased significantly in 2012/13. A 
substantial part of this is attributable to the increase in Asian international students on 
Business programmes. The University will examine ways in which ethnicity data is analysed 
and how data on Home/EU and Overseas students is presented may form part of this. 
 
The University nonetheless recognises that it has much more to do in this regard, but it is 
hoped to maintain this trend as efforts to widen partcipation and social inclusion bear fruit. 
These efforts are assisted by a Widening Participation Officer (Diversity and Inclusion) whose 
remit includes development of links with schools and colleges locally, regionally and 
nationally in areas of importance in terms of BME recruitment, such as in and around Greater 
Manchester and Lancashire, the West Midlands and Merseyside. Links are aimed at increasing 
BME student awareness of Chester, and providing a range of information, advice and 
guidance sessions and development of greater insight into any possible barriers to 
participation of BME students. 
 
These efforts will be furthered by the University’s response in its Access Agreements for 
admission in 2015/16 and beyond to Office for Fair Access guidance requiring enhanced co-
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ordination between universities’ approaches, on the one hand, to access and widening 
participation and, on the other, Equality policies.             
 
 
Students – Disability 
 

 Declared disability No known disability Unknown 

University 8.7% 90.2% 1.1% 

UK HE Sector (2013/14) 9.6% 90.4% - 

 
 
Note: The University of Chester has a committed Disability Support Team, consisting of 
Disability Support Officers and specialist staff to assist with specific learning needs and a wide 
range of disabilities including visual, hearing and mobility impairments, mental health 
difficulties, autistic spectrum/Aspergers, and unseen disabilities.  
 
Students – Age 

 

 Under 21 21-24 25+ 

University of Chester (All) 35.5% 19.3% 45.2% 

UK HE Sector (2013/14) 53.3% 15.6% 31.0% 

 
 
Note: These data include postgraduate students and those studying at partner colleges. It is 
self-evident that disaggregation will show a higher proportion of students under 21 years of 
age studying at undergraduate level than the above chart indicates, and a substantial majority 
of students over 25 years of age study at postgraduate level. If the age of full-time students 
alone is considered, outcomes are closer to the sector average: 
 
 

 Under 21 21-24 25+ 

University of Chester (Full-time only) 53.2% 24.8% 22.0% 

UK HE Sector (2013/14) 53.3% 15.6% 31.0% 

 
 
Sexual Orientation and Religion and Belief 
 
The University does not currently monitor the sexual orientation or religious belief of 
students. This may alter in the future, particularly if the current policy of sector data collection 
bodies not to collect these data changes. 
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Student Attainment 
 
The following tables show first degree undergraduate classifications for the academic year 
2014/15 by gender, ethnicity and disability. Sector research has indicated that this is a complex 
area with many interrelated factors and the information from the attached table should be 
interpreted with care.  

 
Gender 

Degree 
class 

Total 
(Chester) 

F (Chester) F (England, 
HE Sector) 

M 
(Chester) 

M (England, 
HE Sector) 

1st 15.0% 15.4% 18.5% 14.2% 18.6% 

2i 47.9% 49.5% 51.3% 44.7% 46.6% 

2ii 31.3% 29.8% 24.5% 34.3% 27.4% 

3 5.7% 5.2% 5.7% 6.8% 7.4% 

 
Sector Data is for 2013/14. Source: Equality Challenge Unit   
 
The University has investigated these gender differences and has found that although male 
students tend to have lower entry profiles than female students, this difference and subject 
studied may not fully account for the level of difference. These findings reflect sector studies 
undertaken by the Higher Education Academy and a national survey by the Equality Challenge 
Unit in 2011.  This showed an overall reduction in both male and female students achieving a 
class 2.ii degree, an increase in male students achieving a third class degree, and a reduction 
in female students achieving a third class degree in 2011/12. These trends are largely 
reflected in the University’s outcomes for 2014/15.  
 

 
Disability 

 

 
Sector Data is for 2013/14. Source: Equality Challenge Unit   
 
The level of difference between sector and University data for disabled student attainment is 
a matter which the University continues to keep under review. There has, however, been a 
welcome increase of more than 10% in the number of Class 1 and 2i degrees awarded by the 
University to students with a declared disability (from 47.6% in 2010/11 to over 61% in 
2013/14), which now approximates more closely both to national data and to the level of 
Class 1 and 2i degrees awarded to students who have not declared a disability.      
 
  

Degree 
class 

Total 
(Chester) 

No 
declared 
disability 
(Chester) 

No 
declared 
disability 
(Sector) 

Declared 
disability 
(Chester) 

Declared 
disability 
(Sector) 

1st/2i 62.9% 63.1% 68.0% 61.0% 66.1% 

2ii/3 37.1% 36.9% 32.0% 38.9% 33.9% 
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Ethnicity 

Degree 
class 

Total 
(Chester) 

NON-MAJORITY 
ETHNICITY 
(Chester) 

BME 
(Sector) 

MAJORITY 
ETHNICITY  
(Chester) 

Non-BME 
(Sector) 

1st 15.0% 8.8% 12.2% 15.8% 20.4% 

2i 47.9% 32.4% 45.0% 50.4% 52.8% 

2ii 31.3% 45.6% 33.7% 29.05% 22.5% 

3 5.7% 13.3% 9.2% 4.6% 4.3% 

Number  338  2,699  

 
Sector Data is for 2013/14. Source: Equality Challenge Unit   
 
The University’s low ethnic minority population presents difficulties in quantitatively 
analysing the relative performance/achievement of students by ethnic group. A simplistic 
comparison of such achievement shows a difference in performance with Black and Minority 
Ethnic groups achieving generally lower results than students classified as White. There are, 
however, no more than 338 students of non-majority ethnicity who are the subject of these 
data, whereas students of majority ethnicity number 2,699.     
 
There are, furthermore, prior factors that affect student achievement, including, chiefly, 
previous education, gender and subject studied. Whilst data show that students from ethnic 
minorities at Chester have, overall, lower entry qualifications, there is insufficient data to be 
able to say whether this accounts for the difference in achievement. The case of gender is 
similar, where there is a higher male population in students from ethnic minorities and it is 
known that this is a factor which results in lower performance.  
  
At a national level where volumes of data are not an issue, research commissioned by 
government has found that a number of studies show differences in attainment by minority 
ethnic groups that ‘... cannot be explained by age, prior attainment, or subject of study’. A 
large scale study of 65,000 qualifiers using the 2004/5 HESA data concluded ‘… even after 
controlling for the majority of factors which we would expect to have an impact on 
attainment, being from a minority ethnic community is still statistically significant in 
explaining final attainment…’. A further follow-up study has confirmed these findings.  
 
In these circumstances the University has adopted the precautionary view that, given the 
national research, it may be the case that ethnicity is a factor in achievement. Accordingly, 
University Faculties’ process of annual review addresses the performance of BME students in 
absolute and relative terms in either a quantitative or a qualitative manner (as appropriate 
for the numbers concerned), ensuring the anonymity of individuals, including any issues of 
learning or social factors encountered by BME students.  
 
The initial results were encouraging, with the number of first class degrees awarded to BME 
students improving from 7.1% in 2010/11 to 12.2% in 2011/12, exceeding the sector norm by 
almost 3%. The small numbers involved in these data, however, need to be emphasised: first 
class degrees awarded to BME students fell back to 7% in 2012/13 from 12.2% in 2011/12, 
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before rising again in 2013/14 and 2014/15 to the current level. The University acknowledges 
that there is more work to be done to raise the achievement levels of BME students.   
 
Student Disciplinary Action, Professional Suitability and Complaints   
 
Data in respect of the numbers of students involved in informal and formal disciplinary action, 
professional suitability procedures (in programmes to which they apply) and who submitted 
informal or formal complaints in the academic year ended 31st July 2015 are as follows (data 
for year to 31st July 2014 in parentheses): 
   
 

 Ethnicity 
 

Gender Disability 

 White BME Mixed Not 
known 

Male Female No 
disability 

Declared 
disability 

Not 
known 

Disciplinary1 79% 
(79%)  

15% 
(15%) 

4% 
(4%) 

2% 
(2%) 

80% 
(57%) 

20% 
(43%) 

90% 
(85%) 

7% 
(15%) 

3% 

Professional 
suitability2 

84% 
(84%) 

14% 
(13%) 

2% 
(2%) 

0% 
(2%) 

19% 
(29%) 

81% 
(71%) 

95% 
(82%) 

5% 
(18%) 

 

Complaints3 
 

79% 
(80%)  

17% 
(13%) 

2% 
(5%) 

2% 
(2%) 

41.5% 
(49%) 

58.5% 
(51%) 

87% 
(87%) 

11% 
(13%) 

2% 

 
 
1 N = 127 (146) 
2 N = 43 (45)  

3 N = 53 (39) 
 
 
 
 
 
 
University of Chester 
31 January 2016 
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