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Glossary of terms and abbreviations

ABM Accounts, Business and Management
AbLE Abertay Learning Enhancement Academy
ACS Afro-Caribbean Society

ALG Academic Leadership Group

AP Action Point

ARC Anti-Racist Curriculum

BLS School of Businessalv and Social Sciences
BAME Black Asianand Minority Bhnic

CPD Continued Professional Development
DIWC Dundee Internationad 2 Y S LCéntie

ECR External and Corporate Relations

ECRs Early Career Researchers

E&D Equality and Diversity

ELIR Enhancerent-Led Institutional Review
FCPC Finance and Corporate Performance Committee
FICS Finance]nfrastructure and Corporate Services
FTCs Fixed Term Contracts

FTE Full Time Equivalent

G4G Going 4 Gold

GDPR General Data Protection Regulation
HBMA Hoursby mutual agreement contract

HE Higher Education

HEA Higher Education Academy

HEAR Higher Education Achievement et

HEPI Higher Education Policy Institute

HESA Higher Education Statistics Agency

HIMAP Hate Incident Multi Agency Partnership

1 The Uniersity and RECM SAT understand the use of BAME is contentious. Black, Asian, and
Minority Ethnic staff and student on the SAT were asked about the use of this shorthand. For now,
use BAME until a suitable alternative(s) have been discussed atedega, has been accepted.
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HoDs Heads of Divisions

HSSC Healthy and SafetgubCommittee
IDEA Inclusivity, Diversity and Equality at Abertay Management Group
Managem

ent Group

Intnl International

JACS The Joint Academic Coding System
KTP Knowledge Transfer Partnership
L&D Learning ad Development

LGBT Lesbian Gay Bisexual and Tigarsder
LVs Lead Voices

MHN Mental Health Nursing

NK Not known

NSS National Student Survey

oD Organisational Development
PGCAP Post Graduate Certificate in Academic Practice
PGR Post Graduate Research

PGT Post Graduate Taught

PHEC People Health and Equality Committee
PoC Person of Colour

QAA Quality Assurance Agency

RE Race Equality

RECM Race Equality Charter Mark

REF Research Excellence Framework
RGU Robert Gordon University

RPG Research Pegraduate

ruk Rest of UK

SA Student€Association

SAcS Student and Academic Services
SAS School oApplied Sciences

SAT SelfAssessment Team
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SDI School of Design and Informatics

SOL Scottish Defence League

SMT/SMG Senior Management Team/Group

SQA ScottishQualifications Athority

SWAN {OASYGATAO 22YSyQa ! OFRSYAO bSig2
(Athena)

TLC Teaching and Learning Committee

TRAM Teaching, Resear@md Academic Mentoring
uG Undergraduate

UHR Universities Human Resources

Scotland

VLE Virtual Learningenuronment
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1. Letter of edorsement from vicechancellor/pincipal

BAL]

@ University

Abertay

13 April 2021

Dr Arun Verma

Head of Race Equality

Advance HE

Dear Dr Verma,

L

'Y gNRGAY3I Ay adzLILIR2 NI 2F ! 0SNIFe& | yASSNEMaike Qa |

Bronze Award.

Race

Charter

| take a personal interest in promoting Equality at Abertay, as does the Executive Group and our governing

body, the University Court. We have been supporter of the Race Equality Charter Mark from the beginning and

took part in the pibt scheme. In this wevere unsuccessful, but we found the exercise very informative and we
were successful on applying again for the RECM Bronze Award in 2016.

The RECM is not, for us, a matter of gaining a certificate. It is a framework that we valuaa®of
understandig ourselves as a community, and of guiding our development.

Among the benefits that we feel we have gained for our participation in the RECM are the following:

It has helped us to better understand our staff and student needs ineill tliversity.

It has helped us to change our approach to teaching and learning to incorporate an understanding of bias

and privilege.

We make better use of our data, by taking more critical and nuanced approach to questions of ethnicity.

We are more cofident as a Uiversity when we deal with concerns related to race.

As an institution with relatively numbers of BAME staff and students, located in an area that itself has a

relatively small BAME population, we are acutely aware of feelings of isotaibmay arisewe have

encouraged staff and students to create opportunities to meet socially and formally to discuss issues and

concerns.
2S KI @S ONBIFGSR | WNBLER2NI | YR &dzLIL)2 -Niated intideats
formally and/or anonymausly.
From the office of the Principal & Vi€éancellor
Professor Nigel Seaton
Bell Street | Dundee | Scotland | DD1 1 HG
T:+44 (0)1383808016 (Direct) +44 | (0)1382 308000
(Switchboard)
E:.seaton@abertay.ac.uk\|V: abertay.ac.uk

Abertay University is a charity registered in Scotland, No: SC016040 7
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As on the occasion of our previous submission, we have prepared this submission in an inclusive way, involving
all the constituent parts of the University inthe SATS K| @S I f a2 Ay @2f SR 2 dzNJ Wi
BAME staff atwork. As ndicated in our submission, we have made extensive use of surveys and focus groups

of both staff and students.

It is a fundamental principle of the way we approach EDI at Abertay that we work together as a community.
While we have many collgaes who ae interested ing indeed passionate aboutEDI, we do not employ EDI
specialists in dedicated roles, and value the sense of shared endeavour that our approach brings. The IDEA
OWLY Ot dzAA2Yy X RAGSNEAGE I yR S hied by theludiversity SecrétaByNBabse v a |
EDI for the University, and links senior management to the Lead Voices Forum, RECM and Athena SWAN SATS
Trade Unions and staff involved in EDI across the University.

We are very conscious that we are, at presehg dnly Scottish University with the RECM, and we are using
our experience to support the other universities in their journey to address race equality, for example by
taking part in Advance HE Scotland meetings on this subject.

Engagement with EDI is anportant element of our Strategic Plan, which in turn drives resource allocation
and School and Service planning. In our Strategic Plan forZTZ8) we commit ourselves to these purposes:

A To offer transformational opportunities to everyone who has thdighio benefit from Abertay's
approach to university education;
A Toinspire and enable our students, staff and graduates to achieve their full potential;
A To use our knowledge and expertise to have a positive impact on the world around us.
We are very cosdous that we cannot achieve these purposes without ensuring that all our colleagues, and all
our students- from all backgroundsare treated with respect and given the opportunity to succeed.

Our Governing Body, the University Court, is strongly cdtachto Equality, Diversity and Inclusion. As a

Scottish University, we are required to complete an Equality Mainstreaming Report. At Abertay, this is much
Y2NB GKIFYy | F2N¥YIFE 206fA3FGA2YS YR A& thtEanddza F2NJ
progressin, EDA2 NB 3ISYySNItfesx /2dNIQa tS2LXS> ISIHfdK FyR
oversight of EDI and approves policy in this area.

Court values the diversity of its membership and takes this into account in the recniithiay members.
hyS 2F GKS (g2 /2d2NI YSYOSNBE St SOGSR o0& (GKS | yADSN
| wholeheartedly support our application for the Race Equality Charter Mark.

Yours sincerely,
NM St

Professor Nigel A. Seaton

Principal & Vic&Chancebr
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2. The seHassessment process

2a Description of the sesessment team

Our selfassessment team (SAT) was assembled to ensure the broadest possible representation from our
{GdzRSy(iaQ ! 3a20Al GA2Yy 3> | (drecREtESHOGhe Ubdesthy? ds dvell bsyoRersiwie  { S|
particular roles or interds in relation to race equality. As with our previous SAT in 2016, there was a conscious
decision to include appropriate senior management as members to ensurdavighresponsibility, directriks

into key strategic groups and committees, and becausseémembers are able to allocate staff and budgetary
resource to our commitment. All those invited to join the project were confident of being able to allocate

working time to be involved in suean important journey for the UniversitAcademicSAT memberare

allocatedtime in the workload allocation model. There is staff representation from all academic schools and
directorates on the SAT.

Table 2a(i) Staff numbers overview as at 1 December 2020

Full Part Total | No. of representativeg
time time in SAT
Senior management 12 1 13 5(7)
Academic staff (excl. senior management)| 172 44 216 4 (5)
Professional and support staff (excl. seniorf 159 91 250 5
management)
{ G dzR 3sbdciat@n/Represetation N/A N/A 3 3 (5

Table 2a(i) SAT demographic breakdown (all participants)

BAME White
Number 7 15
Percentage 32% 68%
Female Male
Number 13 9
Percentage 59% 41%

During the course adur selfassessment process, there have been severalgésio the SAT membership
owing to personal circumstances or staff/students leaving the University. All departing members have been
replaced or their roles reallocated within the SAT. By planniegd and by distributing the RECM application

2 If including staff who have left
3 As above
4If including student representatives who have left
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workload asquitably as possible, the SAT has been able to ensure the broadest possible involvement in
preparing this application

Table 2a(i) SAT membership

Name, University role, Key Committee |Why wanted to beinvolved in SAT?
subject area and membership
contribution to the SAT
Professor Joseph Akunna [N/A Already 2 f SR Ay GKS ! yAOBSNEAGES
Professoiin Water and educational partnerships.
Environmental Engineering
School of Applied Sciences
(Grade 10)
James Aldred N/A Fits with operational role to ensure student data informs good
Planning Ofter (Grade 7) practice across university operations. Experience in student eqt
movements as undergraduate.
Mrs Fiona Anderson N/A Personal belief that all staff and students should be treated equ
Business Analyst irrespective of any protected characteristics such as gender, ra
RECM Project Gardinator etc.
(Grade 6)
Mr Eddie Baines Court, Representation of students and improvement of SA practices
AbertayStudentAssociatioflPHEC
Vice President Teaching Learning
Com
Lead voicesSA rey
for Disability
MissDaniela Bandeva Court, StudentRepresentation
Abertay StudentQ FCPC, Identifying areas for improvement for both the University and th
Association, President Remuneration  [SA in relation to RE.
Committee, Expanding my knowledge and using my platform to give others
Teaching & voices.
Learning Promoting and empowering students, while providing a safe spi
Committee for everyone tabe their mostauthentic self while at Abertay.
Challenging my own knowledge and becoming a better ally.
Mr Graeme Bletcher N/A Ensure the valuable work of the SATdsmmunicated to the
Public Relations Manager University
(Grade 8)
Ms AndreaCameron ALG; TLC; SenatgHas an ongoing commitamt to creating inclusive learning
Dean of Sabol of Applied [ELIR Steering  |experiences and generated an Advance HE case study on emb
Sciences; Intellectual Lead [Group; HSSC; SMrace equality in the curricufa.
Teaching and Learning Lead Voice for
(Grade 10) Pregnancy and
Maternity; IDEA
Management
Group;Athena
SWAN SAT
member and paneg
member

10
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Ms Susan Campbell SMT Interested in our studenpopulation, and whether we see differer
Registrar and Deputy Senate patterns of performance or engagement in different student
Secretary(Oct 2019 Feb groups.
2020)
(Grade 10)
SafyaDevautour Court Duty to represent the students. Interested in seeing how the
Student Association Vice [PHEC university is dealing with racial issues.
President(Oct 2019 Feb |FCPC
2020) Teaching &

Learning

Committee (TLC)

Dr Salma ElSayed
Lecturer,

School of Design and
Informatics

(Grade 7)

N/A

Help promote E&D.
Expand my network and experience.

Director ofPeopleand
Organisational Developmer|
(Grade 10)

Dr. KathyAnn Fletcher N/A Very interested in E & D and to get more involved in the wider
Lecurer in Marketing, BLS university.

(Grade 7)

Ms Eilidh Fraser SMT ¢ contact for Has a leading role in E&D for staff, is keen to apply experience

Race and Religior]
LVs

PHEC

IDEA Managemer
Group

Athena SWAN SA
member and pang
member/chair
Universities HR
Interim
Treasuremnd
Advance HE
Liaisonfor UHR
Scotland

Athena SWAN and E&D generally to advance race eqqalitg to
share the experience of the RECM with other institutions.

Amira Ibrahim
Student(September 2020)

Chair, African
Caribbean Society

'To represent the views of students from ethnically diverse
backgrounds

Ms Jackie McKenzie
Director of Externaand
Corporate Relations
(Grade 10)

SMT member and
responsible for the
Uy A @S NAEA I
marketing and
recruitment which
impacts on Race
Equality

Important that race equality underpins all aspects of thaversity,
including in our recruitment of students dmpromotion of the
University more genally. We should be seen as an inclusive,
progressive and fair institution that welcomes students from acr
the world.

Dr Nnamdi Madichie
Senior Lecturer,

School of Business, Law ar
Social Sciencé®ct 2019
May 2020)

(Grade 7)

N/A

'To representhe staff of BLSS

Race Equality Charter application vl Mar 20
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Mr James Nicholson
Director of Studenand
Academic Services
RECM SAT Lead
(Grade 10)

SMT(contact for
LGBT+ Lead
\Voices)

IDEA Managemer
Group

Teaching &
Learning
Committee (TLC)
Senate

PHEC

ALG

Part ofUniversitywide remit to address and respond to issues ol
equality and diversity. Personal interest as family were migrantg
GKS 'Y FNRY LNBftFIYR 6mMdnnQao

0 MYy hCoditled antiracist.

Mrs Diane Norris
Pele & ODPartner
(Grade 8)

N/A

Equality and Diversityontactwithin People Services.
Coordinating HR actions for policy development around equalit
and best practice.

Mrs Moriamo Oduyemi
Head of IT Security,
Infrastructure and Corporatj
Solutions

(Grade 9

Staff Lead Voice f
Race

As the Staff Lead Voice for Race (and previous chair of the Rag
Religion and Belief Equality Task Group (RRBETG)), | want to |
the SAT to ensure the needs of the minority groups are well

reflected inthe Univet A G @ Qa L2t AOASasz LN

Dr Alastair Robertson
Director of Teaching &
Learning Enhancemef®ct
2019¢ Apr 2020)

(Grade 10)

ALG

SMT

TLC (Vic€hair)
Senate
Curriculum Reforn
Steering Group
(ViceChair)

ELIR Steering
Group (ViceChar)

As Director of Teaching ahearning Enhancement, | have
responsibility for the strategic development and implementation
0KS ! YAGSNERAGEQa (SIOKAYy3 |y
SAT as | believe passionately that everyone has an eghatoia
high-quality educatiorand student experience irrespective of the
background, race, gender, sexual orientation, disabilities etc.

Dr Luke Millard

ALG

Key focus on student suceefor all students, from improving

Chancellor (Strategy and
Planning)

Dean of Teaching & LearnilSMT retention to enhancing employability
(Grade 10) TLC
Senate
ELIR
Ms Caroline Summers SMT Interested in ensuring equality and diversity issues are reflectec
VicePrincipal and Pr¥ice |Court developmentof YA G@SNBAGE QA AGNYI GS3e

Kelson Teo
Student (Felg Aug 2020

Vice President of
African Caribbean
Society

To represent the views of students frogthnically diverse
backgrounds

Ms Yvette Wharton
Lecturer, Sport and Exercis
Sciences

Health & Safety
SubCommittee

SAS Representative

To ensure that E&D is embedded in subject provision and that
addressed appropriately and without disadvagea
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2b The seHassessment process

The table below provides detaitd when our SAT met during our sasessment process for ourapplication

for February April 2021. The SAT repdotshe University Executive and Senior Management T,emith updates
providedregularly In addition, anumber of other University comittees received reports on RECM and have
considered this application. Details of the timings of this have been included in the table below. In addition, law in
Scotland requires the University to publiskapinually an Equily Mainstreaming Repotias pat of our Public

Sector Equality Duties. This also forms part of the reporting process to PHEC, the University Executive and the
Senior Management Team (SMT) on race equality.

Table 2b: Meeting information

Meeting date Attendees  [Purpose/Decisions made

17.03.2019 10 RECM background briefing and explanation of thapplication
process for members; Constitution of SAT and other potential
members identified; Review and update of previous action ple

13.06.2019 9 Embedding Race Equality in the Curitien

07.11.2019 10 SAT group reviewed NSS data and EHRC report on tackling |
harassment at universities

17.12.2019 11 Update on application extension; Student data presented and
discussed; Action plan updates

12.02.2020 11 Update on statusf staff surveys includinigitial overview of

results from full staff survey; student data updates presented
discussed; results from Graduate outcomes survey and
Designation of Leavefeom Higher Education Survey presente
and discussed

30.04.2020 11 Main points from student survey noted; student data updates
presented and discussed; staff data presented and discussed

03.06.2020 11 Student data updates presented adiscussed; Benchmarking
data and analysis presented and discussed

08.07.2020 14 Degree awards data supplement presented and discussed; R

Equality Student Survey results & feedback presented and
discussed; Writing/review groups fapplication sections

identified

27.07.2020 7 Follow up meeting to present and discuss theegnder of
Student Survey results and feedback

15.09.2020 11 Update on student data section and discussion aroigssdes and
recommended actions

19.10.2020 13 First draft of teaching & learningection presented and discussy

24.11.2020 9 Updated teaching & learning sectiggresentedand first draft of
staff section presented and discussed

18.12.2020 13 Updates to Student and Staféctions discussed and Overview
/Abertay section presented and discussed.

15.01.2021 11 Updates to Student ahStaff sections discussed and draft sect

on SelfAssessment Process and RPgsdduate Employment
presented and discussed

5 https://www.abertay.ac.uk/media/6716/equélly-mainstreamingreport-2019.pdf

13
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02.02.2021 11 Updated Postgraduate employment section and Staff and Sty
Focus Group output presented and discussed
26.02.202 10 /Action plan discusseahd overview of final draft sections

Communication between SAT members has been through meeéngs|s and telephone conversations. A
Microsoft Office Teams site was set up to allow SAT members easy access to informatidmgrbackground
reading and meeting notes. Communication to the wider University has been through the University News
(hosted on the intranet) and Community Update email newsletter.

Word Count=167
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2¢ Involvement, consultation and communication

The Universityusesstaff surveysi i dzR Bgfliileie@aluation and National Student Survey data to identify themes
and concernsalong with feedback through staff Lead Voices (see below) and student representatives
Additionally, Race Equality surveys weeatso all staff and students, with remieds sent at the midpoint and a

few days prior to closing the survey. The surveys were opened on 26/11/2019 and closed on 20/12/2019. The
surveyfeedback formed the openednded questions for staff and student foagi®ups in early January 2021.
Recruitmentfor the focus groups was via email in Aid@cember. There were 12 BAME students who participated
in the focus groups, and 6 BAME staff.

Students

The student race equality survey had 215 respondents (5.5% of gtpdeunlation), of whon 31 identified as
BAME or as having a BAME heritgd4% of survey populatide.10% of total populatiopwith the remainder
identifying as white. Due to the small number of respondents and small size of the University, data has been
aggregated and nationality data excluded@hemes that became apparent from the data were:

Belonging(68% of BAME students compared to 40% of White students either strongly agreed or agreed to the

=~

A0FGSYSyd a¢KS SGKYAOKk NI GALIF ORAMG SNE Avee 325 4150 SN 1988 ¢!

‘d! a GKS 2yfte .f1 01 adtddzRSyd Ay Y& &SIN INRdAzIE oy
Abertay in different degree programmes and years) it would help to get a deeper sense of belonging by seeing
more Blak and ethnic minority students on caddza ¢ ¢

‘dLGQé YyAOS G2 06S LINIL 2F | dzyA@SNmAGE GKIFIG KFa 1.
Ffglea | g2NNEB ¢KSy @&2dz 32 G2 | yS¢ OAdGe odzi Al YI -
Racial DiscriminatioifiLocal](32% of BAME students comparedl14% of White students either strongly agreed

2NJ F ANBSR ¢gAGK GKS adrdSYySyd wL KFE@S gAlySaasSR 2N
.d L Ldzi AY KSIFRLK2YySa ¢ K S3ShersigaGeNeeh &lfawv tithekzihat MNagencadzaf A O
I N} OAlf &fdzNJ 2NJ LINP@20FGA2ya KIFE@S 06SSy GKNRgy Ye |
Racial Discrimination [On Campu&]3% of BAME students compared to 18% of White students either strongly
RAalF3aINBSR 2NJ RA A&l 3 NBpPoReda race&ated ikclenaolnly insSitMtiSny/ appropiiate

I OGA2Y g2dd R 0SS Gl 1SyQo

F&&a N5 &adzoidft.

¢

‘daZéﬂ NI OAFf RAAONAYAYIGA2Y (KS
A

as
lack the words to express them or even evidence to iR¢kS A NJ Of | A Y& ¢

™

‘GLQY dzy & doNOzE 2RF N&SKLZ2 NI NI OA Lt RAGONRYAYl GA2y (2 Iy

Studying at Abertay(81% of BAME students compared to 86% of White students either strongly disagreed or
RAZI INBSR 440K IdrkcBmnieddimy @sttétignito apio§p®@ 2 A6 S a4 G dzR Sy i Q0

6 Data aggregated is where there was no difference in responses by ethnicity
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.dl_d KIFra 0SSy I yAO0OS SELISNASYyOS a2 FFENW 90Sy 6AiGK
FNASYRAKA LI ¢

.dd:Ké LINEPFS&aa2NBE FNB &2 KSf LIFdA $yR2NIAVS KFRSAGff S¢

Unsurprisingly thesame themes and key messages from the student focus groups echoed that established in the
race equality survey. The output from the student focus group identified key actions for the University to address
as part oftis action plan

AP2c(i)Provide claty of complaints procedure and how to use it

AP2c(ii)Educate student community on micro aggressions

AP2c(iii)Provide and support opportunities for local students to embrace the diversity they bring thi
social &ents/societies

AP2c(iv)Provide opportunities for BAME students to meet online and in person

AP2c(vIDemonstrate commitment to diversity, inclusivity and race equality through campaigns

AP2c(viPromote the RECM and its commitment/plan for action

Stdf

Staff feedback has been through staff surveys, a focus group, Race Lead Voices and a BAME staff
network, as outlined below.

Staff Surveys

The University conductssdaff engagement survegvery two years to understand staff experiences.
The data is ctdted and analysed by an external provid&sponse rates are high, but the most
recent survey conducted in 2019 hamb few (under10) responses from staff identifying as BAME
which was todew to breakdown by ethnicityHowever, ve had sufficient resposes to obtaira
breakdown for the 2017 survey.

BAME staff responded significantly (statistically) more positively than staff overall to 15 questions.

There were none where BAME staff resded significantly more negatively. However, there were

16forstF ¥ K2 OK2aS WLINBFSNI y2G G2 alreqQ 2y SGKyAOAGe®
WLIINBTFSNI y23G G2 alreQ ONraa Fff LINRPGSOGSR OKLF NIF OO SN
s Q PINASR a2 YAIKEG NBFE SOG amofkeing ideatiled @espitd ¥ K gA y 3
reassurances that the raw data is never made available to the University. Some areas of significant

difference are highlighted here.

Table 2c (i) Abertay StaEngagement Survey 20X7a sample of the questions where BAMEat

2N) GK24S NBAaLRYRAY3I WLINBFSNI y24 G2 areQ 2y SGKYyAOA
to the overall organisation scorgStatistically significantly mongositive responses are shaded

green and more negative, red.)

Statement % posiive % positive % positive response
response BAME| response White| Wt NEFSNJ vy

16
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Q2-2 Generally, | enjoy my work

100%

90%

74%

Q25 | feel inspired to do my best
work every day

93%

74%

52%

Q43 To what extent do you agree thi
' VADPSNRBAGE Qeinenf Sy 7
Group support new ideas for
improving services for students and
service users

80%

57%

41%

Q45 To what extent do you agree thi
' YA @S NBE ANahdagémerjt Sy /
Group are focussed on meeting the

needs of students and service users

93%

73%

60%

Q69 Myteam leader/ line manager/
immediate supervisor keeps me
informed about things | should know
about

93%

74%

61%

Q123 | am satisfied with theupport |
get from my work colleagues

100%

88%

79%

Q131 Are you currently being
harassed or bullied at work*

*0% agreed with the statement

0%

5%

8%

Ql4H L LY I 81 NB 2
Equality & Diversity Policy

100%

95%

95%

Q145b TheUniversity respects peopl|
equally regardless of their disability
status

100%

96%

88%

Q145c The University respects peop
equdly regardless of their
ethnicity/nationality

100%

96%

90%

Q152 There are opportunities for me
to feed my viewsipwards in the
University

87%

60%

42%

Q2-6 | feel part of my school or serviq

87%

75%

52%

Q29 | feel valued by the University

53%

52%

29%

Q212 | feel my job security at the
University is good

67%

54%

29%

Q35 Would you recommend the
University to a friend as a place to

work?

53%

61%

31%

Race Equality Charter application vl Mar 20
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Q41 To what extent do you agree th{ 60% 58% 32%
' YADGSNAAGEeQA {Sy/
Group manage and lead the Univigys
well

Q4-6 To what extent do you agree th{ 67% 59% 40%
' YADGSNAAGEQA {Sy/
Group buid strong, ceoperative links
with the community

Q85 | feel there are opportunities for| 60% 40% 20%
career development for me at the
University

Q162 | feel there are adequate 67% 50% 21%
opportunities to raise points of
concern

Q189 Generally, | think things will 50% 56% 33%
improve in the next 12 months

The survey suggests that staff who identify as BAd®Epared to their white counterpés) feel

more secure in their role, feel more part of the service they work for and are mare likely to feel
valued by the university. Additionally, BAME staff believe thereadegjuate opportunities to raise
concerns and are more confident that ideas Wwéllistened to. All BAME staff (and 90%-+ of others
responded positively regarding the University respecting people equally regardless of
ethnicity/nationality. However there may be some hidden differences, with those not declaring their
ethnicity feeling less albe to voice opinions or suggestioand beingless confident about

opportunities andpositive changes in the future.

The response rate for thRace Equalitgtaff surveyin 2019wasdisappointinglylow; there were

under 10 BAME responderasid mog responcdents identified as White. In terms of the open

questions, the feedback relates to transparency of processes, such as academic promotions and the
grievance procedure. Due to the low response we sought to gain further information from later
survey ad focusgroupinformation andwill work closely with our Lead Voices to increase

participation rates and declaration in future surveys.

AP2cyii) Work with LVs and BAME staff network to improve BAME staff participation and declarati
surveys

In 2020a Pulse Surveywas carried out to ascertain views of the staff population relating to home
working, communication with line managers and other issues relating to the CI3\fiBndemic.

There were 239 responses to the survey of wHiBh6.4% were from BAM staff 5.9% &

respondents did not specify their ethnicity. There were a number of areas where the responses from
BAME staff were more negative to White respondeis.aconsequencea discussiomook place

gAGK GKS |y sahetdok iviichh&lped to mf@m some actions that could be taken to
address some of the challengése Lead Voices below)

It was agreed that a role of EDI Champion or Advocate would be established which would be an
independent role specifically for BAME staff to dssaoncerns anseek advice on how to handle
situations.It was agreed thatole holders would have to undertake relevant training to ensure that
they were appropriately skédt to handle and advise on handlingarticular scenarios and how they
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may be resolved AP4c]i]). It was agreedhat there should bea communication on the University
approach toracism,and that issues are taken serioushcademic staff also were concehabout
feedback from students on the course feedback form and making it tlestidents that the forms
are forpositive communication and awpportunity to provide constructive feedback on the teaching
staff.

Table 2c (ii) Abertay Staff Pulse Surviyyre 2020 BAME Staff responded mongegativdy)

Statement % BAME agree | % Whiteagree

Under the current circumstances, | understand what is| 69.2% 86.3%
expected of me in the way | work

| have what | need to perform my job effectively where| 38.5% 58.0%
am currently working

I know where to go for support regarding my health 61.5% 85.8%
(mentaland physical), safety and wellbeing

The CO\I-19 pandemic has impacted my ability to do { 46.2% 19.3%
publish my research

Table 2c (i) Abertay Staff Pulse Survey 202BAME Staff responded morngositively)

Statement % BAME agree | % Whiteagree
| am satisfied with the flexible working arrangements i 92.3% 84.0%

place

The contact | have with my line manager is sufficient W 92.3% 86.3%
working flom home

Feedback from the Race Lead Voices suggests that due to the small numberBsEfNh the University,
surveys are not a popular way rfoviding feedback and information. BAME staff believe that focus groups and
direct dialogue vith decision makers are more effective in eliciting change as a collective aoidallow
concerns ¢ be raised in a way that surveys do not.

Staff focus group
C20dza 3INRdzL) FSSRol O1 F2dzyR GKI G Yz2aild !SHYIACRINGRA (6820Nd At

Friendliness of colleagues was a factor mentioned by all participants regardiess tdng they had been
working at the University.

‘dﬂ:KS O2ftFr 02N GADS SY@ANRYYSyd |Y2y3ad Li®adeitS X
YdzOK SFaASNI G2 &adFNI Ay F LIYRSYAODE

‘d¢KSNJ§ Aa | 322R fS@OSt 23S@m2N] 60SAy3a R2yS [ yR 32
There was a perception that there was a lack of progression for those working in support services in comparison

to academics.

‘dL GKAY]l .'a9 &adGFFF R2 0SGGSNIAY | OFRSYAlF ISy SNI |
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None of the participats were aware whether the University had a process in place to deal with issues

surrounding race equality although one stated thatyHead never attempted to enquire about such a process.

All agreed that if a process was in place it needed to be morefwide O2 YY dzy A O G SR Fa Al Wy
did not appear to be top of mind.

There was also the perception that staff were not enamed to make complaints or seek advice/guidance.

.d {GFFF FNBE RAAO02dzNI 3SR T NR Y adgitanight Be diffisuto grové tBed | y OS |
RAAONAYAYLFGA2Yyd LG A&a | OFrasS 2F @2dz2NJ ¢2NR | 3IFAyad
It was notedthat given the mall number of BAME staff at Abertay some may be reluctant to make a complaint

or raise an issue because they would beniifeable.

.dLGQé KFNR G2 aLlSF]l lo2dzi I NIXOS AaadzS AT &2dz | NJ
has madethec6s YSy i@ 'y AYyRSLISYRSy(d LINRBOS&da 2F NBOASsa Aa
In general, staff perceived that the University were tryindp&oinclusive but not all University employees shared

this view or delivered on this commitment.

.d ¢2 0SS FTFAN (2 YiKS Ny LD IINBANY e GIKSINS@RE |y AydSyid
but when it comes down to people to people inteO G A 2y @GSNEB 2FGSy AdQa SYo
RAFFAOMZ G G2 OKIFIy3aSd {2YSUHAYS&ESARFA NI 02 Yabdzo § f
Participants also felt it was unfair to compare Abertay University to other higher education institaaech
had its own issues.

.daé LINE@A2dza LI I OS 2F NBaARSyOS ¢la graidte Y2NB
problems ... the problems are different and need to be addressed in their specifics. Comparisons like these
I NBy Qi &fdzbIS NJ KSt LIT dz

This suggests the University needs to take a contextual approach in consultation and collaboration with BAME
staff.

The SAT iderfted the following actions to address the issues raised by the staff focus group.report

AP2c(vii) Work with BAME staffdt review the policy, process and guidance for staff wishing to
report/complain about a racist experience.

AP2cix) (a) Develop anentoring scheme for support staff, ensuring awareness and suppor
the needs of BAME staff

(b) Improve communication teaise awareness of promotion and development opportunities

(c)Ensure that career development is part of Development Discussicgrsctiurage BAME staff to
apply for promotion/new positions

AP2c(x)Provide drmalrepresentationopportunities for BAME stafftudents to raise concerns/ideas

AP2c(X) Review the RE Action Plan on a termly basis
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AP2c(i) Provide specific diversity tising formanagers.

Lead Voices

The Universityaunched itd_ead VoiceflVs)nitiative in 2018, recruiting volunteers tct as voices fostaff from
different protected characteristicand has two Race LMdembers of SMT volunteer to lmhampions of a
particular protected characteristic to suppof¥sin bringing issues and concerns to the fore. The role of the
champion igo support the LVs if access to information, support and advice is being blockegvimy.Regular LV
Forum meeting enable LVs and SMT champions to raise and discussuoigessity issues.

In addition to providing direct feedbacthe Race LVisstallished aBAME staff networkn 2020 and hold
meetingsto discuss any topics staff wish to raise.

The network discugsl key issues from the focus group and surveys with People Services colleagues in March
2021. Their key recommendation wimat a role ofEDI champion or advocate should be established to provide
independent contacts for BAME staff to discuss concernssaell advice on how to handle situations. It was
agreed that role holders would require training to ensure that they were appropriatdlgdko advise on
particular scenarios and how they may be resolved.

It was also agreed that there should be a coyfuOF GA 2y 2y GKS | yABSNBAGE QA | L
AadaadzsSa NB GF1Sy aSNA2dzaf ez | &cstifdsd wele@ZondelNd® didui A y 3 W
feedback from students and making it clear to students that course feedback foenfigrazonstructive feedback

on teaching. The group also recommended reviewing the E&D Policy.

AP2c(ji)

a) Create a role of EDI champior advocate as a point of contact for BAME sttfiure
appropriate training and support is provided to the indivéds and publicise to staff.
by 2YYdzy AOF 1S GKS | yASSNANRY¥Q4E SI KGR WOt id2 ! N

AP2c(x) Review the University E&D Policy to encompass inclusion and the wider benefits of dive

Student Networks

There icurrentlyone student society that provides a forum for discussion and companionship with the University
aimed at BAME studentslheAfro-Caribbean Society (ACS) at Abertay University aims to share information and
experiences of different cultures. ACS run events and meetings throughout the year to assist in building a
community of friendship and support. Previous societies, sut¢heamternational Student Society have folded as
there were no students willing to take on the responsibility of running them, even with sufrpantStudené Q
Association staff.

External Groups

The University is also part of the Scottish Race EquNdityork, supported by Advance HE. In addition, senior
staff at the University have been involved with supporting other Universities in Scotland, and the Scottish Funding
Councilin thinking about/addressing Race Equality within the institutional contesibgwurselves as a case study,
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through conference workshops and round table meetings.

There are very few BAME support or community groups in Dundee. The University has links to the Dundee
LYGSNYIGA2Yy L 2 2 YHery @aduateSayidk Ma wasksDI\RQ peolide placements and
volunteering opportunities to students that our Careers Service promote and support. The city and region do not
have a Race Equality Council.

Communicatiors

The RECM SAT has representation from the Univélsiymunicatonsteam. The Communications team have
regularly reportedvia the University Community newissues raisedr important information to impared by the
SAT (for example promoting the Univer§iti W ¢c&ripign(se® figure belowindwebsiteto report race hate
incidents), the Race Equality Charter Mark, and promoting surveys and focus group participation.

~Af Abertay
+” University.

There’s no place for

racism at Abertay.
E LL Click here to make

@@ a report.
O #TellUs

www.tellus.abertay.ac.uk

Word Count=1805

"HEPlrepork RSY GAF@AYy3I (GKS ! 6SNIle WwWiSt fticedza Q NBLIZ2 NI AY3
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2d Future of the sethssessment team

Following the submission of thedhze Award application, the remit and membershig of the SA-[V\{i” be reviewed
AY 2NRSNJ G2 o6SadG Lz2NERdzZS GKS FAYa 2F GKS | Ol gedda. LI |
This is part of the current review of E&D governance and mamant structures and processes.

It is anticipated that current SAT members will remi@improvide oversight, feedback, advice and guidance, given
their enthusiasmand contribution,allowing for normaturnover of staff within the University. Volunteersitiwbe
sought from areas of the University that are identified as being underrepresented in the SAT during the
membership review.

The SAT will continue to meet r@egular intervals and report to the University Executive over the next three years
to ensue that the University remains on course to embed an inclusive environment for all staff and students
across our campus.

Overall responsibility for monitoring proggs against the RECM action plan will regide it K G KS | Yy A @SN,
Management TeangSMT). The Director of Student and Academic Services hdgeg Chair of the SAJuring

the application proceswill have overall responsibility for ensuring actsosre taken forward and addressdde
University recognises that achieving our goal of entdeg equality at the heardf the institution will require a

change in culture throughout the University. To accomplish this, the University has mainstreamedd&dy
management processes and practices: Deans of School and Directors of ServioeeVRIERM objectives

incorporated into their operational plans. They will be required to report regularly to PHEC which will, in turn,

NB L2 NIi (2 § K&ning hollyd RedEak actibman @da)@ss reports will be discussed at meetings of
SMT.

Word Count=280
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3. Institution and local context

3a Qrerview of your institution

Abertay is a modern Scottish university that received University title in 1994 but has a long history of
educating students dating back to 1888. Originally founded as thddzuhechnical Institute, we have held
consistently to a mission of preparing gredes for the world of work, supporting industry, commerce and
the professions locally, nationally and internationally. We have established a reputation for developing
innovatve, exciting degree programmes in a variety of leadidge subjects.

By farthe smaller of the two universities in Dundee, today Abertay comprises 4,226 students mostly divided
between three main Schools: the School of Business, Law and Social §dlem&chool of Design and

Informatics; the School of Applied Sciences. WetlbodS | DNJ Rdzr §S { OK22f X K2YS
researchers and postgraduate students.

Figure 3a(i) Total number of undergraduate and postgraduate students in 2020/21 acadgear

Level Home EU ruké Intnl Total
UG 3221 514 169 60 3964
PGT 250 45 10 64 369
PGR 75 14 5 30 124
Total 3546 573 184 154 4457

Percentage 79.7% 12.8% 4.1% 3.5%

Abertay is internationally renowned in the fields of computer games technology, wemarts, digital

security, and environmental management. We were the first university in the world to teach degrees in
computer games technologies and one of the fisstdaunch a degree in ethical hacking. As well as these, we
also offer a wide rangef courses in fields as diverse as psychology, sociology, forensic science, business, civil
engineering, sports science and food science across our four academic Schools.

Around ®.7% of the student body is Scottish (home), with a furthdf4 from the resof the UK, 2.8% from
elsewhere in the European Union aBd% International students from outside the EU. Overall, more than
60 nationalities are represented among aiudent body. Within the staff,Bnationalities are represented.

¢ KS | y Adiganihtidnal &hark (see below) shows a small numbg@eoplewithin the Senior
Management Team (SMT). In 2019 and 2020, the University reorganised its Schools (frdabd Service
Directorates (from 7 to 4). The University Executive is made upedPtincipal, Deputy Principal, Vice
Principal (Strategic Planning) and University Secretary.

8rUK is the term for students whose domicile (fee status) is England, Wales or Northern Ireland.
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Figure 3a () University Organisatioal Chart(See also the charts afiversity Committees in section 4d)

Principal
| ]
Deputy Principal Wice Principal _ University
Strategy & Planning) | Seeratary
P
| |
Dean, Schoel of Dir=ctor of External and I Governance
Business, Law and Strategic Flanning Corporate Relations |
Social Science |
T ﬂ I
|
Dean, School of Director of Finance, |
Appled Szience Infrastructure and I
Corporate Servicss
T |
|
Dean, 5chool of Design I
and Informatics ]
Dirgctar of Feople I
Services I
Dean, Rezesrch 3nd ] |
Graduate Schaal |
|
Diirector af Student and |

Academic Sarvices
Dean, Teaching and
Learning

Word Count=329
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3b Overview of thedcal population and context

The population of Dundee City is ¢.148,086ottish Government census data identifies 6% (8,760) of the
population within Dundee City &AME(ie, all norwhite ethnic groups), which is the fourth largest
proportion in Scotlad. Within this, 4% is Asian and 2% other, both higher than the Scottigimal averages
of 2.7% and 1.3% respectively.

Figure 3b(i) Dundee/ScotlandA/E number comparisons during mizi015

7

5

g5 4

. M Dundee City

3 4 M Scotland (average)
3

0 - T T

% BME % Asian % Other

Abertay recruits roughly 60% of its undergraduate populafiom its immediate environs: Dundee City; Fife;
Angus and Perth & Kinresln these areas, theA¥E populations are, respectively: 6%; 2.4%; 1.3% and 2.1%.

% BME Population

Scotland (average)
Perth & Kinross
Angus

M % BME Population

Fife

Dundee City

o 1 z 3 4 5 G 7

Figure 3b(ii) Dundee and surrounding areABE population during mie2015°

With a BAME student poplation of 6.1% and an academic stB&MEpopulation of 9.2% Abertay might be
considered tchave a fair reflection of the local populati@gainst the national and local averages, although
BAMErepresentation amongst support staff is lowat,2.3%. Givethe size of the institution, however, the
actual numbers of BME students and staff are low.

9 http://www.gov.scot/Topts/People/Equality/Equalities/PopulationMigration
10 http://www.gov.scot/Topics/People/Equality/Equalities/PopulationMigratio
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Racial hate crime is the commonest of all hate crimes reported in Scotland, with 3,038 charges reported in

2019/20*. Sexual orientation aggravatedmes are thesecond most common type of hate crime reported in

Scotland, with 1,486 charges reported in 2019/20. Religiously aggravated charges reportegdf 20201
numbered 660, an increase of 24 compared to 2018/19. The number of disability aggrelvatgds
increa®d by 29% to 387 in 2019/20. Abertay has no reported instances otniggered hate crime.

Figure 3b(iii) Trends in Hate Crime Reported in Scotland 202320

Trends in hate crime reported,
2003-04 to 2019-20

3000 N = === Race

2000 ~— e Re"giun

1500 Sexual orientation

Disability

Our local area has experienced a steady decrease in nacidents since 200607, consistent with the
trend across Scotland. In 2013/14, the number of racist incidents recorded locally was identical to the
{O020GAaK | @SN IS o0dzi aAIYyAFAOLyGte €t26SN KIFY

Figure 3biv) Racially aggvated crime: Numbenf charges reported, 201Q1 to 201718, by Procurator
Fiscal Office (Dundee)
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The number of racially aggravated crime charges in 2018/19 equates to 8 for every 10,000 people.

According to Police Scotland, the pattern of racial hate crime in dutld F NBIF A a WOSNE

always involves the verbal abuse of A&ME fiopkeeper or taxi driver by an intoxicated white person. Police

11 hitps://www.copfs.gov.uk/images/Documents/Statistics/Hate%20Crime%20in%20Scotland%202019
20/Hate%200me%20in%20Scotland%2020620.pdf
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Scotland has identified no significant community tensions other than historically when the ScottisheéDefenc
League (SDL) staged events, although no SDL event has been staged in severnad year€ity Council has
consistently refused permission for the SDL to gather. Indeed, the city of Dundee reflected its opposition to

the incitement to racial hatred bydgO K INR dzLJA o6& SadlofAaKAy3dI GKS | yydz
festival. Nor ighere any evidence of student hate crime as a trend where students are victims or offenders.

In relation to unreported crimes, there are anecdotal accounts of raciad@buthe street, but this is difficult

to quantify. The University is actively invedvin the Contest/Prevent woilkad by the Governmerdnd one
ofthe SAT projecte@ NRAY | 62N&E A& | YSYOSNI 2F GKS OAadGeqa I 14GS
We see our role is to support the city @mmunity cohesion

At 6%, the local BME pqulation is relatively small, meaning that there are very few large associations with
which the University can interact in a systematic or formalised manner. Abertagnhastive African and
Caribbean Society that was formed since the 2016 RECM applicati@ddition, we operate extensive
outreach projects with local schools that, while not directly aimed at particuB populations, will
introduce the University t®AME pupils in the local population.

The comparatively small¥BE numbers among owtaff and students mean there is limited scope for the
F2NXYIFGA2Y 2F YIye AYOGSNYyFf Odz GdzNI £ a20ASGASa | yR
(activelypromote events and opportunities via o@mmunity Update newsletter) pointing B\ME gaff and

students towards relevant groups and eveatdDundee University anid the local community. Following a

review of E&D structures, the University implementedSad | LILINB F OK A GK W[ SFIR £2A0
RAGSNEAGE WI RO até| witiSa l€ast grke btdff méntber BRrisl ank &uyfent for each of the
LINEPGSOGSR OKINYOGSNRARaAGAOad {(idzRSy(a ¢K2 herHighary G§ SSNJ |
Education Achievement Report (HEAR) and funds has been made availaiéttdd meetings and events.

This is intended to improve active engagement with students and staff on equality and diversity issues, and

for making routes to input idessabout improvements more visible to these stakeholders (especially students)

while abo empowering a cadre of staff/students. The University recently made available to all students on its

VLE an online module on bystander interventions that includesrirdtion about challenging/calling out

racist behaviours and actions.

The{ G dzR Sy (i & Q, suppoied Bykhe Uriversitholds events with the aim of promoting greater

awareness and interaction between different racial groups and cultures. Theseyh&v& idzZRSR (G KS W! 6 S
D2Sa Df26lfQ FI AN |y RndéddScelebE tedriSrSandibrany cor@riButiocn ko £ = A
society made by refugees. Changes in the demographic-onaké the student body can restrict the

sustainability of such indtives, and the relatively small scale of the University can presestitcagi

challenges to staging viable events on a regular basis. However, the University has strong partnerships with

our local FE and HE providers which allow greater involvementibstaodents in beneficial muftultural and

inter-racial activities elsghere.

Word Count=857
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4. Staff profile

4a Academic staff

The following section provides an overview of staff working at the University over the last 3 years.

Table 4(i) All Aademic Staff by Ethnicity

2018 2019 2020
Ethnicity No | % No | % No | %
Asian or Asian Britishindian 2 0.9% 2 0.9% 3 1.4%
Asian orAsian British Pakistani 1 0.5% 2 0.9% 2 0.9%
Black or Black BritishAfrican 3 1.4% 3 1.4% 2 0.9%
Mixed - White and Back Caribbean 1 0.5% 1 0.5% 1 0.5%
Not Known 4 1.8% 7 3.2%| 18 8.1%
Other Asian background 7 3.2% 5 2.3% 5 2.3%
Other Blaclbackground 0.0% 1 0.5% 1 0.5%
Other Ethnic background 5 2.3% 4 1.8% 4 1.8%
Other White background 113 51.4%| 112 50.5%| 96 43.2%
White - British 8 3.6% 9 41%| 14 6.3%
White - Scottish 76 34.5%| 76 34.2%| 76 34.2%
Total 220 | 100.0%| 222 | 100.0%| 222 | 100.0%
Table 44ii) Academic Staff of known ethnicity, aggregated
2018 2019 2020
Ethnicity No % No % No %
BAME 19 8.8% 18 8.4% 18 8.8%
White 197 | 91.2%| 197 | 91.6%| 186| 91.2%
Table 44iii) NonrUK and UK Academic Staff by Ethnicity
2018 2019
UK Non-UK UK Non-UK
Ethnicity No % No | % No | % No | %
Asian or Asian British - Indian 0.0% 2 3.9% 0.0% 2 3.8%
Asian or Asian British - Pakistani 1 0.6% 0.0% 0.0% 2 3.8%
Black or Black British - African 3 1.8% 0.0% 3 1.8% 0.0%
Mixed- White & Black Caribbean 1 0.6% 0.0% 1 0.6% 0.0%
Not Known 3 1.8% 1 2.0% 6 3.5% 1 1.9%
Other Asian background 2 1.2% 5 9.8% 1 0.6% 4 7.7%
Other Black background 0.0% 0.0% 0.0% 1 1.9%
Other Ethnic background 1 0.6% 4 7.8% 0.0% 4 7.7%
Other White background 74 43.8% | 39| 765% | 75| 441% | 37| 71.2%
White - British 8 4.7% 0.0% 9 5.3% 0.0%
White - Scottish 76 45.0% 0.0% 75 44.1% 1 1.9%
Total 169 | 100.0% | 51 | 100.0% | 170 | 100.0% | 52 | 100.0%

2Numbers are at 31 JuB02Q Academic staff includes researahly staff. BAME includes allagips
other than White/Other White.
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2020
UK Non-UK

Ethnicity No | % No | %

Asian or Asian British - Indian 0.0% 3 5.5%
Asian or Asian British - Pakistani 0.0% 2 3.6%
Black or Black British - African 2 1.2% 0.0%
Mixed- White & Black Caribbean 1 0.6% 0.0%
Not Known 11 6.6% 7 12.7%
Other Asian background 1 0.6% 4 7.3%
Other Black background 0.0% 1 1.8%
Other Ethnic background 0.0% 4 7.3%
Other White background 63| 37.7% | 33| 60.0%
White - British 14 8.4% 0.0%
White - Scottish 75 | 44.9% 1 1.8%
Total 167 | 100.0% | 55 | 100.0%

Table 4(iv) Academic staff by ethnicity (aggregated) and NoiK/UK

2018 2019 2020
NonUK UK NonUK UK NonUK UK

No |% No | % No % No % No | % No %
BAME 11| 22.0% 8 4.8% 13| 255% 5 3.0%6| 14 29.2% 4 2.6%
White 39| 78.00| 158 | 95.2% 38| 74.5% | 159 | 97.0% | 34 70.86| 152 91.0%
Not known 1 2.0% 3 1.8% 1 1.9% 6 35%| 7 12.7%| 11 6.6%
NonUK/UK
Total/% 51 [23.2% |169 | 76.8% | 52 23.4% | 170 | 76.6% | 55 | 24.8% 167 | 75.2%

Table 44v) Benchmark data Scottish and UK HEI data 2018 fromthe Advance H'9 |j dzI f AG& Ay KA
SRdzOF GA2yY adGlFrGAadAOFE NBLR2NI HAaHNQ

NonUK BAME | NonUK White UK BAME UK White
Scottish HEIsall staff | 28.3% 71.7% 4.1% 95.9%
UK HElsacademic staff| 31.1% 68.9% 10.4% 89.6%
Overall, around 8.8% of academic sffknownS G Ky A OAG& FINB .1 a9®d ¢KS f I NHSaI

Asian ethnicities overall account for approximatel§%4.of BAME academic staff across the three years, with
Black or Mixed White and Black accounting for approximately 2%.

Thehighpropoi A 2y 2 F  Wh i K S NJ I8ngkstand®g amdebeyed dbealdyieRddiffdrént
classifications used in thgast It overstates the proportion of white staff of neBritish origin.

Ethnicity is not recorded for approximately 4.4% of acadestaff across the three years, but the proportion not
known has increased in 2020ninvestigation,most with no recorded ethnicitiiave norecordfor other
protected characteristicge.qg. religion, sexual orientatiobut around a thirchaverecorded sane but not all.

APA4di) (a) Encourage all staff to update their equality data annuallth associated communications to explain
the value of the data and provide assurances about privacy/data protection

(b) review recruitment/appointment systems andgaresses tanclude similar communication arehsurethat all
new staffhave theopportunity to recordequality monitoring information
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The proportion of academic staff who are NOIK nationals has risen from 23.2% to 24.8% over the three years,
and has risn from 21.2% in 2015 The proportion of No#JK staff who are BAME lower than the benchmark

levels (Table 4a(v)), bhts grown from 21.6% in 2018 to 25.5% in 2020. Of these staff, most are of Asian ethnicity
and the largest ethnic groups are Otheraksand Other Ethnic backgrounds.

The proportion of UK academic staff who aeMBE has fallen across the period from 4.7% in 2018 to 2.4% in
2020and are below the benchmark leveldthoughthe numbers are too small to treat as a pattern. No particular
BAME ethnicity predominates.

AP4a(ii)Continue to monitor academic staff ethrticend nationalitythrough annual review of dati
identify any consistent trends.

Also see AP5a(i) and (ii) in relationinoprovingrecruitmentof BAME staff

The Universit restructured four Schools into threkiring2019 sodata are provideddr the current structure
(2020) and the old structure (20)1.8eparate data are not provided for academic staff in the Graduate School,
AbLE or other parts of the Univg@ty becaus¢here are no units with more than three academic staff.

Table 44vi) Academic staff by School

2018 Previousstructure) Non-UK UK All
No | % No | % No | %
School of Science Engineering and Technology (§
BAME| 3 21.4%| 5 12.5%| 8| 14.8%
White | 11 78.6%| 34 85.0%| 45| 83.3%
Not known 0.0%| 1 25%| 1 1.9%
Total/% NorUK/UK staff 14| 25.9% 40| 74.1% 54 | 100%
School of Social and Health Sciences (SHS)
BAME 0.0%| 1 1.8%| 1 1.5%
White | 12 100%| 55 98.2%| 67 | 98.5%
Total/%NonUK/UK staff 12| 17.6% 56 | 82.4% 68 | 100%

Dundee Business School (DBS)

BAME| 3 23.1%| 2 8.3%| 5| 13.5%

White | 10| 76.9%| 22 91.7%| 32| 86.5%
Total/% NorUK/UK staff 13| 35.1% 24 | 64.%% 37 | 100%
School of Design and Informatics (SDI)

BAME| 5 41.7% 0.0%| 5| 8.8%

White 6 50.0%0| 43 95.6%| 49| 86.0%

Not known 1 8.3%| 2 44%| 3| 5.3%

Total/% NorUK/UK staff 12| 21.1% 45| 78.9% 57| 100%
2020(Currentstructure) Non-UK UK All
No | % No | % No | %

School of Applied Sciences (SAS)
(Comprising formeSET and SHiSinusSociology)
BAME| 4 20.0%| 3 3.9%| 7| 7.2%
White | 14 70.0%| 70 90.9%| 84 | 86.6%
Not known| 2 10.0%| 4 52%| 6| 6.2%

13 As reported in our previous application.
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Total% NonUK/UK staff 20| 20.6% 77| 79.%% 97
School of Business Law and So&alences (BLS)
(Comprising former DBS plus Sociol(fgS)

BAME| 4 23.5%| 1 3.3%| 5| 10.6%
White | 12 70.6%| 28 93.3%| 40| 85.1%

Not known| 1 5.9%| 1 3.3%| 2| 4.3%

Total/% NoRUK/UK staff 17| 36.20 30| 63.8% 47 | 100%
School of Design anthformatics (SDI)

BAME| 6 33.3% 0.0%| 6| 8.3%

White | 8 44.4%| 48 88.9%| 56 | 778%

Not known| 4 22.2%| 6 11.1%| 10| 13.9%

Total/% NorUK/UK staff 18 | 25.0% 54| 750% 72| 100%

The tables above shows thaBLS has thkighest proportion of both BAM&nd NonUKand 3\S has théowest,
having combined the more diverse SET wiiibst of the less diverse SHEhechange in structureombined with
smallnumbersand some unknown ethnicityearsit is not possible to discern any trerid SDiwhenWy 2 (i
1 Y 2 6 yexcludeddbe proportion of BAME staff has increased

Table 44vii) Academic gradetsucture

Grade Job title

5 Research Assistant

Teaching Fellow/Research Fellow
Lecturer/Research Fellow

Lecturer

Senior Lecturer

10 Professor and academic management roles: Dean of
School, Head of Division, Teaching Quality Lead,
Deputy Rincipal

6
7
8
9
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Chart 4&(i) Grade distribution of academic staff by ethnicity
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Chart 4dii) Grade distribution of academic staff by UK/NadK nationality

(headcount shown obars)

100%
90%
80%
70%
60%
50%
40%
30%
20%
10%

0%

Non-UK Non-UK Non-UK
2018 2019 2020

mGrade 5 mGrade 6 mGrade 7 mGrade 8 mGrade 9 m Grade 10

A smaller proportion of BAME academic staff aréhe higher grades (80) than White staff over the three years,
although the small numbers mean the proportions can fluctuate, e.g. in 2018 a higher proportion of BAME
academic staff were on Grade 10 théfhite, and in 2019 the distribution was relatlyesimilar between BAME
and White staff.

Similarly, a smaller proportion of NavK staff are in the higher grades than UK, although the gap narrowed across
the three years from 47.1% of N&WK academic staiifi grades 8L0 in 2018 compared to 59.8% of Bliff, to
54.5% and 58.1% respectively in 2020.

The grade distribution for BAME and NOKhighlighted in Charts 4a.142 a concern andction has been
ARSYGAFASR (2 &dzLJLJ2 NI . !'aaddprom@onRSYA O adk F¥Qa | LILIRAY

AP4a(iii)Work with the Race lael Voices and BAME staff network to identify barriers to career
progression and actions to address inequity.

Also see:
AP5a(i)and(ii) in relation to improving recruitment of BAME staff

AP5d(i)in relation to improving BAME staff applications for proioat

34
Race Equality Charter application v1 Mar 20



Race
Equality
Charter

Chart 44iii) Contract type of academic staff by ethnicity and UK/N&iK
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The chart above shows that a lower proportion of UK EANRBN White staff are on fixe@rm contracts

(FTCs). The position of NoIK varied between years, with a higher praan of BAME staff on FTCs in
2018 and 20 but a lower proportion in 2019. UK staff of unknown ethnicity have the highest proportion

of FTCs, which suggests poorer collection of ethnicity data for temporary staff.
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Chart 44iv) Contract basis (fultime, part-time or hours by mutual agreement) of academic staff by
ethnicity and UK/NorUK
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The chart above shows that all NaiK BAME academic staff were on-firlie contracts, whereas around 10%

of their Whitecounterparts had partime contracts. A slightlhigher proportion of UK BAME than White
academic staff had patime contracts, although the numbers were small. Only White academic staff and those
with unknown ethnicity had Hours by Mutual Agreement cawits. The larger proportion of Not Known HBMA
contracts reflects poorer collection of data from HBMA staff.

AP4a(i); as aboveto improve recording of staff ethnicity

Ethnicity and gender: across the period the proportion of female to male White academic staff was 41%:59%.
The proportion of female BME staff is substantially lower, but rose during the period from 26% in 2018 to 33%

in 2020.

See also:

BAME women

AP4a (ivEnsure all recruéirs undertake unconscious bias training including specific reference to
intersectional issues, including race and gender

AP5a(i)in relation to improving recruitment of BAME staff ensuring attention to intersectionality
APS5d(i)in relation to impoving BAME staff applications for promotion, with particular attention to

Turnover Rates

Our leaver data shows that BAtaff represent a higher proportion of our academic leavers across the 3 years.
These figures represent voluntary leavers and do not include those whose fixed term contracts have ended. Our
leaver survey information contingeto show that the main reasdor leavngis career development but gse

Race Equality Charter application v1 Mar 20
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dataare not available by ethnicity. The numbers are very small so the % figures can change dramatically. We can
see in the table4a.?) below that there is a significantly higheumber of BAME staff leaving tihe first 2 years

and then it is at a similar level to White staff in 2€2® Although the data by grade shows small number (4a.6)

we can see that the majority of BAME leavers (78%) are in grades 7 and 8 which is oarearliecturer

grades. This isonsistent with feedback from our leavers questionnaires which show that career progression is

the main reason that many staff have for leaving. However, we also see that BAME staff are less likely to apply
for promotion through the academic promotion&P5d(i)). We will review this data to understand whether

there are specific retention issues for BAME staff.

Table4a(viii) Leavers as a % of all academic staff by Ethnicity

Year BAME White
201718 15.8% 9.14%
201819 22% 9.6%
201920 11% 12.4%

Chart4a(v) Academic Leavers by Ethnicity
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Chart 44vi) Academic Leavers by Ethnicity and Grg@eyear data)
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AP4a(v)Continue to monitor turnover by ethnicity ar@hrry out analysis on leag reason and
destination to consider any disparity on ethnjcit

Word Count=900
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4b Professional and support staff

In view of the relatively large and variable number of support staff employed on contracts for hours by mutual
agreement (HBMA), figurese provided separately for these staff.

Table 4l§i): Suppot Staff by Ethnicity (excluding HBMA)

2018 2019 2020

Ethnicity No | % No | % No | %

Asian or Asian Britishindian 2 0.7% 2 0.7% 2 0.7%
Asian or Asian BritishPakistani 1 0.3% 2 0.7% 1 0.4%
Black or Black BritishAfrican 1 0.3% 1 0.4% 2 0.7%
Mixed - White and Black African 1 0.3% 1 0.4% 0.0%
Mixed - White and Black Caribbean 1 0.3% 1 0.4% 1 0.4%
Not Known (NK) 5 1.7% 4 1.4% 7 2.6%
Other Asian background 1 0.3% 2 0.7% 3 1.1%
Other Ethnic background 1 0.3% 1 0.4% 1 0.4%
Other White background 84 29.4%| 82 29.5%| 69 25.8%
White - British 8 2.8% 6 2.2%| 11 4.1%
White - Scottish 181 63.3%| 176 63.3%| 170 63.7%
Grand Total 286 | 100.0%| 278 | 100.0%| 267 | 100.0%

Table 4H§ii): Support Staff (excluding HBMA) of known ethnicity, aggregated

2018 2019 2020

No % No % No %
BAME 8 2.8% 10 3.6% 10 3.8%
White 273 | 97.2%| 264 | 96.4%| 250 | 96.2%

Table 4#iii): Support Staff (excluding HBMA) by Ethnicity and Non UK/UK [Aggregated figures provided only
due to very small number of notuK BAME staff]

2018 2019 2020
Non-UK UK Non-UK UK Non-UK UK

No | % No % No | % No % No | % No | %
BAME 1 6.3% 7 2.6%| 3| 17.6% 7 2.7% 3| 20.0% 7 2.8%
White 15| 93.8%| 258 | 95.6%| 14| 82.4%| 250 | 95.8%| 12| 80.0%| 238 | 94.4%
NK 0.0% 5 1.9% 0.0% 4 1.5% 0.0% 7 2.8%
NonUK/UK
total/% 16 | 5.6% 270 | 94.4% | 17 | 6.1% 261 | 93.9% | 15 | 5.6% | 252 | 94.4%

The proportion of support staff dfnown ethnicity that are BAME has risen from 2.8% to 3.8% over the period,
continuing a gradual upward trend since the last application when the average (from 2013 ton218)3%. By
O2YLI NRaA2y 6AGK ! 6SNIIF&@Qa YI A yerthanthy BaAMSE pdpulatioh in Dunde& S
(6% at the last census), but higher than in the surrounding regions of Angus (1.3%), Fife (2.4%) and Perth and
Kinross (2.1%). Most B staff are of Asian ethnicity. Around 6% of support staff are ofuUiiémationaty, and

a markedly higher proportion of NedK staff are BAME than UK staff, although the proportion varies

considerably due to small numbers.
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Table 4Kiv): HBMA Support @&ff by Ethnicity

2018 2019 2020
Ethnicity No % No % No %
Asian or AsiaBritish- Indian 1 0.8% 0.0% 1 1.3%
Asian or Asian BritishPakistani 2 1.5% 2 1.2% 0.0%
Black or Black BritishAfrican 2 1.5% 2 1.2% 0.0%
Mixed - White and Asian 1 0.8% 2 1.2% 0.0%
Mixed - White and Black African 1 0.8% 2 1.2% 0.0%
Not Known 11 8.3% 37 21.8% 13 16.3%
Other Asian background 2 1.5% 0.0% 1 1.3%
Other Black background 0.0% 1 0.6% 0.0%
Other Ethnic background 1 0.8% 2 1.2% 0.0%
Other Whte background 54 40.6% 48 28.2% 27 33.8%
White - British 10 7.5% 11 6.5% 4 5.0%
White - Scottish 48 36.1% 63 37.1% 34 42.5%
Grand Total 133 | 100.0%| 170| 100.0% 80| 100.0%
Table 4i§v) HBMA Support Staff of known ethnicity, aggregated
2018 2019 2020
No | % No | % No | %
BAME 10 8.2%| 11 8.3%| 2 3.0%
White 112 | 91.8%| 122 | 91.7%| 65| 97.0%
Table 4l§vi) HBMA Support Staff by Ethnicity and N&wK/UK
2018 2019

Non-UK UK Non-UK UK
Ethnicity No | % No | % No | % No | %
Asian/Asian Britishindian 1 3.4% 0.0% 0.0% 0.0%
Asian/Asian BritishPakistani 1 3.4% 1 1.0%| 1 2.7% 1 0.8%
Black/Black BritishAfrican 2 6.9% 0.0%| 1 2.7% 1 0.8%
Mixed White & Asian 0.0% 1 1.0% 0.0% 2 1.5%
Mixed- White & Black African 0.0% 1 1.0%| 1 2.7% 1 0.8%
Not Known 3| 10.3% 8 7.7 | 11| 29.7%| 26| 19.5%
Other Asian background 2 6.9% 0.0% 0.0% 0.0%
Other Black background 0.0% 0.0%| 1 2.7% 0.0%
Other Ethnic background 1 3.4% 0.0%| 2 5.4% 0.0%
Other White background 18 | 62.1%| 36| 34.6%| 18| 48.6%| 30| 22.6%
White - British 1 3.4% 9 8.7%| 2 5.4% 9 6.8%
White - Scottish 0.0%| 48| 46.2% 0.0%| 63| 47.4%
Grand Total 29| 100%]| 104 | 100%| 37| 100%| 133 | 100%

2020

Non-UK UK
Ethnicity No | % No | %
Asian/Asian Britishindian 1| 14.3% 0.0%
Asian/Asian BritishPakistani 0.0% 0.0%
Black/Black BritishAfrican 0.0% 0.0%
Mixed- White & Asian 0.0% 0.0%
Mixed- White & Black African 0.0% 0.0%

Race Equality Charter application vl Mar 20

Race
Equality
Charter



Not Known 3| 42.9%| 10| 13.7%
Other Asian background 0.0%| 1 1.4%
Other Black background 0.0% 0.0%
Other Ethnic background 0.0% 0.0%
Other White background 3| 42.9%| 24| 32.9%
White - British 0.0%| 4 5.5%
White - Scottish 0.0%| 34| 46.6%
Grand Total 7| 100%| 73| 100%

Table 4l§vii) HBMA Support Staff by ethnicity (aggregated) and NOK/UK

Race
Equality
Charter

2018 2019 2020
NonUK UK NonUK UK NonUK UK

No | % No | % No % No % No | % No | %
BAME 7| 24.1% 3 2.9% 6| 16.2% 5 38%| 1| 143%| 1 1.4%
White 19| 65.5%| 93| 89.4% 20| 54.1%| 102| 76.7%| 3| 42.9%| 62| 84.9%
Not known 3| 10.3% 8 7.7% 11| 29.7% 26 19.5%| 3| 42.9%| 10| 13.7%
NonUK/UK
total/%: 29 | 21.8% | 104 | 782% | 37 21.8% | 133 | 782% |7 88% |73 | 91.3%

The University employs staff on HBMA contracts in roles with occasional and/or highly variable hours. The largest
group is around 60 Exam Invigilators. The others are mainly hospitality and event helper roleseiitvese

contractsg mainly held by our studentsexpired before summer 2020 and were not replaced due to closure of
facilities/cancellation of events during the pandemic.

Over 8% of HBMA staff were BAME and 22% wereUtomationals in 2018 and 2019fleeting the relative)
diverse student population. The proportion dropped to 3% BAME and 9%JKan 2020 reflecting the different
make up of the Invigilators, who tend to be londerm local residents, including some retired staff, with
relatively lowturnover.

Ethnicity isNot Known for a considerably higher proportion of HBMA staff, which reflects different recruitment
LIN OGAOSas AyOfdzZRAY3I WodzZ 1 Q NBONMA GYSY G G2 K2ALAGLE
include completing stastard online applicatios incorporating equality monitoring details.

AP4b(i)Contact HBMA staff to request that they update their equality data.

See also AP4a(b) Review recruitment/appointment systems and processes to ensure new staff
(including HBMAtaff) have the opportunity to record equality monitoring information.

The University reorganised its Services in February 2020, reducing from eight SerfocesMost of the

' YAGSNBAGRE QA &adzLILR NI &l TF ¢seeRRbl&SMuiidl Bhé Briaindeyarel KNS S 2
employed in People Services, the Executive Office, Strategic Planning and Governance units and in the Schools,
including a techital team in SA&in numbers too small to report separately. The reorganisation means that the
Services are not comparable across the years, so Service data are provided only for 2020. These do not include
HBMA staff who are described above.

Table 4Kgviii) Support staff (excluding HBMA) in the three large Services

| Service ‘ ‘ ‘ ‘ ‘ ’
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% of staff of
known
External and Corprate Relations (ECR) No ethnicity No | %
BAME 4 7.4% | NonUK 4 7.4%
White 50 92.6%| UK 50| 92.6%
54
Financelnfrastructure and Corporate
Services (FICS)
BAME 1 0.9%| NonUK 3 2.7%
White 107 99.1%| UK 107 | 97.3%
Not known 2
110
Student and Academic Services (SAcS)
BAME 4 7.0%| NonUK 5 8.1%
White 53 93.0%| UK 57| 91.9%
Not known 5
62
People Services, SAS, SDI, Graduate Scho
Governance, Strategic Planning, Executive
Office
BAME 1] 2.4% NonUK | 3 7.3%
White 40 | 97.6% UK 38 | 92.7%
41
Total (of 267 support staff) 267
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The table above shows that the majority of BAME staff work in SAcS and ECR, each having 7% or more BAME st
¢ above the levein the local population whereas the proportion is very low in FICS. This remains an area for
action. However, it is noted thahe overall number of support staff has fallen in the last three years (see Table
4b.1) and it is anticipated that numbers vatintinue to reduce in most areas, so the opportunities for new
recruitment are limited.

AP5a(i)Reviewthd YA OSNEA G& Qa NBONIMzA G Y S goitishiGiNg it SnRviiabiiBy &
Ethnic Recruitment Toolkjpublished September 2020)

AP5a(ii)AP5a(ii)Publicise RECM award and Lead Voices initiative (including BAME staff network
advertising and jbs website

Chart 4K{i) Grade distribution of support staff (excluding HBMA) by ethnicity
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Chart 4b(ii) Grade distribution of support &ff (excluding HBMA) by NetUK/UK
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A higher proportion of BAME support staff is in gradd®©@han White staff in all three years, with no BAME

staff on grades 1 to 3, which may reflect very limited recruitment to jobs on these grades in recent years. As
regards the highest three grades18), in 2018 12.5% of BAME and 13.9% of White staff were in these grades,
whereas in 2019 and 2020, 20% of BAME staff were in these grades compared to under 15% of White staff.
However, there are no BAME staff on Grdde

A higher proportion of No#tKstaff is in grades-@0 than UK staff in all three years, with no AdK staff in
Grade 1. However,-63% of NoAJK staff were in gradesB), which is lower than around 14% of UK staff, and
there are no NorAJK staff orlGrade 9 or 10.

These data suggestdhthe areas for attention are recruitment to lower graded jobs, and recruitment/career
progression to middle and senior management roles at grade 9 and 10, while recognising that relatively few
opportunities arise at bit levels.

See
AP5a (i)and (ii) and AP4a(iv)relating to improving recruitment of BAME staff

AP2c (ixpn mentoring and career development

Chart 4b(iii) Contract type of support staff (excluding HBMA) by ethnicity and NdK/UK
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Over the period, 8% of support staff were fixeterm. The position of BAME staff (both NoiK and UK) varied
year to year with no fixederm BAME staff in 2020. However, a higpeoportion of NorUK staff were fixederm
in every year, ranging from 12.5 to 23.5% compare8.® to 7.3% of UK staff. The large fluctuations reflect
relatively small numbers of NedK (and BAME) support staff. However, we will continue to monitougieeof
fixed-term contracts.
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Chart 4b(iv) Contract basis (full/paritime) of support staff (extuding HBMA) by ethnicity and Nel/K/UK
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Overall, around a third of support staff work pdie. Both NorUK and UK BAME staff were more likely to be
employedpart-time across the period. White, NduK staff were less likely to be pditne than UK stafin 2018
and 2020, but slightly more likely in 2019. The University is supportive ofipertworking for staff at all levels,
and these patterns are not seas either negative or positive.

Ethnicity and gender: while the numbers are very small, ther®#ld that in 2018 and 2019 75% or more
BAME support staff were female, but by 2020 the proportion was similar to White staff, at 60%.

Turnover Rates

Ourleaver data shows that BAME staff represent a very small number of support staff leak@is is

consistent with the overall small numbers of BAME support stiie numbers have been aggregated for the 3
yearperiod.4% ofBAMEstaff left during this pgod compared to 14%f White staff.These figures represent
voluntary leavers and do not include tb®whose fixed term contracts have ended. Our leaver survey
information continues to show that the main reason &taff leavings career developmenbut thisis not
specific to any ethnicitgnd it is the same for support and academic stéffe numberare very small so the %
figures can change dramaticatlyer the course of the reporting period
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Chart4b(v) Support staff leaver data by Ethnicity and Nationality
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4c Grievances and disciplinaries

Over the 3year period there were nformal grievance or disciplinary cases involving minority ethnic

staff. This compares to 12 cases over 3agear period involving White staff. None of the cases referred

to race or race related incidents.

Feedback from the staff focus groups suggesteat staff are aware of where to go for support or to
raise complaints but that there was a concern abolffisient action being taken. The BAME staff
network were clear that an independent point of contact would be welcoifuéstinct from theLead

Voice3® CdzNI KSNXY2NBX RRAGAZ2YIf Lzt AOAGE I NRdzyR

staff to use is required as there is a lack of staff utilising this option which may be due to a lack of
awareness of this.

AP2c(xii) (a) Create a role of EBhampion or advocate as a point of contact for BAME staff,
ensure appropriate training and support is pided to the individuals and publicise to staff.

600 /2YYdzyAOF(S (GKS | YyAGSNEAGE QA I LIINRIF OK
andLINE Y22GS GKS WwWeStf !aQ NBLRNIAyYy3a (G22f @

Word count=157

4d Decisiommaking boards and committees
Chart4d(i) Membership of University committes by Ethnicity

(Number of committee members shown in brackets)
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The chart above shows the ethnic profile of the/ A S NR A 18 Qa I2PSNYyAy3a o062Re& 0/ 2
committees, and of the SMT. Half of the commiteacluding Court, have a higher proportion of BAME
YSYOSNE GKIFIy (GKS ! yAGSNERAGEQa adlFlFF opocrhatl yR (GKS
level.

Diversity is a key consideration in recruitment of lay members of Court, with positiveiegemment of

applications by underepresented groups. This has been successful in improving diversity in recent
years in terms of race and gender (irdihg BAME female membership).

SMT is gendebalanced and has some visible diversity. In any senioagement recruitment, diversity
is a key criterion for the Executive Search agency and will continue to be so.

AP4d(i) Continue to take positive actidie promote diversity in recruitment of lay members of Court
and SMT.

Word count=119

4e Equal pay

Provide details of equal pay audits conducted over the past three years by ethnicity (by specific ethnic group as fa
as possible) and actions taken todeess any issues identified

In addition to the ethnicity pay gap analysis below, thg A GSNEA G&Qa LI & 3JI L) FAIdNBA
RAAIOAfAGROY FNB Llzof AAKSR O0ASyyAlffte Ay GKS ! yA@S
In view of the smallmmbers, the pay gap is calculated BAMEstaff as a whole.

Table 4€i) Ethnicity paygap based on Average and Median salaries for all staff, and separately for academic

and support staff
Pay gap = difference in average/median salary as a % of whitesalarfy

Staff group/ Average Salary Pay Gap Median salary Pay Gap
Year| BAME | White BAME | White
All Staff
2018 | £33,760| £32,818 -2.9% £31,604| £29,799 -6.1%
2019 | £34,260| £33,667 -1.8% £32,236| £30,395 -6.1%
2020 | £38,803| £36,409 -6.6% £35,845| £32817 -9.2%
All 3years| £35,371| £34,265 -3.4% £33,797| £31,302 -8.0%
Academic staff
2018 | £44,191| £44,677 1.1% £38,833| £43,686 11.1%
2019 | £45,082| £46,236 2.5% £40,792| £43,267 5.7%
2020 | £43,385| £48,107 9.8% £40,322| £45,361 11.1%
All 3years| £44,219| £46,307 4.5% £40,322| £44,775 9.9%
Support staff
2018 | £22,750| £26,750 15.0% £16,654| £22,876 27.2%
2019 | £24,984| £27,252 8.3% £19,730| £22,659 12.9%
2020| £31,930| £29,502 -8.2% £30,521| £25,941 -17.7%
All 3years| £25,830| £27,727 6.8% £21,585| £23,334 7.5%

48
Race Equality Charter application vl Mar 20



Table 4¢€ii) Average salary and ethnicity pay gap by grade and year

2018 2019
Average Salary Average Salary
Grade BAME White Pay Gap | BAME White Pay Gap
1| £15,925| £15,925 0.0%| £16,380| £16,380 0.0%
2 £16,238 n/a £16,578 n/a
3| £16,654| £17,112 2.7%| £17,298| £17,678 2.1%
4| £18,777| £20,264 7.3%| £19,466| £20,635 5.7%
5| £23,284| £23,240 -0.2%| £22,338| £23,917 6.6%
6| £29,863| £29,252 -2.1%| £29,855| £30,073 0.7%
7| £35875| £36,874 2.7%| £37,418| £37,950 1.4%
8| £42,975| £45,133 4.8%| £42,78 | £45,864 6.8%
9| £56,399| £54,172 -4.1%| £58,089| £55,498 -4.7%
10| £64,326] £75,157 14.4%| £66,943| £76,696 12.7%
All
grades £33,760| £32,818 -2.9%| £34,260| £33,667 -1.8%
2020
Average Salary
Grade BAME White Pay Gap
1| £16,926] £16,926 0.0%
2 £17,361 n/a
3 £18,778 n/a
4| £20,675| £21,349 3.2%
5| £24,108| £24,524 1.7%
6| £30,420| £31,080 2.1%
7| £37,380| £38,548 3.0%
8| £44,658| £46,695 4.4%
9| £59,135| £56,554 -4.6%
10| £70,860| £77,772 8.9%
All
grades £38,803| £36,409 -6.6%
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Table 4¢iii) Average salary andthnicity pay gap by grade and staff group (all three years together given small

numbers)
All staff Average Salary Pay Gap
Grade BAME White
1 £16,263| £16,364 0.6%
2 £16,627 n/a
3 £16,930| £17,710 4.4%
4 £19,596| £20,685 5.3%
5 £23,243| £23,832 2.5%
6 £30,036| £30,114 0.3%
7 £36,889| £37,775 2.3%
8 £43,469| £45,857 5.2%
9 £57,874 £55,477 -4.3%
10 £66,650| £76,544 12.9%
All Grades| £35,371| £34,195 -3.4%
Academic staff
5 £23,754| £21,925 -8.3%
6 £31,229| £29,617 -5.4%
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7 £36,639| £37,466 2.2%

8 £42,529| £46,009 7.6%

9 £57,783| £54,928 -5.2%

10 £66,650| £69,503 4.1%

All Grades £44,219| £46,307 4.5%
Support staff

1 £16,263| £16,364 0.6%

2 £16,627 n/a

3 £16,930| £17,710 4.4%

4 £19,596| £20,685 5.3%

5 £23,141| £23,928 3.3%

6 £29,340 £30,262 3.0%

7 £38,140| £38,291 0.4%

8 £49,115| £45,324 -8.4%

9 £58,058| £57,359 -1.2%

10 £93,366 n/a

All Grades £25,830| £27,727 6.8%

Table 4¢i) shows that in all three years, the average and median salary of BAME staff across the University wa
higher than for White staff, with a difference of over 5% based on the median in all years and based on the
average in 2020. This reflects the distributiof staff between lower and higher grades.

Looking at particular groups, there is an ethnicity gap within Academic staff, reflecting the higher proportion
of BAME academic staff in lower grades. The picture varies for Support staff, with an etbejogsp in 2018 and
2019, but a swing to BAME staff being higher paid in 2020. However, the safi@iin year to year reflects small
number effects.

Analysis by grade, indicates that BAME staff are paid less on average than White staff in equbsiethigio
than in Grade 9. Support staff show a similar pattern by grade, except that the payaysp iegative in Grade 8.
For academic staff, the pay gap is negative for three grades and positive for the other three.

All grades except Grade irtlude incremental scales. Staff are normally appointed on the bottom increment
and progress up the gradautomatically through annual increments until they reach the top. There is no
provision for acceleration or additional contribution/performandated increments within or at the top of the
scales, soa@y gaps within grades other than Grade 10 predantty reflect length of service in the job.

Grade 10 academic staff includes the Deputy Principal, Deans and Heads of Division as well as PiGfasi&ors

10 support staff comprise Directors &frvices and other members of the Executive. Professthe( than those

in SMT roles) are currently paid within a 10 point range (£60;809,423). Progression is through an annual
review process, throgh which any Professor may apply for an increase. Senior managers are paid at different
fixed salary poits depending on their roles. These salaries are reviewed annually to reflect any change in role or
market rates.

Pay gaps within grades are subjezfluctuation due to small numbers and the effects of promotion and
turnover. However, these figures dinm the importance of ensuring career development/promotion
opportunities forBAMEacademic staff; investigating the turnover®AMEstaff, salary facement on
appointment; and monitoring the pay gap.

We will continue to monitor these data, while exesicig caution about drawing conclusions where the figures
relate to small numbers.
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Table 4€iv) Intersectional pay gaps: average salary by ethnicitydasex. Bottom right pay gap is between

white male and BAME female staff.

2018
BAME White
Average FTE Average FTE
No. | salary No. | salary Pay Gap
Female 14 £29,304| 321 £29,626 1.1%
Male 23 £36,472| 261 £36,744 0.7%
Pay Gap 19.7% 19.4% 20.2%
2019
BAME White
Average FTE Average FTE
No. | salary No. | salary Pay Gap
Female 19 £29,499| 315 £31,459 6.2%
Male 20 £38,783| 268 £36,262 -7.0%
Pay Gap 23.9% 13.2% 18.6%
2020
BAME White
Average FTE Average FTE
No. | salary No. | salary Pay Gap
Female 13 £34,113| 264 £34,469 1.0%
Male 17 £42,389| 237 £38,570 -9.9%
Pay Gap 19.5% 10.6% 11.6%
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These data show that there is a sizeable pay gap between men and women of either ethnicity group across the
three years. That gap has narrowed for white staff between 2018 and 2020, but not for BAME staff. There is no

clear pay gap beteen white and BAME emen, and in 2019 an®020 the average salary of BAME men was

higher than white men. While numbers are small, these data indicate that BAME women are disadvantaged

relative to BAME and White mend should be a particular focus for aati

AP4e(i)Carry out annual ethnicity and intersectional gender/ethnicity pay gap analysis to identify
consistent trends and action.

APde(i)/ 2y GAYydzS G2 LINBPY23GS YR &dzZLlJL2NI . ! a9 g2
leadership programme.

SeealsoAP5d(i)relating to academic promotion, with particular attention to BAME women

Word Count=569
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5. Academic staff: recruitmenprogression and development

5a Academic recruitment

The University has undertaken a large academic recruitment Eseedcive in previous years however
this has not been the case in the last 3 yemdsenonly 123 posts were advertised over this period. This
includes academic posts and research posts including fixed term research positions &nub&tEP

Table 5di) Academic post2017-2020

Year Posts
201718 36
201819 48
201920 39

Over the 3 year period we see success rates of BAME candidates being appointed to academic positions
increasing from 1.6% in 20418 to 12% in 20120. The success rates for shorthst for both BAME and

White applicants remains consistent with an incre&s White candidates becoming appointed in 2019

20.

Academic roles are generally advertised on our own website and on jobs.ac.uk. The recruitment process is the
same for academic arglpport staff, and is described in 6a.

Chart 54i) Applicants by Ethni¢y and Nationality (Academic and Research roles)
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14 Knowledge Transfer Partner
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Chart 5dii)Shortlisted candidates by Ethnicity and Nationality (Academic dbearch roles)
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Chart 5diii) Appointments by Etiicity and Nationality (Academic ancesearchroles)
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If we consider the difference between male and female candidates by ethnicity, we see a mixed picture. Due to
the low numbers, FigurBa.4below illustrates the success rates for candidates over theas period. We can see
that female BAME applicants le&@a much higher success rate of being appointed (9.5%) once shortlisted than
BAME men (3%), however are slightly less likely to be shortlisted (F:30%; M:36%). In comparison with White
applicants, thesuccess rates are lower with half of White applicantageshortlisted (F:50%; M:48%). Similarly

the percentage of White applicants being appointed is much higher (F:20%; M:17%).
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Chart 54iv) Recruitment data with Gender and Ethnicity
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These recriiment figures are a concern. The University hammitted as part of a Public Leadership Summit on
Race Equality in Employment in March 2021 to a significant review of recruitment practices to improve attraction
and appointment of BAME staff.

All panel merbers are required to undertake recruitment anélaction training prior to

conducting any interviews. This training covers process as well as unconscious bias in decision
making. TheJniversityconductsall interviews (academic and support) through competsy

based interviewing process.

APSa)wWS @A Sy (GKS ! YAGSNEAGEQA NBONHZA GYSy il LINE(
Minority ethnic recruitment toolkit published in September 202disuring attentin to intersectionality
(particularly ecruitment of BAME women)

AP5a(ii)Publicise RECM award and Lead Voices initiative in advertising and jobs website.

See als@\P4a(iv)Ensure all recruiters undertake unconscious bias training including spedaiierreé td
intersectional issues, incliny race and gender.

Word Count=239
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5b Training
Mentoring

Abertay is part of a crodgastitutional mentoring network which includes 5 institutions from around Scotland and
one in Ireland. Abertay has been part of this programme, known as TeachsaarBe and Academic Mentoring
(TRAM) since 2015. All academiffare invited to take part in the scheme where they can be partnered with a
mentor, act as a mento(pr both), with another individual from one of thparticipatinginstitutions.

Currentlythere are 57 members of the TRAM scheme from Abertay (14% B3@9EWhite), 32 are registered as
mentees (19% BAME; 75% White), 19 as mentors (11% BAME: 89% White) and 6 staff are registered to act in bo
roles (100% White). The numbers for UK/NdK BAMEtaff in the scheme are vegmall however all of the

BAME metors are UK and the majority of the BAME mentees are-d&n

Aurora

Since 2016, Abertay has supported 41 women attending the Advance HE Aurora Women Only Leadership
Development Programme. Allation of a place in the programme is a competitive processuasdccessful
applicants can rapply in later years.

In the last 3 cohorts, BAMEstaff have attended the programme, which represents 12.5% of all applicants. 80%
of BAMEapplicantswere sucessful,compared to 82% of White applicants. The numbers of eligBls Estaff
able to apply is small, but accounts for 13% of all ferBA&Estaff compared to 6% of White staff.

Going for Gold

Going for Gold (G4G) is our experiential route for awardidganceHE professional recognition. Our scheme is
accredited to award HEA Fellowship at all four levels (Associate Fellow, Fellow, Senior Fellow and Principal
Fellow). The scheme is open to all experienced staff with responsibilities in teaching sungiportng learning.

Early career staff are recommended to take our formal taught provision, the Postgraduate Certificate in Academic
Practice. However, staff new to Abertay who have substantive experience in teaching and/or supporting learning
elsewheremay teke the experiential route instead. The scheme consists of mentoring support, workshops and a
final assessment which may be written or via presentation.

There are currently 33 individuals participating in the scheme (12% BAME: 88% White).
HEAFellowship

The University is committed to achieving 100% of staff having a level of membership of the Higher Education
Academy (HEA). Chart 5b.1 below shows the different levels by Ettamdity K/norUK

Currently 72% of academic staff hold a level ofmberstip of the HEA, 77% of BAME academic staff hold HEA
status, while only 49% of White staff hold a level.
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Chart 5Ki) Teaching qualifications of staff submitted in HESA return 210
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Inthe 2017 staff engagement survey, 67% of BAME respondentsndsgdqositively to thequestiorz WI | & & 2
line manager supported you in accessiigNJ A YAy 3> € SFNYyAy3a FyR RS@St2LISy
NBalLR2yRSyiliad Ly GKS aidldiSYSyasz wL F¥SSt (GKI 0%bf Y 3.
BAME respondents agreed compared with 68% White.

We do not routinely evaluate our training in a consistent way, we offer training from a variety of providers. In
2020 we recruited a new role of Learning and Developnfe&D)Partrer. One of the main purpes of this was

to ensure there was dedicated support to-oadinate training and development activities across the institution
and the offering from People Services, Graduate School, AbLE Academy and external providers to ensure
consistency of recording &ndance, evaluatiomnddevelopmentneeds analysis.

There is work well under way to integrate training records which has been less consistent in the past meaning we
are unable to reporuptake of training byethnicity at this time.

AP5Db(i)a) Develop ad implement a system for recording training records for all staff learning and

development activity in the University.
b) Develop and implement a consistent approach to evaluation across our internal and external U

offering.

See als®\P4e{)) Continue®2 & dzLJLI2 NI . ! a9 ¢2YSyQa LI NIAOALI
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5c Appraisal/development review

UJ 2 HnamyX GKS | yAGSNEA (I PahivayRIBaN R astlicompl@arie dand dodhlettod |
rates for the scheme were good, however feedbaaggested that the scheme was not considered valuable.
Howeverthe 2017 staff engagement survey showed that Ad/Estaff respondents considered that their
Pathwaysneeting was useful compared to 54% of White staff (overall University figures weradiged the

meeting was useful).

In 2018 the University introduced a new annual development review scheme d#gdlopment Discussiofs

Wewere aware that there wereome issues with the reporting process, an issue that was addressed for the
202021 review period however it meant that completion data wassufficient However,our 2019 staff
Sy3r3asSySyid adaNBSe akKz2g¢ga GKIF G ynm: ubalaBelidlopnient DiISthEEd® 6 A
YSSGAYy3 Ay GKS fFald mu tedbdussbrivwasusefuhtdgtieme m> F INBSAy 3

During the 202@1 period, the University took the decision to relax the deadlines for staff completion due to the
added pressures ostaff as a result of the COVID pandemicAt the point of reporting & can thereforesee

that the completion rates are too low to make any assumptions on differences between BAME and White staff
significant number of staff submitted their completedwidopment requirements after the deadline day, showing
that staff hadtaken part in meéngs.

Chart 5¢i) Development Discussions for Schools
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We can see that the proportion of BAME staff in schools having completed their Development Discussions during
the review period is loweHowever there is not 100% completion fany groupWe contnue to monitor

completion rates and review reporting taoto improve the quality of the data. The BAME staff focus groups and
network did not report anyignificant challenges relating i@evelopment Discussions

APZ(i) Improve completion and recorkleeping for Development Discussions through Stdimitment
and improved monitoring and reporting processes.

Word Count=291
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5d Academic promotion

Our Academic Promotions Policy provides an annual opportunity to apply for promotion. The criteria agsbproc
are communicated to all eligible staff each year by direct email as well as being published. Promotion workshops
were introduced irk015and areprovided annually, involving input from the Principal, Deputy Principal, Deans,
Headsof Division (HoB) and HR. Individuals submit applications themselves, following discussion with tigfir H
Dean. Data on applications and success rates are outlin@ubirt 5d.1below which is aggregated over the 3

years due to small numbers.

Chart 5dji) 20172020 Academic ®motions Success rates by Ethnicity

100%
90%
80%
70%
60%
50%
40%
30%
20%
10%

0%

Successful Unsuccessful Successful Unsuccessful Successful Unsuccessful Successful Unsuccessful

6to7 7t08 8to9 9to 10

m BME m White

In the 2017 staff engagement survey we found that the BAME staff responded similarly to White staff to the
jdzSadA2ys WL FSSt G(KS | yA@SNEAGe | OGa ¥ ANfndaritad NS
or civil partnership statugregnancy or maternity, religion, sexual orientation) with regard to career progression/
LINEY2GA2YQ 6.1 a9y 17o>T 2KAGSY 1p>: ! YAGSNEAGE HARS |

The data do not suggest any bias in promotion decisions. Memvehe proportion of applications fro BAME
staff is lower than in the population.

AP5d(i)Evaluate and review the communication, delivery and content of promotion workshops an

guidance to ensure effective communication with BAME staff, with parti@itantion to BAME

women. Including:

- Reviewing the informal guide introduced in Spring 2021

- WS@ASEAY3I | YR T dzNI Kiseyun mSgrdg 2021 iffustrat/diferid 2 y |
promotion pathsg ensuring diversity in the personae.
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For REF2021, staff identified for submission were those who have significant responsibility for reSkarth.

5e.1below provides the breakdown by Ethnicity and UK/NgK.

Chart 5€i) Staff with Significant Respaibility for Research by Ethnicity and Nationality
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expanded our E&D policies and set them ia ¢tbntext of REF to guide all those involved inaeing submisions

and discussins with eligible staffAll members of the REF Steering Group and the &&sory Group completed
diversity awareness and specific REF E&D training.

Our analysis of all eligible staff compared to those with SignificangdRegility br Research (SIGREB)w that
all staff for the period 86% are White and 8% BAME, those considered to have S8iBREGhtly change@7%
White; 7% BAME) although the numbers are small and slight changes could gffeatithese figures.

5f Support given to early career researchers

Word Count=139

Much of the development suppofor early career researcheis provided through the Graduate School as
follows:

1 Sessions delivered by the Graduate School as part of our Researcher DevelBpogeamme which are
particularly aimed at PGRs and ECRs include: Research methuzaitative and qualitative, Developing
research hypotheses, Study design, Project managenBasic statistics, Writing academic papers,

T

Developing and writing grant gpications

Mentoring and oneto-one support is provided by Graduate School staff to provide general support on:
developing research plans, writing papers, developing grantsarel design and statistics.

Access to a pump priming fund to support the coadof early development work to inform external grant

applications is often used to support ECRs.
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1 We have a formal internal peer review process to help support staff througpriteess of applying for
grants and increase their likelihood of success feldiwship applications and applications from staff
submitting their first grant application as PI are subject to a compulsory peer review.

9 Staff are mentored through the prose of becoming a research degree supervisor. They are required to
complete aSupervising Doctoral Studies course before becoming a second or third supervisor working with
an established supervisor and have to see a research degree through to compldtomn they can be a
primary supervisor themselves.

1 Abertay funded RINCS stuhtships encourage there to be an ECR involved to help develop them through
the process.

1 Our newly appointed ECRs have to complete our Postgraduate Certificate in AcadseticeRas part of
their probation. The PGCAP is designed to introduce nadeagic staff to evidencbased principles of
good teaching and learning practice, to key pedagogical research and, more generally, to support them in
their early development ascademics. The course consists of four modglés two core modules are
Devdoping academic practice (CAP501) and Teaching and research in Practice (CAP502) and staff can then
chose one of two optional modules on either Personalised learning (CAP5DI3 &ffective Research
Academic (CAP504).

Completion of the whole PGCAP leamishe award of Fellowship of the Higher Education Acadérhg. Graduate
School have developed and run the CAP504 module as part of our professional researcher development
progranme.

Word Count=358

59 Profileraising opportunities

In the academic schd& participation in scholarly activities has always generally been consistent with staff area(s)
of expertise. These events are often used to showcase and market Schoolescfa/id. increasing visibility of
University to domestic and international aiedce, attracting research and knowledge exchange collaborative
partnerships and income, student recruitment, obtaining placement opportunities for students, facilitating staff
exchange, soliciting support from industry to support teaching and learnirtggach events, showcasing

successful research and knowledge transfer outputs, delivery of short courses to training to external bodies, etc.).
Hence, the Deans of School gengralhsures that academic staff that have the best chances of successful
engagenent in these activities are asked to represent the School/University wpgortunities arise.

In the School of Applies Sciences (SAS), the areas of expertise are broad.e@acffies include colleagues

being asked to take part in a debate on localiéss for example a Dundee biomass plan. Professor Joe Alginna

on the panel for concerned members of the public who wanted to find out about various aspects of the plan,

particularly its potential impacts to the surrounding environment. Professor Akurasaowe of a fmember

panel that took questions from the publiothers were:

Coordinator of Friends of the Earth in Tayside

Chief Executive of Dundee and Angus Chamber of Commerce

Former Lord Provost of Dundee

Director of Public Health and Population Hie&esearch at Stirling University

Managing Director of Forth Energy

Representative of a local pressure grogpsidents Against Tay Turbines
https//www.thecourier.co.uk/news/local/dundee/68894(barierdebatesiundeebiomass/

E R N

In the School of Business, Law and Social Sciences, Managlobal is a Research and Innovation and Staff Exchang
programme aimingo foster collaborative research across & Arab countries and Europe. This international
research project explores management approaches with selected African and Arab countries with the view to re
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examining practices due to changing seetmnomic ad political developments. This challengepagaches to

distil the practice of management to a unified form of governance often ignoring the business practices of non
European countries. Therefore, the Managlobal project studies organisations of atbsizesnine business and
management practices African and Arab countries in order to develop a theoretical framework to help future
business leaders act locally and think globally. Abertay is a leading partner in this international partnerships that
indudesinstitutions in England, France, Germpafameroon, Morocco, Senegal and Ghana. Abertay leads
RAdAOdzaaAz2zya 2y al!ylfeara 2F GKS RAFFSNBYyd GKS2NASa
contexts on doing business in AfricaiR ! NI 6 O2 dzy i NR S & £ ther éxéhange betikkRre SO & ¢
Abertay and institutions in Cameroon, Morocco, Senegal and Ghana. Outputs to disseminate the results of this
project include modules/courses, workshops, conferences,pedewed journal pblications, books and
presentations in the gss (e.g. The Economist, BBC, Jeune Afrique)S NJIaimés @d by the Dean of the

School of Business, Law and Social Sciences, Professor Mohamed, Brahimes seen academics (Nnamdi

Madichie Kathy Ann Fletchgrepresent Abertay internationally the time under application with scope for

more academics all stages to contribute to the research.

Former BLS staff memb@nd SAT membeNnamdi Madichie speaking at Manoglobal seminar

The School of Design and Informatics actively shares opgbesifor external or internal activities via a range of
communication forms. Each division utilises a weekly division meeting, email communication, as well as a curated
online communication platform (Teams, Discord) to present details of these oppoewititiall staff at all levels

in the division. A monthly SpoWork/Share session organised for the enfiobool also functions as a format to
connect staff to opportunities, introduce new staff and PGR students, and to share what we are all working on.

a & Head of Division, it is my role to ensure all staff acwigled with opportunities to raise their profile and
develop as rounded academics. To achieve this, | undertake regular informalipatels well as formal
Development Discussion meetings whiobus on staff development. These discussions provide meowitient
context on a staff members areas of interest and career goals, which allows me to ensure that any relevant
opportunities can be specifically brought to their attention should there balgmment in terms or

NB a S| NOK k Bdyria GéllégwagBdadobBivision, Games and Arts)

Overall, profilerising opportunities within SDI are disseminated equally via proper channels. Inclusive
announcements to staff list include calls for paperd grants, irhouse and external training, and CPD
opportunities. Theschool is frequently approached to contribute to media articles, or to participate in panels,
workshops and seminars. We work closely with the Dean of School and the Communications stametthese
opportunities and to support staff in terms tfeir confidence, or developmertmedia training, sharing of prior
experiences etc.

Some examples of staff activities:

Dr. Darshana Jayeman(gctured)is the author of the booRerformativity in Art, Literature and Videogames
andaCd y@SadA3Ilrd2NI Ay (GKS awSlFfAde wSYAEZ LINR2SO0 2y
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Darshanaas also been a speaker on tBBC Radio 3 Free Thinking Festival 2019

Additionally, two oftil K S ! y As@fbadetinvdiveéddAdvande9 Q& 5 S @S f -Rdcit Cudricuiuyh (ARG) 0 A
Working group. These include KatAnn Flether, Lecturer in the School of Business, Law and Social Sciences
(BLS) and Rhiannon Lord, Lecturer in the School of Applied Sciences (SAS).

Word Count=874

6. Professional and support staff: recruitment, progression and development

6a Professional and pport staff recruitment

Over the 3year period there were 103 positions advertised across the University for support roles. Th2@®019
period up to 31st July 2020 shows a significant reduction in the number of vacant posts. This can be explained bu
a reduction in overall support staff recruitment as a result of the C@\dpPandemic, as well as general

operational and structural changes.

Table 64i) Support staff posts

Year Posts
201718 43
201819 43
201920 17

The percentage of BAMHPplicants hasemained reasonably consistent over thg/&ar period at between 8%

and 9% of all applications received. The success rates fluctuate considerably due to the differences in numbers
over this period. A breakdown by grade of the recruitmentadeduld not beanalysed due to the low numbers
involved. Over the Jear period we can determine a lower success rate for BAME staff being appointed into
support roles over the 3 years (21% to 7%).

Support roles are generally advertised on our own welxsité also jolsearch websites, including Universal Jobs
Match, Jobs.ac.uk and S1 jobs. These are well recognised forums for advertising the types of roles we have at
Abertay and many in the HE sector use these.

Shortlisting is carried out by the recruitinganager alongvith panel members. Equal opportunities data provided
by applicants is not visible to the recruiting manager. Applicants can choose as much informationlike they
the purposes of recruitment in their application form and supporting dwmeents, incluthg CV.
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All managers are required to undertake Recruitment and Selection training, and as with all staff will be required
to ensure that they have undertaken the Unconscious Bias and Diversity in HE training. Interviews are carried out
usingcompetencybased interview techniques, the key competencies for the role being identified and highlighted

in the candidate briefvhich is available at the time of advertising

Chart 64i) Applicants by Ethnicity and Nationality (support staff roles)
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Chart 64ii) Shotlisted candidates by Ethnicity and Nationality (support staff roles)
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Chart 6diii) Appointments by Ethnicity and Nationality (support staff roles)
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Chart 64iv) Recruitment by Ethnicity and GendeB4yeardata) ¢ support staff posts
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Chart6a(iv) above highlights a much lower proportion of BAME applicants for support staff posts oeniripa
academic posts. 5% of all support staff posts applications were from female BAME, 11% for academic posts. 29%
of academic applications were from male BAME @pplts, compared with just 4% for support posts.

I @ARS2 GAGE SR W2exdhped 6 McluddicommzrSaiydint atndmber bf taffRnembers from
various diverse backgrounds and representing the protected characteristicsvideo is availabten our website
on our recruitment pages and alsoir YouTube channel.
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Working at Abertay
We're a small, friendly and ambitious university.

Founded in 1888, we pride ourselves in offering industry-relevant courses for both today and the future. We were granted
University title in 1994 and have around 4,000 students on our Dundee city centre campus, offering a range of programmes at
undergraduate, postgraduate and research level.

We're also proud of our friendly and informal approach - here you'll play a real part in the direction of our University and the
future of our students, as you are key to our success.

Working at Abertay University - June 2019 (Y lad
Watch later  Share

Watch on (£ YouTube

For details of our current vacancies, please see our Jobs page.

View our Strategic Plan here.

ASK US A QUESTION

See
AP5a() and (i) to improving recruitment of BAMEeNnsuring attention to intersectionality (particularly
recruitment of BAME women)

Word Count=387
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6b Training
Aurora WomenOnly Leadership Programme

As stated in Section 5b above, the University has supported 12 (37.5%) female support staff through the Advance
HE Aurora programme (BAME: 17%; White: 83%).

Mentoring

The only formal mentoring for support staff currently is ast jpéithe Aurora programmelnformal/ad hoc
mentoring can be provided, but we are committed to developing a mentoring scheme.

Skills Development

A wide range of courses and workshops are available for all staff (academic and support). Online coudges inclu
compulsory E&D and unoscious bias training and a range of health, safety and wellbeing courses. Workshops
cover a range of generic skills e.g. time management, resilience and leadership and management training. Suppo
staff can also access AbLE sarsrand the PGCAP whenenent.

We are currently considering ways we can ensure we have a consistent and appropriate recording and evaluation
tools which can be used across the University covering all those that support L&D (People Services, Graduate
Schml, AbLE Academy).

Se

AP2c(ix)Develop a mentoring scheme for support staff, ensuring awareness and support for BAM
AP2c(xii), AP4a(ivProvide specific diversity training for managers and recruiters

AP4e(iiy 2y G Ay dzS G2 &dzLJLJ2 tNdationim Aurag 2 YSy Qa LJ NI A
AP5b(i)Develop and implement a training records system; and a consistent approach to evaluatig

Word Count=161
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6¢c Appraisal/development review

The same review process is used for support staff as outlinBdaboverelating o academic staff

Chart 6¢i) Development Discussions completion rates support staff
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For support staff we see a similar level of completion rate8®IME support staff compared to White staff

Word Count=37
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6d Prafessional and support staff promotis

The process for support staff to have an increase in grade is within the Grading Procedure. Individuals or their
managersnustdemonstrate a change in role which is then evaluated by role analysts using the agreed HERA role
analysis tool. There is hmaud process for thisa case is made when there has beesignificantchange to the

role for a period of 6 months. Across tBeg/earperiod there has been 18 individuals whose role has been

regraded through this process (11% BAME)st staff who have hd their roles regraded are female (F:78%) with

all of the BAME staff being female.eBe figuregeflect the number of female staff in support staff roles.

lf 6K2dAK ¢S R2y Qi KIFI @S | O0ONBF{R2¢6y 2y SiOGKythaDA (e g
female staff responded less positively (3%8mparedi 2 Y €S &adFFF oénm20 G2 GKS |
2L NI dzyAGASE FT2NJ OF NBSNJ RS@St2LIySyd F2N)YS G GKS
see that BAME staff respondednificantly more positivig to the question (BAME: 60%; White: 40%; University

wide response 37%). However, for those who preferred not to disclose their ethnicity the response was only 20%.

We know through staff engagement discussions with staff thetelis a general concern about career
progression opportunities amongst support stdffit this is not unique to Abertay. Additionally, our exit interview
data shows that progression and career opportunities are consistently the main reason for leaving/althis
data is not brokemown by ethnicity.

We are currently reviewing our grading procedure for support st@iis is likely to include a more streamlined
approvalprocedure but not change the overall role evaluation process or system.

Word Count=296
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7. Student pipeline

7a Admission

Inthe tablesbelowz G KS RIFGF A& RNI gy TF2RW¥ntnf UCAY ddetddriubteirépsriS By R I
sex, area background, and ethnic group

b1 {Q REGE FLIWNRIFOK A& a F2tfz2gay

| Applications and offers are rounded to the nearest 5.

1 Offer rates arenot reported when the number of applications for a group is less than 10.

il Offer rates are reported as 0% ifette are fewer than 5 offers, and 100% if the number of offers is within 5
of the number of applications.

Table 7a(i): undergraduate applicatior®s offers by ethnicity (rounded figures, unrounded percentagesall
ages

UCAS published data, Judeadline applications

2016 2017 2018
I i I
R & Y
" & = " & . " o L
Ethnic g | £ | £ g | £ | £ | & | £ | £
group < @) o < @) @] < @] @]
Asian 145 | 100 |71% |145 | 120 [84% | 170 | 140 |83%
Black 60 40 62% | 65 35 59% | 65 45 70%
Mixed 70 55 80% | 85 65 78% | 85 75 87%
Other 15 15 100% | 25 20 77% | 30 20 75%
Unknown | 15 10 100% | 30 25 80% | 40 35 85%
White 3715|2905 | 78% | 3905 | 3280 | 84% | 4315 | 3780 | 88%
Total 4020 | 3125 | 78% | 4255 | 3550 | 83% | 4705 | 4100 | 87%
UCAS published data, June deadline
applications
2019 2020
L b
(0] 9 [0} 9
Ethnic é E E é E E
group < O | O | < o | ©
Asian 165 | 135 |81% | 200 | 165 |81%
Black 85 55 66% | 90 55 63%
Mixed 135 | 120 | 89% | 100 | 85 84%
Other 45 40 89% | 40 30 84%
Unknown | * * * * * *
White 4155 | 3540 | 85% | 3670 | 3115 | 85%
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Total \ 4630 \ 3930 \ 85% \ 4150 \ 3485 \ 84%\

Our analysis showed a possibly significant lower offer rate to applications from Black applicants across 2016
2020. We therefore performed wdepth analysis of the@®L9 cohort to investigate possible reasons for this
apparent lower offer rate?

We found hat Black applicants were more likely than average to apply to our Mental Health Nursing
programme £10 more applications than average). This is a competitive prageaand across all 2019
applications had an overall offer rate below the average (61% sigé@it% across all programmes), meaning a
disproportionate rate of applications from one group will likely skew the overall rejection rate for that group.
The offer rae to Black applicants to this programme was not significantly different from the average.

We then did a deep dive into the circumstances of each of 8teapplications from Black applicants that were
rejected. We found that twahirds were rejected due to holding or achieving insufficient qualifications to meet
the entry requirements for theourse.

Of the remainder, rejection reasons included:

1 Overseaspplicants who did not reply to requests for additional clarifying information required to make an
offer.

1 Applications made after the June application deadline (not through Clearing) thberourses applied to
were full.

T Overqualification for the stage study applied to and subsequent acceptance to a higher stage of a related
Abertay course.

1 Overqualification for the course applied to, meaning a study visa would not be achievable.

9 Havingmade insufficient progress at a previous institution.

We found tha there was a valid reason given for each of the rejections, and that the vast majority were
objective rather than subjective rejections. The only subjective rejection reason given lues &interview

stage for admission to the mental health nursimggramme. Data rules prevent us from disclosing the exact
number of applications rejected for this reason, but it is sufficiently small that we are confident that applications
from Black pplicants in 2019 were not significantly disadvantaged by subjgctisihin the Abertay offer

system.

15 Analysis is only possible ftire 2019cohort of applicantsas due to GDPR requirements we have
deleted our data on pr019 applicants who did neubsequently become students.
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Applications: benchmarking

Table 7a(ii): UCAS data, all age June deadline applications (roun8&dtEapplicants as % of total UK
domiciled applicatons

Abertay | All Scottish Moderns (mean) All Scotland (mean)

2014 | 6.9% 8.8% 9.4%

2015 | 7.1% 9.5% 9.9%

2016 | 7.2% 9.5% 10.0%
2017 | 7.6% 9.9% 10.4%
2018 | 7.5% 10.2% 11.2%
2019 | 9.4% 10.5% 11.8%
2020 | 10.4% 11.2% 12.7%

Table 7a(i): UCAS data, all agkine deadline applications by ethnicity (rounded): Abertay applicantmiers
and percentage against Scottish mean

2014 2015 2016 2017
Abertay Scot Abertay Scot Abertay Scot Abertay Scot
No. % mean | No. % mean | No. % mean | No. % mean

White | 4,395]| 93.1%| 90.6% | 3,875| 92.9%| 90.1% | 3,715| 92.8%] 90.0% | 3,905| 92.4%| 89.6%
Black | 100 |2.1% |1.9% |65 1.6% | 2.0% | 60 1.5% | 1.9% |65 1.5% | 2.1%
Asian | 135 |2.9% |4.9% |125 |3.0% |50% |145 |3.6% |52% |145 |3.4% |5.3%
Mixed | 75 1.6% | 2.0% | 90 2.2% | 2.2% | 70 1.7% | 2.3% | 85 2.0% | 2.4%
Other | 15 0.3% | 0.6% |15 0.4% | 0.7% | 15 0.4% | 0.7% |25 0.6% | 0.7%
Total [ 325 [6.9% [9.4% |295 |7.1% [9.9% |290 |7.2% | 10.0% | 320 | 7.6% | 10.4%
BAME

Total | 4,720 4,170 4,005 4,225
2018 2019 2020
Abertay Scot mean Abertay Scot mean Abertay Scot mean
No. % No. % No. %
White 4,315 | 92.5% | 88.8% 4,155 | 90.6% | 88.2% 3,670 | 88.4% | 86.3%
Black 65 1.4% |2.1% 85 1.9% |2.2% 90 22% | 2.4%
Asian 170 3.6% |5.6% 165 3.6% |5.7% 200 48% |6.1%
Mixed 85 1.8% |2.7% 135 29% | 2.9% 100 2.4% | 3.0%
Other 30 0.6% | 0.8% 45 1.0% | 1.0% 40 1.0% |1.1%
TotalBAME | 350 75% | 11.2% 430 9.4% | 11.8% 430 10.4% | 12.7%
Total 4,665 4,585 4,150

l'a Oy 06S 4SSy |020S3 | 0SNI!I 2AVBE applianiSoprisistehtly lo®eF than LILIE .
both the Scottish mean and the mean ®cottish modern universities, although with a notable increase in
2019.

One reason for this mdye the higher proportion of Englistomiciled applicants across Scotland generally
compared to Abertay. England has a high8ME population by proportion (14% at the 2011 census) than
Scotland (4%), so Englidbmiciled applicants may on average be mbkely to be BME than Scottish

domiciled applicants. Between 2014 and 2019, across Scotland a consistent 17% of applications were from
applicants domiciled ikEngland. Over the same period, the figure for Abertay was consisteB&§.7
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UCAS only providdata by domicile or ethnicity, not both, so it is not possible to conclusively test this
assumption by ascertaining what proportion of English applicants aleeeBAME. However, data on Abertay
undergraduate students shows that in each of the past threars (2017/1& 2019/20), a higher proportion of
our Engliskdomiciled students were BVIE than our Scottiskomiciled students (for example, in 2019/20 13.3%
of Engliskdomiciled students were BVE compared to 7.3% of Scottiglomiciled).

Another contriluting factor may be that Abertay may also be drawing from a less diverse population within
Scotland itself. While the UCAS application data does not include home postcodes for applications, Abertay
draws the majority of its enrolled Scottisindergraduatestudents from the local area: in 2019/20, 65% of

I 6 SNJI I & eddmidilgd Anidlérgkaduéte entrants by headcount had home postcodes in Dundee, Angus,
Perth & Kinross, or Fife. These areas are collectively 284k By total population (201densus). If th same
pattern is seen in applications, we might expect a lower rate of applications fAMERpplicants at Abertay

than nationwide, as the main centres OARRE population in Scotland are in the cities of Glasgow and Edinburgh
(collectivelyholding 44% of O 2 (i tBANHRoQuiation as of the 2011 census), from which Abertay drew only
2.7% of its 2019/20 Scottistomiciled undergraduate entrants.

Table 7aiv): UCAS data, offer rate to all age June deadline applicationsthyicity, Ukdomiciled applicants
only

Ethnicity White Black Asian

| Q0| Scot |Ratio|! Q| Scot |Ratio|! Q| Scot |Ratio
A:S AS A:S
2014 78.2%| 55.2%| 1.42 | 62.0%| 35.3%| 1.76 | 77.2%| 49.2%| 1.57
2015 77.3%| 52.6%| 1.47 | 56.9%| 36.6%| 1.55 | 73.4%| 48.0%| 1.53
2016 78.2%| 51.9%| 1.51 | 62.3%| 39.9%)| 1.56 | 70.6% | 50.3%| 1.40
2017 84.0%| 53.5%| 1.57 | 58.7%| 43.1%| 1.36 | 84.0%| 51.0%| 1.65
2018 87.6%| 54.3%| 1.61 | 70.1%| 46.0%| 1.52 | 83.3%| 52.4%| 1.59
2019 85.2%| 55.4%| 1.54 | 65.5%| 45.5%| 1.44 | 81.2%| 53.4%| 1.52
2020 84.9%| 56.9%| 1.49 | 63.3%| 47.8%| 1.32 | 80.7%| 56.8%| 1.42

Ethnicity Mixed Other

I QG| Scot |Ratio|! Q0 I/ Scot | Ratio
A:S A:S
2014 74.0%| 52.9%| 1.40 | 100.0%| 43.2%| 2.31
2015 75.3%| 53.1%| 1.42 | 41.2% | 46.7%)| 0.88
2016 79.7%| 53.0%| 1.50 | 100.0%| 45.5%| 2.20
2017 77.9%| 53.8%| 1.45 | 76.9% | 49.2%| 1.56
2018 87.4%| 55.5%| 1.57 | 75.0% | 50.3%| 1.49
2019 89.1%| 57.3%| 1.55 | 89.1% | 52.1%) 1.71
2020 84.2%| 57.7%| 1.46 | 84.2% | 52.1%| 1.62

With the exceptionofi KS W2 G KSND SGKYyAO INBdzZL) 606 KSNBE ! 6 SNI I &
I NB KAIKEe& @2t GAf SO | 0ébdldiehth @ith the SEGktIShNdednladioSsall higadling® 1
ethnic groups between 2012020. Applications a& generally 4@ 60% more likely to receive an offer at

Abertay compared to the Scottish mean regardless of the ethnicity of the applicant.

This meansHhat the lower offer rate to applications from BlackLJLX A OF yia LINB@A2dzaf e &SS

also true to a similar degree across Scotland as a whole.
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Contextual admissions

Since 2014, Abertay has operated a contextual admissions policy, wregphgations meeting a number of
set criteria indiating a background of disadvantage receive an offer requiring lower grades for entry:

! O2y iSEGdzrt 2FFSNI A& YIRS Fd GKS aAayAyvydzy ! 00Sa

three SQA Highesubjects (rather than the standard offer of four S®igher passes). For example, a
LINEINF YYS y2NXIffeé& NBIdANRY3I 11 .. |4 I A3IKSN KI a

The criteria toautomaticallyreceive this contextual offer are one or both of:

i Participationin a recognised higher education widening accesgamme such as LIFEIFF, LEAPS,
GOALS, or equivalent
1 Having spent 3 months or more in care

ORtwo or more of;

1 Having attended a school with low rates of progression to higher education

1 Living in an areaf deprivation as identified by the Scottish IndéxX\ultiple Deprivation
1 Having parents or guardians who have not participated in higher education

1 Having experienced serious disruption to formal education
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Applications meeting onlgne2 ¥ G KS Y81 &22F 2 NONR2INOINA I I NS | daSaaSR Ayl

personal statement and reference in the application form, and a decision is made to make either a standard

2NJ O2y (i SEldzZ f 2FFSNI I OO02 NRAnfeBtarid2ontdxk S | LILX A OF y (i Q&

Exact numbers of applications receiving this individual assessment are not currently available, but anecdotal

evidence suggests the number is very small. However, in order to chedRAhEapplicants were not being
disadvantaged by thisubjective assessemt, we undertook analysis of the numbers of applications and
registered entrants who received a contextual offer by ethnicity.

As with the previous analysis, full ethnicity data of applicants is only available for 2019 as below:

Table &a(v): 2019 applicabns receiving contextual offers by ethnicity (rounded figures, unrounded
percentages)

Ethnicity group| All offers | % of total offers| Contextual % of total contextual
offers offers

Asian 130 3.3% 25 4.2%

Black 50 1.3% 10 1.5%

Mixed 105 2.7% 10 1.5%

Other 50 1.3% 5 1.1%

Unknown 385 9.8% 0 0%

White 3215 81.7% 565 91.7%

Total 3935 615

BAMEtotal 335 8.5% 50 8.3%
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The numbers of contextual offers made per group are small, but overall the proportion of applications from
BAMEapplicants receiving a costtual offer is comparable to the proportion BAMEapplications receiving
offers overall.

Table 7a(vi): registereéntrants who received contextual offers by ethnicity (rounded figures, unrounded
percentages)

2017/18 2018/19 2019/20

Contextual offer Contextual offer Contextual offer
Ethnicity No Yes | % Yes No Yes | % Yes No Yes | % Yes
Group
Asian 45 5 8.0% 35 5 14.3% 30 10 | 24.4%
Black 5 5 41.7% 15 5 23.5% 15 5 16.7%
Mixed 25 5 11.1% 30 5 12.5% 25 5 13.8%
Other 15 0 0.0% 5 0 0.0% 15 0 111%
Unknown 55 0 0.0% 85 0 2.4% 0 0 0.0%
White 1055 | 170 | 13.7% 1165 | 200 | 14.6% 995 | 195 | 16.4%
Total 1205 |180 | 13.0% 1330 | 215 | 13.9% 1085 | 215 | 16.6%
BAMEtotal 90 10 11.5% 85 15 | 14.3% 85 20 | 17.9%

To provide some additional data, Tablevippresentdigures on the number afegistered entrantss of 31
January each year who received a contextual offer in response to their application(s).

This is not the same as the numbettatial applicationseceiving a contextual offer (as in Table 7a(ii)hats
all applicants who received a contextual offer Wwalve accepted that offer and gone on to register as
students.

AP7a(i)Althoughthe data show no significant underrepresentation of ethnic groups in the proportion
registered entrants who receivedcantextual offer data will be reviewed on a yearly basis to ensure 3
issues identified can be addressed quickly.
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