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This is the tenth Equality, Diversity & Inclusion (EDI) Annual Report, as required by the Equality Act 2010 and Public Sector Equality Duties (PSED) 2011 for Wales.
A key requirement of the PSED is for the University to publish an annual report on compliance with its duties.  This report aims to fulfil this requirement for the academic year 2020-2021.
Further information relating to the University’s Equality and Diversity policies and procedures and other guidance can be found by clicking here.
[bookmark: _Toc94262712]EQUALITY, DIVERSITY & INCLUSION OBJECTIVES UNDER THE PUBLIC SECTOR EQUALITY DUTY
Wrexham Glyndŵr University (WGU) aims to provide an environment that respects and values the positive contribution of its stakeholders, enabling them to achieve their full potential and gain benefit and enjoyment from their student experience.  The EDI objectives that support the reporting period for this document cover the periods April 2020 to March 2024. Equality, Diversity and Inclusion underpins the University’s Vision & Strategy; in particular, its commitments to:
· Accessibility – in the learning we provide for our students, staff and our community; grounded in a dedication to be inclusive and fair in how we provide our services.
· Supporting our stakeholders – helping all to gain confidence and achieve their potential.  
· Inclusivity – creating a community that welcomes students, staff and visitors from all backgrounds, placing them at the heart of what we do, treating them with dignity and respect and providing equality of opportunity.
· Ambition – recognising that there are no limits to learning; supporting our stakeholders with a flexible approach. 
· Sustainability – building mutually beneficial relationships with partner universities and further education colleges to meet regional needs in order to support our future growth; in particular in relation to equality, diversity and inclusion.
· Continuous Improvement – developing an inclusive culture within the University, sharing best practice in order to improve our processes and practices to foster inclusivity and develop the diversity of our University community.
The Strategic Equality Objectives support the achievement of the WGU mission and values:
Wrexham Glyndŵr University’s Mission:
To inspire and enable through Higher Education, research and engagement; working together with our students, staff and partners. 
Wrexham Glyndŵr University’s values:
Accessible, Supportive, Innovative and Ambitious.
[bookmark: _Toc94262713]EQUALITY, DIVERSITY & INCLUSION OBJECTIVES
The WGU EDI Strategic Objectives were created in order to support the University’s Strategic Equality Plan and cover the period 2020-2024.  The purpose of our EDI objectives are to strengthen our due regard for the aims of the Public Sector Equality Duty (PSED).  The three aims are the need to:
· Eliminate unlawful discrimination, harassment and victimisation and other conduct prohibited by the Equality Act.
· Advance equality of opportunity between people who share a protected characteristic and those who do not.
· Foster good relations between people who share a protected characteristic and those who do not.
The strategy and its objectives establish the University’s commitment to equality, diversity and inclusion under two main themes:
Objective 1:
To ensure a learning and working environment that promotes inclusion and equality of opportunity for everyone who studies, works and visits WGU.
0. Student Journey – an inclusive approach to our student’s experience that promotes equality, diversity and inclusion; enabling our students to thrive and leave with the ability to make successful life and career choices.

0. Staff Journey – an inclusive approach to recruitment, progression and the employee lifecycle that promotes equality, diversity and inclusion, enabling our staff to develop and prosper in an environment where they feel treated with dignity and respect.

0. Community Journey – an inclusive learning and working environment that draws on the diverse perspective and cultural wealth of our local community, enabling our community to benefit and grow with the University.

Objective 2:
To ensure that the needs of our students and staff are at the heart of the design and delivery of the WGU Vision & Strategy and related policies and procedures.
2.1 Demonstrate our due regard for the requirements of the Equality Act 2010 by ensuring compliant policies, procedures and processes in relation to equality, diversity and inclusion.
The strategy enables a focussed approach towards the promotion of EDI and fosters collaboration with stakeholders to work towards achieving the aims of the Equality and Diversity Policy for Staff and Students.
The EDI Action Group continue to work collaboratively to achieve the objectives set out within the University’s current Strategic Equality Plan.  The plan and its objectives are a standing agenda item at quarterly meetings. The plan was reviewed throughout the year, taking into consideration the impacts of coronavirus and equality; with updates to objectives made in line with current guidance.  The group now consists of 30 members, with an increased representation seen in academic staff, with 30% of membership now attributed to Academic Staff.  
The equality sub-groups continue to thrive and continue to inform, advise and direct progressive actions in relation to their assigned protected characteristic. The sub-groups allow more directed and meaningful action to take place and include:
     The Accessibility & Inclusion Group
     The EDI Academic Development Team
The Faith & Religion Forum
The LGBTQ+ Staff Network
The Race Equality Group 

An update on progress made towards achieving the current objectives during the academic year 2020-2021 can be found below:
[bookmark: _Toc94262714]Disability 
Supporting Strategic Equality Objectives: 1.1.3, 1.1.8, 1.1.11, 1.1.12, 1.2.4, 1.2.6, 1.2.12, 1.2.14, 1.3.1, 1.3.2, 1.3.3, 1.3.4, 1.3.6
The University maintained Disability Confident employer (Level 2) status, denoting that the University is committed to the recruitment and retention of its people with disabilities and health conditions.  
Events to help raise awareness and support mental health and wellbeing within the workplace and learning environment during this reporting period have included:
· All refurbishment work undertaken as part of the University’s Campus 2025 Strategy is reviewed by a project board who take advice from the University’s Accessibility & Inclusion Group and external service providers with lived experience.  Students now have access to an Accessible + room, which is close to the reception area, can be accessed and egressed by light sensitive activation; contains a height adjustable lectern for presenting and a number of height adjustable desks.  
· Implemented shielding mechanisms in line with covid guidance. 
· Introduced a risk assessment process to support and safeguard returning students and staff and enable activity on campus
· Active Learning Framework (ALF) implemented and now embedded to support a blended approach to learning.  The Framework ensures that delivery is flexible, accessible and allows maximum opportunity for student engagement and success. 
· Face covering exemptions supported with the provision of sunflower lanyards
· The University commenced hosting 3 work placements, working with Coleg Cambria on their “Work, Inclusion and Me” project.  The 3 students with Autism work within our Hospitality and Explore! Teams and continue to make a valuable contribution and increase their employability skills during their placement. 
· The Accessibility Regulations came into effect in September 2020 with the requirement for all websites and mobile applications to be more accessible.  The Digital Learning Team have reviewed existing online learning resources and have delivered training sessions and developed online resources to support staff  to enable them to update their content.
· During World Mental Health Day in October 2020, a range of online campaigns such as “Tea and Talk” were promoted, sharing signposting to the Mental Health Foundation, MIND and Time to Change Champions. 
· All staff now have access to a 3 hour course entitled “Making Content Accessible”, which will enable them to produce accessible digital learning and teaching content, to support the Active Learning Framework.
· Linkedin Learning now utilised to upskill within this area.
· JISC staff and student surveys have now been undertaken, with analysis currently being undertaken.
· During Dyslexia Awareness Week (5th -11th October 2020) the Inclusion Services Team delivered five interactive lunchtime events to staff and students, providing information to support understanding and practical advice to enable support.
· In November, stress busting sessions were delivered to coincide with Stress Awareness day.
· During Time to Talk Day (04/02/2021), the Time to Change Champions delivered a programme of events online to staff, including “Stress First Aid”, “Coping with Lockdown”, “Breathing Techniques” and a general chat and catch up over coffee with the Champions, providing the opportunity to  identify and discuss required additional support and reminding staff of their contact details. 
· During Autism Awareness Week (March) online Autism Training packages were made available to staff and students, with 200 licenses issued.  Developed by the National Autistic Society, the modules included “Understanding Autism” and “Autism and Communication”.  
· During the Mental Health and Well-being day (19/03/2021) staff were encouraged to take part in the BRIT Challenge – taking part in activities and recording the number of miles covered – University staff and students  completed 11,972 miles in total. 
· A programme of events were arranged during Mental Health Awareness Week (10th - 16th May) with the theme this year being ‘Nature’ – the programme included Forest Bathing, Suicide Prevention Training, Edible Campus Sessions, Emotional Resilience Programmes, and a range of time to change events – including Positive Visualisation and Breathing Techniques.  The University also invited external speaker Jake Mills (mental wellness motivational speaker) to share their lived experience, via an online talk.
· During Dementia Action Week (17-23 May) resources were shared with staff to support those living with or supporting someone living with Dementia, including access to an online training platform. 
· During Autism Pride Day (18.06.21) the OD&D Team working with a member of autistic staff developed a video highlighting the value of Autistic people within the workplace; shared with staff.
· To support staff and students a free app service was shared entitled “Hub of Hope”; a free service for those requiring support, the app provides a large pool of resources to support and a database of mental health local support groups. 
· The SU delivered online Suicide Prevention Training courses during November/December 2020, attended by staff and students
· The University has 14 “Time to Change” Employee Champions; trained staff who continued to provide guidance whilst remote working took place, driving forward change by tackling mental health stigma and raising awareness.  
· Following receipt of HEFCW funding and to support the Mental Health & Wellbeing Strategy a structured development programme was established to support key staff members to enable them to fully support our students whilst supporting their own wellbeing.  All training aligned with the Strategic Equality Objectives and resulted in:
· 4 x Designated Safeguarding Officers, trained to L4 standard
· 66 x Mental Health First Aiders
· 49 x Line Managers received Wellbeing in the Workplace training
· Development of a safeguarding video, shown to staff during the “Engage” conference and embedded into the staff online induction
· 88 x staff completed online Autism Awareness training
· 48 x Safeguarding Champions, trained to L2 standard
· Student Union Period Poverty campaign
· Time to Change Champions – have continued to be promoted as a resource to  provide support to staff whilst remote/hybrid working continues, sending out regular reminders of their contact details and promoting their service, this includes a short video that’s now included within the online induction.  
· The Youth & Community Team continue to deliver “The Conversation” online series, providing staff and students with the opportunity to discuss issues in relation to key themes.  In July this  included a session entitled  ‘Let’s Talk Differences’ with discussion focused on disability and accessibility within society and at the University. 
[bookmark: _Toc94262715]Gender 
Supporting Strategic Equality Objectives: 1.1.13, 1.1.14, 1.2.1, 1.2.12, 1.2.15, 1.2.16, 1.2.17, 1.3.2, 1.3.7
· The University employs a high percentage of female staff working within senior posts.  Reports reveal that senior staff show a good representation of female staff, however it is clear that it is within the academic staff where the greatest gender imbalance can be seen, with senior academic roles dominated by males.  This is marginal in professional services grades, however significant across all academic roles from Principal Lecturer upwards, which reflects in the University’s gender pay gap.  To address this  the University is keen to support the progression of female staff and annually funds a number of places on Advance HE’s Aurora Programme;  during this reporting period the University funded 10 members of staff.
· Staff were provided with access to “Violence against women, domestic abuse and sexual violence online training. The “Live Fear Free” Campaign was also promoted to staff to raise awareness and provide contact details should support be required. 
· The HR Team introduced a dedicated objective within the WGU People Strategy aiming to develop methods to create a more diverse workforce by
- Undertaking a consultation with Faculties in   relation to “Blind” recruitment
- Interrogating recruitment data to enable comparison between the number of diverse applicants and those appointed
· Increased use of diverse imagery now used in promotional material
· Further development  of the White Ribbon Accreditation Action Plan took place, with submission planned for academic year 2021/22
· Implemented the Sexual Misconduct and Violence Policy and Procedure for  students and staff in June 2020
· Equality Impact Assessment undertaken as part of the ongoing REF submission to identify areas of disadvantage
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Supporting Strategic Equality Objective: 1.1.4, 1.2.2, 1.2.7, 1.3.3
· Review of the current Transitioning at Work policy was undertaken.
· Admission process was updated to enable students to use their preferred name on their application.  In addition students are now able to use their preferred name on all internal documents and systems. 
· The development of a series of podcasts, shared with staff and students, including recorded conversations relating to LGBTQ+ topics, for example a discussion with 2 external trans people who discussed their experience of studying and working as a Trans person, shared during Trans Days of Remembrance. 
· To celebrate National Non-Binary Peoples Day in July 2021 the LGBTQ+ Staff Network shared resources with staff; including information and tips on Ally ship.  In addition Owen Hurcum, the Mayor of Bangor; the first openly non-binary Mayor in the world,   recorded a video answering questions and dispelling myths, which was shared with staff and students. 
· Developed and shared resources to celebrate Trans Day of Visibility, including LGBT+ terminology, Gender identity, Role Models, A Guide to Being a Trans Ally, YouTube videos on the importance of using pronouns to be respectful, guidance for staff transitioning at work and the Transitioning at Work Policy.

[bookmark: _Toc94262717]Race 
Supporting Strategic Equality Objectives: 1.1.2, 1.1.7, 1.1.8, 1.1.9, 1.2.4, 1.2.12, 1.3.2, 1.3.3, 1.3.7
· The University strives to increase the representation of staff who identify as BAME, with only 6% of its workforce falling within this protected group.  The monitoring of data continues to identify where ethnic imbalances are evident; advertisements for vacancies remain inclusive in an attempt to attract a diverse pool of applicants.  Due to the demographics of the local area increasing the representation of BAME staff remains challenging.  Working in collaboration with Advance HE the University sources best practice in an attempt to increase numbers.
· Student data has now been refined and is reported to senior management and academic committees as appropriate including information on student attainment gaps.
· The WGU Race Equality Group was established during this period with the group now consisting of 11 members.  The Group meet quarterly and advise and inform improvements to develop an inclusive environment.
· The Academic Development Team introduced a new strand dedicated to EDI, which aims to review the curriculum offer to ensure EDI is an integral element within programmes.
· Three members of staff commenced collaboratively working with Advanced HE and a variety of HEI’s on the HEFCW funded enhancement programme entitled “The Race Access and Success Collaborative Project”.  The project aims to address race equality within higher education and includes attendance at a series of workshops, action planning sets and consultation meetings with a specialist advisor.  All HEI’s involved were required to draft an action plan to support improvement in relation to the inclusivity of BAME students and staff. 
· The HR Team introduced a dedicated objective within the WGU People Strategy aiming to develop methods to create a more diverse workforce by
- Undertaking a consultation with Faculties in   relation to “Blind” recruitment
- Interrogating recruitment data to enable comparison between the number of diverse applicants and those appointed
· Staff were provided with the opportunity to contribute to the Welsh Governments consultation document in relation to their Race Equality Action Plan.
· During Black History Month (Oct 2020) a number of staff joined Race Council Cymru’s celebration event, ensuring a University presence to highlight our support to race equality. 
· To highlight Windrush Day (22.06.21) the University posted information and messages to raise awareness via social media platforms.  
· Staff were provided with the opportunity to access a free 6 week course, which provided a practical guide to help them instigate meaningful decolonial changes within their own educational setting. 
· The University has developed opportunities to work collaboratively with the following community groups – NWAMI and Race Council Cymru.

[bookmark: _Toc94262718]Religion and Belief
Supporting Strategic Equality Objectives: 1.1.1, 1.1.5, 1.1.7, 1.1.8, 1.2.4, 1.2.8, 1.3.3, 1.3.2, 1.3.3
· Student data has now been refined and is reported to senior management and academic committees as appropriate including information on student attainment gaps.
· The WGU Chaplaincy Team continue to deliver 1-2-1 support for students and staff of all faith and none; launching their online Support Service during this reporting period.
· During November 2020 the Chaplaincy Team hosted an Interfaith event for those of faith and none to learn, share experiences and network.
· Glyndwr Chaplaincy presented the Respect Fair 2021 on 25th January 2021; an open discussion to celebrate the diversity of our communities and how to make diversity more inclusive
· Humanist Chaplain, Gareth Hall also launched the “Diverse Together” series, a programme of events exploring key themes, to be held throughout the year, in collaboration with organisations and charities within the North Wales area.  Their  community film debuted on 12th April 2021, highlighting the diversity of North Wales, with several members of WGU staff appearing in the film 
· The EDI ADT Group are currently reviewing reading lists to enable the provision of more inclusive resources. 
· Events Committee continue to coordinate key events throughout the year celebrating differing religions and beliefs.
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Supporting the Strategic Equality Objectives: 1.1.1, 1.1.2, 1.1.7, 1.1.8, 1.2.2, 1.2.4, 1.2.5, 1.3.2, 1.3.3, 1.3.7
The University remains a named Stonewall Diversity Champion; with the established LGBTQ+ Staff Network enabling more structured and focussed activity to develop an environment that embraces inclusivity.  The network consists of 15 members with representation from those who identify as LGBTQ+ and allies.  The University remain placed at 180th position within Stonewalls Workplace Equality Index – advancing 235 places within the last 3 years. Submissions to the Index were not received during 2020 due to covid restrictions preventing organisations from coordinating events, however the University’s Network have continued to promote and celebrate key dates online and were in a position to provide examples of good practice and progression when submitting evidence in October 2021.  
The following activity was undertaken during this reporting period:
· Student data has now been refined and is reported to senior management and academic committees as appropriate including information on student attainment gaps.
· Awareness Raising - key dates and messages of support to promote awareness via social media platforms, including the University’s support for Lesbian Visibility Day,  International Day Against Homophobia, Biphobia and Transphobia, the Stonewall Riots Remembrance Day and International Non-Binary day. 
· To support LGBTQ+ History month (Feb), the following activity took place:
· Members of the Network published blogs, which included guidance on how to be a better Ally and the importance of using pronouns.
· The Network hosted a “Meet the Network” coffee catch up on Microsoft Teams, which involved a cross section of staff, Network members, the Vice-Chancellor  and Deputy Vice-Chancellor.
· The Youth & Community Team hosted an online “Conversation” session entitled “Gender and Sexuality – Let’s Talk” providing staff and students with the opportunity to talk within a safe space.
· During Pride Month (June)the following activity took place:
· Promotion of external events
· The Network shared a series of pieces entitled “What Pride Means to Me”, including a blog from the Executive Director HR.
· Promotion of a “Guide to Pride”, a list of resources supporting and promoting LGBTQ+ inclusion, including links to support and resources; including podcasts, television programmes, films, books, poetry, news articles and online events that were accessible to all.  
· Shared articles and a video to commemorate the Stonewall Riots.
· A Microsoft team was created enabling staff and Network members to pool LGBTQ+ related resources.  The page includes links to podcasts, books, websites, news articles and films and is also used as a discussion forum for the Network and wider staff community.
· The HR Team have developed an online induction, which includes a short video from the Chair of the LGBTQ+ Staff Network, providing details relating to the Networks work, the University’s commitment to inclusion and how new staff can get involved.
· Staff were provided with the opportunity to contribute to the Welsh Governments consultation documents and survey in relation to their plans to support the LGBTQ+ community in Wales. 
· The Network were involved in Chester Pride; producing a video to share a message promoting the University’s commitment to inclusion.  The video entitled “Why I’m Proud to be part of the WGU Community”, involved quotes from staff and students describing our inclusive environment.  
· The Network continued to support the Caia Park LGBTQ+ Youth Group during the pandemic, sharing learning resources, job opportunities and opportunities to learn.
· The University has developed opportunities to work collaboratively with the following community groups – Viva and Caia Park LGBT+ Youth Group.

[bookmark: _Toc94262720]General
Supporting Strategic Equality Objectives: 1.1.9, 1.1.14, 1.2.5, 1.2.17, 1.3.2, 1.3.7

· Active Learning Framework is now embedded provided a flexible and accessible learning experience. Supported by a dedicated module which staff are required to complete to enable them to support our students via synchronous/asynchronous learning and assessment methods. The framework has been developed into a long term approach. 
· EDI training sessions continue to be delivered to staff and students; having moved to online synchronous content.
· The University continues to share best practice and resources with other HEI’s in relation to EDI and contributes to the EDI Welsh Liaison Group on a regular basis.
· A calendar of events and key dates has been developed, enabling effective planning and collaborative activity to create more impact across the University and beyond.
· The University became one of the first organisations in North Wales to sign Victim Support’s Hate Crime Charter highlighting our commitment to tackling hate crime, reassuring staff, students and the community that the campus is a safe place – launched during Hate Crime Awareness Week 10th-17th October 2020.  The University have a long standing working relationship with Victim Support were pleased to learn that they have been awarded the Victim Support Hate Crime Charter Trustmark due to the work undertaken to train staff in relation to hate crime recognising the University as a safe space for individuals experiencing hate crime.
· Victim Support delivered a number of Hate/Mate Crime Awareness sessions to staff and students – raising awareness and providing practical tips on how to challenge and report.
· The University signed Wrexham’s  pledge as a “Town of Sanctuary” welcoming those fleeing violence and persecution in their own countries.
· Staff were provided with the opportunity to take part in a Domestic Abuse survey and research undertaken by Violence Prevention Wales; directly related to the pandemic.  In addition staff were given the opportunity to share their views via the North Wales Police ‘Voice Against Violence’ survey to help shape future plans and approach to improve safety in North Wales.
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Funded by Welsh Government and ESF, this tailored programme aims to support students  under 25 years of age with the most complex needs to develop employability skills and improve their chances of securing sustainable, graduate level employment when leaving University.  HEFCW have stated that Go Wales at WGU is “Best in Sector”.
This year 10 new students have been accepted onto the programme. 24 students took their first experience opportunity. The total number of work-related opportunities (inc virtual) reached 30. The priority aim of the programme is to support students to exit GO Wales at reduced risk of NEET this academic year, 16 participants have achieved this.

[bookmark: _Toc94262722]CAREERS & EMPLOYABILITY TEAM
The Careers and Employability Team have utilised HEFCW COVID-19 funding to provide additional support for those students who are graduating through the covid pandemic (2019-2021), responding to the pandemic through a matrix of tailored support interventions, that reflect and complement the ESF-funded GO Wales: AtWE programme.  Tailored support has resulted in WGU graduates accessing work experience, helping them to transition into employment.

The Team facilitated a number of supportive programmes during academic year 2020-2021, including:
	Programme
	Impact

	Creative Futures
	A series of talks and interviews where creative professionals share their knowledge, insight and experience to encourage students to reflect on their aspirations.  This year’s programme included 23 guest speakers, with 529 WGU students participating.  91% of those who attended confirmed that attending was a positive experience.  
“The diverse range of guest speakers gave me the opportunity to see the many different sides, angles, edges  and corners of what’s possible in future creativeness” 

	Make Summer Work for You
	A series of free online workshops dedicated to developing the employability skills  and knowledge of our students.  The content compliments and expands upon employability modules within academic learning via a range of activity including setting up a powerful LinkedIn Profile, how to write a strong personal statement and effective CV and how to prepare for an interview or assessment.  59 participants engaged with the programme, with participants perceived confidence to succeed in achieving goals having increased from 2.8/5 to 4/5 following completion.  

	Future Leaders
	The programme is designed to improve leadership, management, presentation, communication, team work and other career enhancing skills.  19 students completed the programme with their perceived confidence to become a graduate leader increasing from 2.2/5 to 4.3/5. 
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The Inclusion Services team play a key part in addressing the many barriers faced by the University’s high proportion of disabled students as well as shaping and driving improvements and positively contributing to enhancing and improving the student experience.


The Inclusion Services Team support students by:
· Arranging pre-application visits
· Assessing students for Disabled Students Allowances (DSA) via the in-house accredited assessment centre
· Providing specialist Non-Medical Helper support (e.g. Specialist Study Skills and Specialist Mentoring) 
· Producing individual schedules of adjustments, detailing appropriate support required
· Matching students with Learning Support Assistants, such as Note-takers, Practical Support Assistants and Study Assistants 
· Screening for specific learning difficulties and arranging referrals for formal diagnostic assessment
· Negotiating individual exam arrangements
· Liaising with academic staff on student support and adjustment implementation
· Supporting students to apply for Disabled Allowances funding
· Supporting students with temporary impairments which impact their study
· Working strategically to promote mainstream accessible and inclusive learning
· Promoting disability issues via the EDI Action Group; working collaboratively to achieve the objectives set out within the University’s current Strategic Equality Plan.  
· Providing transitional activities prior to enrolment
· Liaising with the Estates and Campus Management Team; advising on required adaptations to student accommodation and teaching and learning spaces

Given the student profile at WGU and the range of complex issues presented by many students the support available has a genuine impact upon student learning outcomes.  The team work hard with other professional services teams to ensuring that all elements of support available to students are ‘joined up’ and seamless in approach. 

            The service continues to work proactively to encourage prospective applicants, offering holders and enrolled students to disclose and register as early as possible so they can access any necessary support and resources. In Academic Year 20/21, Inclusion Service staff had a presence at Open Days, transition, and welcome week events, and delivered induction presentations across faculties. Collaborative working with Admissions has allowed the Service to take assertive action to engage with offer holders earlier in the year after they have received their offer and, where all necessary information has been supplied by the student, to undertake a substantial number of DSA Study Needs Assessments before matriculation.
The chart below shows the number of new  student cases recorded within Advice Pro  (Inclusion Services CRM)
[image: ]
The chart below shows the number of interactions with students demonstrated by total monthly case notes logged within Advice Pro:[image: ]
Diagnostic Assessments:
The team offer a diagnostic assessment Service for Specific Learning Difficulties (SpLD).  In Academic Year 20/21, 98 diagnostic assessments were carried out. This diagnostic assessment is required in order to meet funding body requirements for students to benefit from the extensive funding available via Disabled Students Allowances.
[image: ]DSA Study Needs Assessments:
[image: ]           Wrexham Glyndwr University Assessment Centre provides study needs assessments to enable students to access Disabled Students Allowances (DSA). The Assessment Centre reports monthly to the external auditing body on a range of Key Performance Indicators:
Learning Support Assistants
[image: ]The team of 15 Learning Support Assistants delivered 9,916 hours of support between 1st August 2020 – 31st July 2021 The support roles include Note-takers, Practical Support Assistants, Study Assistants and Examination Support Workers.


  

[bookmark: _Toc94262724]Student Outreach and Engagement
The annual pre-matriculation transition event for incoming disabled students with autistic spectrum conditions and complex mental health needs proved popular and included a range of activities and enabled early interface between students and a range of university services and departments. This event ensures that this group of students receive personalised support and are provided with information and guidance in a relaxed and safe environment and encourages social interaction with other students and key support staff.
The onsite DSA Assessment Centre and Non-Medical Helper support services adhere to an external Quality Assurance Framework for the provision of Disabled Students Allowances funded services. During Academic Year 20/21, both  areas achieved full compliance against the two specific Quality Assurance Frameworks  meeting all KPI targets which are externally monitored.
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The Chaplaincy Team continue to provide one to one support for staff, students and visitors. The voluntary Chaplains including  Roman Catholic, Eastern Orthodox Christian, Church of Wales, Pagan, Islamic, Methodist, Evangelical, Quaker and Humanist are available to meet with students, staff and our community supporting those who have faith and none.  During academic year 2020-2021 the Chaplaincy Team were awarded with the WGU Above & Beyond Award for Volunteering for the continued service that they provide.  
The Chaplaincy is involved in organising events within the University and the local community and highlights this year included:
· Students and staff meeting together online to commemorate Remembrance and Christmas Services.
· Delivery of online workshops focussing on faith, belief and spirituality.
· The production of information short videos promoting faith and belief shared via social media platforms
· The return of face to face Chaplaincy meetings.
[bookmark: _Toc94262726]DIGNITY AT WORK ADVISOR ROLE
The University’s Dignity at Work Policy and Procedure continues to support staff to ensure an environment where staff can work free from bullying and harassment.  The University’s Dignity at Work Advisors support the policy and procedure, listening to staff’s concerns and providing a supportive, confidential and informal platform for staff to discuss issues relating to bullying and/or harassment, signposting them to additional support should this be required.  We can see a significant decrease in the number of meetings that have taken place; which could be attributable to remote working with staff not feeling comfortable meeting online.  
	Number of Dignity at Work Meetings
	Female Staff who attended
	Male staff who attended

	8 (-31)
	4 (-17)
	4 (-14)



[bookmark: _Toc94262727][image: C:\Users\bloomfielda\Downloads\DSCF1108.jpg]WIDENING PARTICIPATION
The University is committed to increasing opportunities for people from a diverse range of backgrounds to participate and benefit from higher education, ensuring that everyone who has the potential to achieve in education has the opportunity. 
The Widening Access Team aims to improve our success rate in engaging with and encouraging harder to reach students into education by offering a structured and targeted programme of inspiring events.  
Widening Access activity has resumed following the requirement to reduce the number of face to face activity due to social distancing restrictions. 
The Team have arranged a variety of activities during this reporting period including the following:
· Youth Endowment Fund (YEF) Celebration Event
· Visit to Christ the Word School, Rhyl
· Adult Community Learning (ACL) Community Meeting and Curriculum group
· World of Work activities in Maelor School, Penley and Christ the Word School, Rhyl
· Primary School Visit- Maes Y Felin School 
· TY Calon Community Event

Additional engagement plans and opportunities are outlined below :
· Working closely with academics in Health, Wellbeing, Sport, STEM and Education to develop engagement with upcoming Reaching Wider activities such as: 
Hay Festival Scribblers- Feb 2022
Primary Education visit- March 2022
Easter Football College- April 2022
[bookmark: _Toc94262728]STAFF TRAINING
Equality, Diversity & Inclusion training is available to staff, including legislation updating, awareness of protected characteristics and discrimination.  
The monitoring of all staff training takes place with the following data recorded for the academic year of 2020-2021

Despite the requirement to work remotely the delivery of staff development continued with synchronous online delivery being undertaken, with a significant number of staff continuing to engage with staff development.
During this reporting period a total of 3,249 members of staff attended staff development activities, an increase of 24% on the previous year. This can be attributed to the decrease in staff development delivered during 2020 when staff were initially required to work remotely and adapt to their new methods of working, with the development offer temporarily limited whilst staff adjusted to online delivery methods.  From March 2021 we can see significant increases in attendance compared to the previous year, attributable to the annual Springboard Conference which had migrated to online delivery and HEFCW funding, which enabled a significant investment in mental health and wellbeing training.
We can see a decrease in the attendance of academic staff, with 1,230 members of academic staff updating their CPD, a decrease of 4% compared to the previous year.  
A decrease of 18% in the total number of CPD hours undertaken due to the transition to online synchronous delivery, which tends to be delivered in shorter sessions to accommodate for the amount of time staff are spending on screens presently.  Staff development activity has been predominantly undertaken by female members of staff and those who work in professional services roles, similar to previous academic years and reflective of our workforce demographic.  
[bookmark: _Toc94262729][image: ][image: ][image: C:\Users\bloomfielda\Downloads\Primary Education Students 9- 7 Oct 2019.jpg]EDI EVENTS & ACTIVITIES
A variety of events  have taken place within the University to promote inclusivity and raise awareness of Equality & Diversity, including:
· The University remained 1st in the UK for Social Inclusion
· The University launched their Civic Mission Framework, working with diverse communities and partners to improve the lives of people across Wales.  
· A number of policies and guidance documents were updated in response to the changing restrictions and health guidance in relation to the covid-19 pandemic, with the safety of students and staff paramount, with equality impacts considered in relation to protected characteristics, ensuring new process, policies and procedures did not disadvantage any groups or individuals.
· WGU’s work with a pioneering movement to fight health inequalities was explored in a book.  The work of the 2025 Movement (aiming to end avoidable health inequalities in the region by 2025) was a focus in the chapter entitled “University – Community Partnerships for Promoting Social Responsibility in Higher Education”, highlighting how the University had supported the work. Innovations include a community of practice for people working in social prescribing, revolutionary systems leadership designed to transform how organisations tackle issues, and small, mobile Just-Do teams, which tackle everything from homelessness to food poverty.
· A student discouraged from studying science in her teens, received a first class degree and was shortlisted for the inaugural Wales STEM Awards.  
· Staff at the University took part in a social networking initiative; the “Sharing Stories” network gave individuals in North Wales the opportunity to share their stories with people from differing backgrounds, cultures and religions.
· A student won the “Life Change and Progression Award” at the “Inspire Awards” for changing her life through education.  Previously living with mental health problems, alcoholism and addiction she sought help for her addiction and returned to education and gained a Degree in Forensic Science.
· Students were given access to self-refer using a direct link from the Intranet via a system called “Elemental”; with access available to members of staff to refer students.  As part of a project that aims to enhance student wellbeing through social prescribing the platform provides integrated support to all University support services. 
· WGU became the first University to commit to becoming a “Trauma and ACE Informed University”.  The innovative project aims to transforms how trauma is approached in Welsh communities, providing those who may have experienced trauma and adverse childhood experiences the opportunity to thrive whilst at WGU.
· The Student and Campus Life Team introduced the confidential Student Space support resource.  The online resource helps students to access support during the covid pandemic, providing access to services, information and helpful tools. 
· The Careers & Employability Team held their first virtual volunteering fair.  In conjunction with the Careers and Employability Service and Flintshire Local Voluntary Council the online event highlighted the latest local volunteering opportunities to students and staff.  
· On White Ribbon Day in November, Staff were encouraged to make the “White Ribbon Promise” and stand up to say no to violence against women.
· The University as part of the North Wales Economic Ambition Board and Welsh Government signed the North Wales Growth Deal; working together to build a sustainable and inclusive economy for our region.
· Staff raised £155 for Advance Brighter Futures by making donations by decorating a Virtual Christmas Tree.  The local mental health charity has seen increased case numbers during the pandemic and appreciated the donation.
· WGU’s “Outside In” Group won a national social care accolade.  The project, which won the “Developing and Inspiring the Workforce of Tomorrow” Award, enables social work students to meet with the group and learn from their experience of social care and the health services. The group also won the “Working in Partnership” Award at the WGU Above & Beyond Staff Awards in December.
· Senior Lecturer Amy Rattenbury delivered a key note speech entitled “The Bare Bones of it” at a Women in STEM Network event, sharing her experience of working and teaching in her specialist field.  Amy also received an “Inspire Tutor!” Award in recognition for her teaching within the subject area. 
· Computing Lecturer Leanne Davies secured a “Highly Commended” status at the Women in Tech Awards
· The HR Team established a Parent and Carers Network to raise awareness and provide support for those staff with caring responsibilities.  The Network enables the sharing of experience, support and an informal space to discuss challenges.
· The Students Union hosted a free online “Virtual Retreat”, available for staff and students, to support their well-being which included mindfulness activities and presentations from well-being experts.
· WGU and Coleg Cambria signed a Memorandum of Understanding focused on collaboration and community, to create an effective and active educational partnership, developing opportunities for students across NE Wales.
· A new app designed for students to interact with each other and share their worries and concerns was introduced.  “TalkCampus” is a virtual space for students experiencing similar challenges to talk confidentially together. 
· Staff were provided with the opportunity to undertake a number of Pulse Surveys in relation to their wellbeing and thoughts around remote working and returning to campus.  The surveys provided meaningful data to enable the Executive Leadership Team to put in place support mechanisms.
· During Global Accessibility Awareness Day staff were encouraged to attend a series of events to upskill them in relation to digital access and inclusion.  
· The University signed the “Dying to Work” Charter, endorsing its commitment to support their staff during challenging times,  providing the HR Team with the opportunity to review policies to ensure supportive mechanisms are in place for staff with terminal illnesses. 
· As part of the University’s Civic Mission the Wrexham & Flintshire Children’s University was established.  The project working with schools and learning destinations encourages and rewards young people aged 5-18 years to participate in extra-curricular activity. All participants receive a “Passport to Learning”, which convert into accreditation levels.
[bookmark: _Toc94262730][image: C:\Users\bloomfielda\Downloads\_EJR3755 Soup May 19.jpg]STUDENT DATA
Data provided is based on the full academic year 2020-2021.  All data has been rounded using HESA’s rounding and suppression rules ** indicates data which has been suppressed.
[bookmark: _Toc94188174][bookmark: _Toc94262731]The EDI Annual Report was first published in its current format for academic year 2013-2014.  Within that 8 year period we can see an overall decrease in student numbers of 18%, with a significant reduction of 39% seen in the number of male students.  The % of students with declared disabilities has fluctuated over the years, with an overall increase of 1% seen since 2013-2014.  Representative of the decrease in student numbers and differing student profile seen since 2013-2014 we can also see a reduction of 7% in the number of students who do not identify as white.   
The following data relates to academic year 2020-2021.
	Gender
	Full-Time
	Part-Time
	Total

	Female
	1920 (+180)
	2190 (+250)
	4110(+430)

	Male
	1350 (+320)
	1455 (-15)
	2805 (+305)

	Other
	10 (=)
	**
	15(+5)

	Total
	3280 (+500)
	3650 (+240)
	6930 (+740) 



The data reveals an increase in total student numbers of 740 (+11%), with an increase of 10% seen in both female and male students, this is consistent with the UK national average which revealed an increase in students of 9%.  The increase in numbers seen at WGU was driven by the WGU Online students and in part due to the higher than usual number of students repeating from academic year 2019/2020.  59% of students at WGU are female (consistent with the UK national average of 57%), with a larger proportion of part time students being female.  There are gender imbalances at subject level, with males comprising a large majority of those studying STEM subjects and more females studying education and those allied to medicine, which aligns with national averages.
[bookmark: _Toc94262732]Declarations of Disability
	Disability
	
Total

	Blind or a serious visual impairment uncorrected by glasses
	** (=)

	Deaf or a serious hearing impairment
	15 (=)

	A physical impairment or mobility issue
	15 (-5)

	A social/communication impairment such as Asperger's syndrome/other autistic spectrum disorder
	
40 (-10)

	A long standing illness or health condition 
	60 (-15)

	A mental health condition
	145 (-5)

	Multiple disabilities
	130 (-5)

	A specific learning difficulty such as dyslexia, dyspraxia or AD(H)D
	385 (-43)

	A disability, impairment or medical condition that is not listed above
	25 (-5)

	No known disability
	6110 (+825)

	Total
	6930 (+740)



The figures are consistent with the increase in the total number of students, with an increase of 825 students with no known disability declared.  This number includes 340 students who are internally identified as Z Codes (students who have indicated on their application that they have a disability, who did not engage with the Inclusion Services Team when approached for support).  UK wide the number of students with known disabilities continues to grow year on year, with specific learning differences or a mental health condition forming the largest group within those students who declared a disability, which accounted for 33%, consistent with declared disabilities at WGU.

[bookmark: _Toc94262733]Age Range - Female
	Age Range 
	Full-time
	Part-time
	Total

	0-17
	0 (=)
	15 (-5)
	15 (-5)

	18-20
	155 (-20)
	60 (-35)
	215 (-55)

	21-24
	450 (+70)
	130 (+10)
	580 (+80)

	25-29
	390 (+60)
	280 (+80)
	670 (+140)

	30-39
	530 (+65)
	695 (+160)
	1,225 (+225)

	40-49
	255 (-5)
	670 (+105)
	925 (+100)

	50-59
	120 (+15)
	305 (-30)
	425 (-15)

	60-69
	15 (-5)
	40 (-20)
	55 (-25)

	70-79
	** 
	**
	**

	Total
	1,920 (+180)
	2,190 (+250)
	4,110(+430)


** In order to comply with data protection legislation it has been necessary to replace numbers with asterisks.  The bottom line figures will not reflect total numbers shown due to redaction.
[bookmark: _Toc94262734]Age Range – Male 
	Age Range 
	Full-time
	Part-time
	Total

	0-17
	0 (=)
	** (-10)
	** (-10)

	18-20
	120 (+10)
	75 (-70)
	195 (-55)

	21-24
	455 (+130)
	150 (-170)
	605 (-40)

	25-29
	370 (+160)
	170 (-105)
	 535 (+45)

	30-39
	230 (+15)
	425(+105)
	655 (+120)

	40-49
	105 (=)
	370 (+135)
	480 (+135)

	50-59
	50 (+5)
	205 (+80)
	255 (+80)

	60-69
	20 (+5)
	40 (+15)
	60 (+20)

	70-79
	** 
	**
	10 (=)

	Total
	1,355 (+325)
	1,445 (-20)
	2,800 (+305)


** In order to comply with data protection legislation it has been necessary to replace numbers with asterisks.  The bottom line figures will not reflect total numbers shown due to redaction.

We can see an increase in the number of students who fall within the age range of 21-49 in relation to females and the age range 30-59 in males.  This could be attributed to the launch of WGU Online Courses, providing a more flexible approach to learning for a number of age ranges.

We can also see a decrease in the number of students (both female and male) who fall into the age range of 18-20.  It is important to note that 20/21 continued to be a non-typical year due to the covid-19 crisis attracting less student numbers as a result and this can be seen nationally across HEI’s.
[bookmark: _Toc94262735]Ethnicity
	Ethnicity
	Full-time
	Part-time
	Total

	Arab 
	10 (+5)
	15 (+5)
	25 (+10)

	Asian or Asian British – Indian
	510 (+505)
	75 (+30)
	585 (+535)

	Asian or Asian British – Pakistani
	** (-5)
	45 (+30)
	55 (+30)

	Asian or Asian British – Bangladeshi
	10 (+5)
	25 (+20)
	35 (+25)

	Black or Black British – African
	55 (+5)
	165 (+80)
	215 (+80)

	Black or Black British – Caribbean
	15 (-5)
	35 (+25)
	50 (+20)

	Chinese
	** (=)
	10 (-5)
	15 (-15)

	Travellers 
	**(=)
	0
	** (=)

	Information Refused
	15 (+5)
	25 (-10)
	45 (=)

	Mixed – White and Asian 
	** (-10)
	30 (+15)
	35 (+15)

	Mixed – White and Black African 
	10 (=)
	10 (-10)
	20 (-5)

	Mixed – White and Black Caribbean 
	** (=)
	20 (+10)
	25 (+5)

	Other Asian Background
	25 (+5)
	50 (+30)
	75 (+35)

	Other Black Background
	10 (+5)
	** (-5)
	15 (=)

	Other ethnic background
	25 (+10)
	45 (+15)
	70 (+25)

	Other mixed background
	20 (+10)
	35 (+15)
	55 (+20)

	Unknown
	** (=)
	10 (-5)
	10 (=)

	White
	2,545 (-45)
	3,055 (-10)
	5,600 (-50)

	Total
	3,280 (+500)
	3,655 (+245)
	6,930 (+740)


** In order to comply with data protection legislation it has been necessary to replace numbers with asterisks.  The bottom line figures will not reflect total numbers shown due to redaction.
An increase in total numbers recorded can be seen, consistent with the general increase in the student population.  In particular, in relation to students who identify as Asian or Asian British (Indian), with an increase of 91% and students who identify as Black or Black British (African), with an increase of 37%, which can be attributed to the increase of WGU Online students between academic years 19/20 and 20/21.

UK wide students of white ethnicity accounted for 74% of all UK domiciled enrollments, however HESA has reported that a decrease in white ethnicity and an increase in Asian, Black and Mixed ethnic backgrounds can be evidenced within the last 5 years. 
[bookmark: _Toc94262736]
Religion/Sexual Orientation
An increase of 3% can be seen by students who identify as Christian, compared to the previous year.  The most significant increase we can see year on year is within the Hindu (+93%), Muslim (+48%) and Sikh (+93%) religions; due to the increase of overseas students enrolling onto the WGU Online courses within this reporting period. 



We are pleased to report an increase of 120 students who chose to disclose that they were either bisexual, a gay man or a lesbian, with the most significant increase seen in those students who identify as bisexual (+31%).  Further activity is required to ensure that our students/potential students feel comfortable when disclosing their sexuality, following a 12% increase in the number of students who refused to disclose.

[bookmark: _Toc94262737]Student Achievement 
	Degree Classification
	Total Awards

	Foundation Degree
	30 (=)

	Professional Graduate Certificate in Education
	35 (-5)

	Other Undergraduate
	1,245 (-80)

	HND/DipHE
	45 (+25)

	First Degree
	505 (-160)

	Doctorate
	** (=)

	Other Postgraduate
	390 (+215)

	Total
	2,260 (-5)



Amounts shown below as percentages due to the HESA Standard Rounding Methodology, any percentages of people where the overall population is less than 23 people must be redacted. Where this is the case this is indicated by the use of asterisks in the tables.  No significant changes can be seen in comparison to the previous year.
	Ethnicity
	Doctorate
	First Degree
	Foundation Degree
	HND/DipHE
	Other Postgrad
	Other Undergrad
	Professional
	Total

	Arab 
	**
	0%
	0%
	0%
	0%
	1%
	0%
	1%

	Asian or Asian British - Bangladeshi
	**
	

0%
	

0%
	

0%
	

0%
	

0%
	

0%
	

0%

	Asian or Asian British - Indian
	**
	0%
	0%
	0%
	3%
	1%
	0%
	1%

	Asian or Asian British - Pakistani
	

**
	**
	

0%
	

0%
	1%
	

0%
	3%
	

0%

	Black or Black British - African
	
**
	
1%
	
3%
	0%
	
3%
	1%
	0%
	
2%

	Black or Black British - Caribbean
	**
	

0%
	

0%
	

0%
	

0%
	1%
	3%
	

0%

	Chinese
	**
	0%
	0%
	0%
	0%
	0%
	0%
	0%

	Gypsy/Traveller
	**
	0%
	0%
	0%
	0%
	0%
	0%
	0%

	Information refused
	**
	1%
	0%
	0%
	
1%
	1%
	0%
	1%

	Mixed - White and Asian
	**
	0%
	0%
	0%
	0%
	0%
	0%
	0%

	Mixed - White and Black African 
	**
	0%
	0%
	2%
	0%
	0%
	0%
	0%

	Mixed - White and Black Caribbean 
	**
	0%
	0%
	0%
	1%
	0%
	0%
	0%

	Not known
	**
	0%
	0%
	0%
	0%
	0%
	0%
	0%

	Other Asian background
	**
	1%
	0%
	2%
	1%
	0%
	0%
	0%

	Other Black background
	**
	0%
	0%
	0%
	0%
	0%
	0%
	0%

	Other ethnic background 
	**
	0%
	0%
	2%
	1%
	1%
	0%
	1%

	Other mixed background
	**
	1%
	0%
	0%
	1%
	1%
	0%
	1%

	White
	**
	94%
	97%
	93%
	87%
	92%
	94%
	92%




Degree Outcomes Attainment Gap
In 2020 the Board of Governors requested a plan for reporting on significant differential education outcomes (attainment gap) by protected groups. A degree outcomes attainment gap report was produced for the first time in 2021. The analysis within the report examined the degree outcomes for full time students taught in the UK who were expected to complete their degree in 2019/20 by age, gender, declared disability and ethnicity. The report identified two groups where degree outcomes were lower: students with a declared disability and students from a Black and Ethnic Minority background. 
The University’s Learning Teaching Quality Committee  (LTQC) and  Access and Learner Engagement Group (ALE) having discussed the report commissioned further research to understand the attainment gap of all students at level 4 via a targeted questionnaire in semester 2 of academic year 2021/22. At the point of publication of this 2020/21 EDI annual report this work is ongoing led by the Planning and Reporting team liaising with Associate Deans for Student Engagement and reporting to the ALE, LTQC and Academic Board. The findings of the survey, subsequent attainment gap reports and actions to improve the outcomes for identified groups where degree outcomes are lower, will be reported in future EDI annual reports.
[bookmark: _Toc94262738]Student – Leavers

Of the total 6,930 students enrolled across all programmes during the academic year 2020-2021, 900 left the University, an increase of 36% compared to the previous academic year.  79% of leavers were aged over 25 years of age (an increase of 12%); monitoring  continues to identify common themes and inform remedial activity to reduce this number going forward.

Amounts shown in the Leavers information below are shown as percentages, due to the HESA Standard Rounding Methodology, any percentages of people where the overall population is less than 23 people must be redacted. Where this is the case this is indicated by the use of asterisks in the tables.

	Religion
Belief
	Academic Failure

	Excl.
	Finance
	Empl.
	Health 
	Other
	Pers
	Trans HEI
	Unknown
	Written off after lapse of time 

	Any other religion or belief
	1%
	**
	**
	**
	2%
	**
	0%
	
**
	
**
	0%

	Buddhist
	1%
	**
	**
	**
	0%
	**
	2%
	**
	**
	0%

	Christian
	33%
	**
	**
	**
	33%
	**
	36%
	**
	**
	25%

	Hindu
	1%
	**
	**
	**
	4%
	**
	2%
	**
	**
	3%

	Information Refused
	7%
	**
	**
	**
	6%
	**
	5%
	**
	**
	3%

	Jewish
	0%
	**
	**
	**
	0%
	**
	0%
	**
	**
	1%

	Muslim
	4%
	**
	**
	**
	4%
	**
	2%
	**
	**
	1%

	No Religion
	50%
	**
	**
	**
	47%
	**
	50%
	**
	**
	67%

	Sikh
	1%
	**
	**
	**
	0%
	**
	1%
	**
	**
	0%

	Spiritual
	2%
	**
	**
	**
	4%
	**
	2%
	**
	**
	0%


	Sexual Orientation
	Academic Failure
	Excl.
	Finance
	Employment
	Health Reasons
	Other 
	Personal
	Transfer HEI
	Unknown
	Written off after lapse of time 

	Bisexual
	4%
	**
	**
	**
	4%
	**
	9%
	**
	**
	1%

	Gay man
	2%
	**
	**
	**
	0%
	**
	2%
	**
	**
	0%

	Lesbian
	1%
	**
	**
	**
	4%
	**
	1%
	**
	**
	1%

	Heterosexual
	81%
	**
	**
	**
	82%
	**
	77%
	**
	**
	82%

	Information refused
	12%
	**
	**
	**
	10%
	**
	10%
	**
	**
	13%

	Other
	1%
	**
	**
	**
	0%
	**
	2%
	**
	**
	3%




	Declared Disability
	Ac/ Failure
	Excl.
	Finance
	Emp
	Health Reasons
	Other
	Personal
	Transfer HEI
	Unknown
	Written off after lapse of time 

	Two or more impairments
	1%
	**
	**
	**
	4%
	**
	1%
	**
	**
	0%

	Long standing illness/health condition
	1%
	**
	**
	**
	0%
	**
	1%
	**
	**
	4%

	Mental Health Condition
	2%
	**
	**
	**
	4%
	**
	3%
	**
	**
	3%

	Physical impairment/Mobility
	0%
	**
	**
	**
	0%
	**
	0%
	**
	**
	0%

	Social/Communication impairment
	0%
	**
	**
	**
	0%
	**
	1%
	**
	**
	3%

	Specific learning difference
	5%
	**
	**
	**
	14%
	**
	9%
	**
	**
	4%

	Deaf or serious hearing impairment
	0%
	**
	**
	**
	0%
	**
	0%
	**
	**
	0%

	Other condition or impairment
	1%
	**
	**
	**
	2%
	**
	0%
	**
	**
	3%

	No know disability
	89%
	**
	**
	**
	76%
	**
	85%
	**
	**
	84%


.  
	Ethnicity
	Academic Failure

	Excl.
	Finance
	Empl.
	Health 
	Other
	Pers
	Trans HEI
	Unknown
	Written off after lapse of time 

	Arab
	0%
	**
	**
	**
	2%
	**
	0%
	**
	**
	0%

	Asian or Asian British - Bangladeshi
	1%
	**
	**
	**
	0%
	**
	2%
	**
	**
	0%

	Asian or Asian British - Indian
	2%
	**
	**
	**
	4%
	**
	3%
	**
	**
	5%

	Asian or Asian British - Pakistani
	1%
	**
	**
	**
	2%
	**
	1%
	**
	**
	0%

	Black or Black British - African
	1%
	**
	**
	**
	4%
	**
	4%
	**
	**
	5%

	Black or Black British - Caribbean
	0%
	**
	**
	**
	0%
	**
	2%
	**
	**
	0%

	Gypsy or Traveller
	0%
	**
	**
	**
	0%
	**
	0%
	**
	**
	1%

	Mixed - White and Asian
	1%
	**
	**
	**
	0%
	**
	0%
	**
	**
	0%

	Mixed - White and Black African
	1%
	**
	**
	**
	0%
	**
	0%
	**
	**
	0%

	Mixed - White and Black Caribbean
	0%
	**
	**
	**
	2%
	**
	0%
	**
	**
	0%

	Not Known
	0%
	**
	**
	**
	0%
	**
	1%
	**
	**
	0%

	Other Asian background
	1%
	**
	**
	**
	2%
	**
	2%
	**
	**
	0%

	Other Black background
	0%
	**
	**
	**
	0%
	**
	0%
	**
	**
	0%

	Other ethnic background
	2%
	**
	**
	**
	0%
	**
	1%
	**
	**
	1%

	Other mixed background
	1%
	**
	**
	**
	0%
	**
	0%
	**
	**
	1%

	White
	88%
	**
	**
	**
	84%
	**
	84%
	**
	**
	86%

	Information refused
	1%
	**
	**
	**
	0%
	**
	0%
	**
	**
	0%


** In order to comply with data protection legislation it has been necessary to replace % with asterisks.  
Key points to note:
· Religion – an increase in 49% can be seen in those students who left due to academic failure who declared no religion and an increase of 68% due to other personal reasons.  An increase of 49% can be seen due to academic failure by those students who declared a Christian faith.
· 43% of students who left due to academic failure identified as heterosexual, which would be consistent with the total number of leavers.


[bookmark: _Toc94262739][image: C:\Users\bloomfielda\Downloads\Alive Hub (33).jpg]STAFF DATA
[bookmark: _Toc94262740]The EDI Annual Report was first published in its current format for academic year 2013-2014.  Within that 8 year period we can see an overall decrease in staff numbers of 14%, with a significant reduction of 23% seen in the number of males.  The % of staff with declared disabilities currently presents at 12%, with an overall increase of 50%  since 2013-2014.  From 2013-2014 we can also see a 4% decrease in the number of staff who do not identify as white, which currently presents at 6%.   LGBTQ+ representation has increased by 50% with 4% of staff now identifying.  We are pleased to see the increase in declarations made by staff with disabilities and those who identify as LGBTQ+, with focussed work being undertaken to promote an inclusive working environment within the last 8 years.  Further work is required to increase the number of BAME staff, which is a continued key focus.
A break-down of employment information relating to academic year 2020-2021 can be found within the remainder of this report, it should be noted that these figures do not include sessional and casual members of staff in line with HESA reporting requirements.  The following data was captured between the dates of 1 August 2020 to 31 July 2021.
[bookmark: _Toc94262741]GENDER - Staff
	Gender
	Number of Staff
	%

	Female
	332(-3)
	60

	Male
	221 (+8)
	40

	Total
	553 (+5)
	100



The data reflects an increase in 5 permanent members of staff compared to the previous year. 
60% of the University’s workforce identify as female, which is higher than the UK national average of 54%.  Women remain underrepresented amongst academic senior posts,  STEM subject areas and in senior management roles across UK HEI’s.  60% of the workforce at WGU are female.


Data reveals a similar pattern to those of the previous year.
[bookmark: _Toc94262742]CONTRACT TYPE
	Contract
	Male
	Female
	Total
	Male% 
	Female%
	Total%

	Permanent
	196 (+10)
	276 (-12)
	472 (-2)
	35.4
	49.9
	85.4

	Full-Time
	151 (+8)
	189 (-2)
	340 (+6)
	27.3
	34.2
	61.5

	Full-Time, Term Time
	**
	**
	**
	**
	**
	**

	Part-Time
	45 (+2)
	87 (-10)
	132 (-8)
	8.1
	15.7
	23.9

	Part-Time, Term Time
	** 
	**
	**
	**
	**
	**

	Fixed Term
	25 (-2)
	56 (+8)
	81 (+6)
	**
	10.1
	14.6

	Full-Time
	17 (=)
	24 (+6)
	41 (+6)
	**
	**
	**

	Full Time, Term Time (not previously monitored)
	**
	**
	**
	**
	**
	**

	Part-Time
	8 (-2)
	32 (+2)
	40 (=)
	**
	**
	**

	Part-Time, Term Time
	**
	**
	**
	**
	**
	**

	Total
	221 (+8)
	332 (-4)
	553 (+4)
	40
	60
	100


** In order to comply with data protection legislation it has been necessary to replace numbers with asterisks.  The bottom line figures will not reflect total numbers shown due to redaction.
Data reveals a similar pattern to contract types to those of the previous year and remain consistent with UK averages which reveal that 49% of full time and 66% of part time staff are female. 

[bookmark: _Toc94262743]AGE
	Gender by Age
	Male
	Female
	Total
	Male 
	Female
	Total

	20 & under
	**
	**
	**
	**
	**
	**

	21-30
	32 (+4)
	40 (+5)
	72 (+9)
	5.8
	7.2
	13

	31-40
	41 (=)
	82 (-3)
	123 (-3)
	7.4
	14.8
	22.2

	41-50
	59 (+7)
	92 (+2)
	151 (+9)
	10.7
	16.6
	27.3

	51-60
	58 (-6)
	91 (-4)
	149 (-10)
	10.5
	16.5
	26.9

	61-65
	17 (+2)
	19 (-5)
	36 (-3)
	3.1
	3.4
	6.5

	66 & over
	13 (+1)
	8 (+1)
	21 (+2)
	2.4
	1.4
	3.8

	Total
	221 (+8)
	332 (-4)
	553 (+4)
	40
	60
	100



Data reveals a similar pattern to our staff’s age profile in comparison to the previous year. 
	Disability
	Male
	Female
	Total
	Male 
	Female
	Total

	No known disability
	198 (+4)
	290 (-12)
	488(-8)
	35.8
	52.4
	88.2

	Two or more impairments and/or disabling conditions
	**
	**
	**
	**
	**
	**

	A specific learning difficulty such as dyslexia, dyspraxia or AD(H)D
	**
	**
	**
	**
	**
	**

	A long-standing illness or health condition such as cancer, HIV, diabetes, chronic heart disease, or epilepsy
	**
	**
	11(-1)
	**
	**
	**

	A mental health condition, such as depression, schizophrenia or anxiety disorder
	**
	**
	**
	**
	**
	**

	A physical impairment or mobility issues, such as difficulty using arms or using a wheelchair or crutches
	**
	**
	**
	**
	**
	**

	A social/communication impairment (not previously monitored)
	**
	**
	**
	**
	**
	**

	A disability, impairment or medical condition that is not listed above
	**
	**
	**
	**
	**
	**

	Information refused
	7
	7
	14 (-3)
	**
	**
	**

	Unknown
	**
	17
	22
	**
	**
	**

	Total
	221 (+8)
	332 (-4)
	553 (+4)
	40
	60
	100


** In order to comply with data protection legislation it has been necessary to replace numbers with asterisks.  The bottom line figures will not reflect total numbers shown due to redaction.
No significant changes can be seen with regards the disability of staff based on the previous year’s data, with 88% of staff declaring that they do not have a disability, which is less than the UK average by 7%.  The “information refused category” has decreased slightly during this reporting period, which is encouraging following the work undertaken to encourage our staff to disclose their protected characteristics.  
Among both professional and academic staff (UK Nationally) the most commonly disclosed impairment types were long-standing illness or health condition, which correlates with those conditions disclosed by staff at WGU.
	Ethnicity
	Male
	Female
	Total
	Male 
	Female
	Total

	White
	198 (+10)
	314 (-5)
	507 (-5)
	35.8
	55.9
	91.7

	Black or Black British – African
	**
	**
	**
	**
	**
	**

	Asian or Asian British – Indian
	**
	**
	8 (-2)
	**
	**
	**

	Asian or Asian British – Pakistani
	**
	**
	**
	**
	**
	**

	Asian or Asian British – African
	**
	**
	**
	**
	**
	**

	Asian or Asian British – Caribean
	**
	**
	**
	
	
	

	Chinese
	**
	**
	6 (-2)
	**
	**
	**

	Other Asian background
	**
	**
	**
	**
	**
	**

	Mixed – White and Black African
	**
	**
	**
	**
	**
	**

	Mixed – White and Asian
	**
	**
	**
	**
	**
	**

	Mixed – White and Black Caribbean 
	**
	**
	**
	**
	**
	**

	Other Mixed background
	**
	**
	**
	**
	**
	**

	Other ethnic background
	**
	**
	**
	**
	**
	**

	Not known
	**
	**
	**
	**
	**
	**

	Information refused
	**
	**
	9 (-1)
	**
	**
	**

	Total
	221 (-8)
	332 (-4)
	553 (+4)
	40
	60
	100


** In order to comply with data protection legislation it has been necessary to replace numbers with asterisks.  The bottom line figures will not reflect total numbers shown due to redaction.

No significant changes can be seen with regards the ethnicity of staff based on the previous year’s data.  Staff working in HEI’s have increasingly become more ethnically diverse, with an increase UK wide in BAME staff most pronounced among academics.  17% of staff identify as BAME nationally and this has grown by 1% year on year from academic year 2018/19, with 11% of Professors identifying as BAME, with 65% of those being Asian.   Inequalities persist nationally with lower proportions of both UK and non-UK BAME staff than white staff on permanent contracts, in senior management positions and on higher salary bands and this is consistent with the demographic of staff at WGU.  Work continues to attract a more diverse workforce to the University with dedicated objectives included within the People Strategy to address this.  
Due to the HESA Standard Rounding Methodology, any percentages of people where the overall population is less than 23 people must be redacted. Where this is the case in relation to the tables below % amounts have been removed. 
An increase of 2.9% can be seen in the number of staff who declared that they do not have a religion.  Data reflects an encouraging decrease of a further 1.8% in the number of staff who refused to provide information; work will continue to provide assurance to staff to encourage them to disclose their information.


No significant changes can be seen with regards the sexual orientation of staff based on the previous year’s data, however we can see a small increase in the disclosure of staff who identify as lesbian (+0.6).  Data reflects a further decrease of 1% in the number of staff who refused to provide information.
[bookmark: _Toc94262744]MATERNITY/ADOPTION
It is not possible to report on maternity and adoption due to the low numbers involved in line with data protection legislation.
[bookmark: _Toc94262745]BOARD OF GOVERNORS
Governor diversity continues to be monitored by the Board’s Nominations and Governance Committee.  The Board seeks to remove any barriers that might deter people from expressing an interest in joining the Board and applications are welcome from people from all backgrounds for consideration.
The gender balance of the membership of the Board at the end of the academic year 2020-2021 was 55% female and 45% male, slightly above the average of 40% of women holding places on UK HEI governing bodies, making it amongst the 55% of governing bodies that are gender balanced with between 40% and 60% female members[footnoteRef:1][1]. The Board has committed to the development of a diversity and inclusion strategy with a view to increasing the general diversity of the Board in recruiting to vacancies. [1: ] 

1  Norma Jarboe OBE/https://womencountblog.files.wordpress.com/2018/11/womencount-report-2018_web-version_new-final.pdf/2018 
[bookmark: _Toc94262746]
GENDER PAY
The gender split of the University’s staff is 60% female and 40% male.  
The mean gender pay gap for the whole organisation is 6.97% in favour of males, with the median gender pay gap standing at 2.53% in favour of males.  This compares favourably with the previous reporting period where the mean gender pay gap stood at 7.77% in favour of males and the median gender pay gap stood at 2.9% in favour of males.  According to analysis carried out by Times Higher Education, the mean average pay gap across the HE sector stands at 15.9% in favour of males, with 30 institutions reporting gaps in excess of 20%. The Times Higher also report that the median pay gap across the HE Sector stands at 16.5%.



All Staff Mean Hourly Rates
	Males
	Females

	£21.10
	£19.63






All Staff Median Hourly Rates

	Males
	Females

	£19.79
	£19.29






The mean and median gender pay gaps calculation is based on the mean and median hourly pay rates for all substantive staff employed on 1st August, 2020.  This shows the difference in average earning (in terms of mean and median earning) between women and men across the University.  On average based on the mean gender pay gap calculation women are paid £1.47 per hour less than men.  Based on the median calculation women are paid £0.50 per hour less than men.  Both mean and median figures compare favourably to the 19/20 figures of £1.50 and £0.57 respectively.
[bookmark: _Toc94188190][bookmark: _Toc94262747]Proportion of males and females in each pay quartile
	Quartile
	Female %
	Male %

	Lower Quartile
	64.00
	36.00

	Lower Middle Quartile
	59.66
	40.34

	Upper Middle Quartile
	63.48
	36.52

	Upper Quartile
	54.84
	45.16



When comparing to 19/20 figures we can see a fractional increase from 63.93% to 64.00% for females and a fractional decrease from 36.07% to 36.00% for males in the lower quartile, based on the overall gender split of the institution, there is a disproportionately high level of females in the lowest paid roles.  Whilst overall there are a higher proportion of females in the upper quartile, there is a higher proportion of males in senior roles within the academic staff group.  This is a known phenomenon across HE where there is an under-representation in female senior academics rather than a disparity in rates of pay between males and females doing the same work. 

The University introduced a structured development programme aimed at staff aspiring to leadership/management level; to incorporate both academic and professional services staff.  Female staff who have expressed promotional aspirations are encouraged to attend tailored developmental programmes to provide opportunities to enable them to apply for future management/leadership roles within both professional services and academic roles.  This will be addressed by using the following methods:

· The delivery of the WGU Leadership Programme, with a targeted approach  taken towards attendance; with those female staff who have either self-identified or been nominated by their line managers being approached to undertake the course.
· The continued delivery of the Effective Programme Leadership course; a modular course aiming to support existing and aspiring Programme Leaders within their academic roles, providing a platform to identify future talent, with female staff being targeted to attend.

· The University has to date provided 30 female members of staff with the opportunity to undertake Advance HE’s Aurora Development Programme. To internally support the selected staff several female members of the Executive Leadership Team act as role models and mentors to the group. The programme will continue during the academic year 2021-2022 with female staff members being provided with the opportunity to apply for funding and partake in the development programme.

· The University will launch a mentorship scheme aimed at all staff; providing the opportunity to identify female members of staff who would benefit from shared experience with a female mentor.

· The University is now a member of the Wales Women in STEM network, which aims to address barriers that face women working in Science, Technology, Engineering and Maths.  Consideration is taking place in relation to a University wide application for the Athena Swan Charter.

Ethnic and Disability Pay Gaps
The Ethnic pay gap is minus 8.68%, this means that on average BAME staff are paid 8.68% more than non BAME staff.  This is due to the prevalence of BAME staff in higher paid academic roles, the majority being graded at Senior Lecturer and above.
The Disability pay gap is 8.25%, this means that on average staff who have declared a disability are paid 8.25% less than non-disabled staff (a 1% increase in comparison to 19/20 figures).  50% of staff who have declared a disability are graded at OA5 and below.  Two members of staff on a senior staff grade has declared a disability.
The University is a Disability Confident Employer and collects the following data from workers and applicants with disabilities, which is used to inform and develop positive action plans to measure and address inequalities linked to disability within our workforce:
· Recruitment and promotion
· Pay and remuneration
· Grievances
· Disciplinary action
· Dismissals and other reasons for leaving

The following EDI Staff groups have been established whose work will involve exploring and addressing inequalities experienced by staff with disabilities and those who identify as BAME and part of their work will involve scrutinising pay gaps:
Accessibility and Inclusion Group - The Group’s membership consists of academic staff, professional services staff, student and external representation.  The Forum is responsible for supporting and informing the work of the EDI Action Group through consultation and discussion of disability matters. 
Race Equality Group - The Race Equality Group is exploring and developing methods to support the University on its journey toward race equality. The group are responsible for raising awareness, informing policy, educating other staff and celebrating the diverse mix of ethnicities that exist within our University community.  The group are currently supporting the work required to apply for Advance HE’s Race Equality Charter.  
[bookmark: _Toc94262748]RECRUITMENT
The following data reflects the recruitment activity undertaken during the academic year 2020-21, between the periods 01/08/20 to 31/07/21.  During this reporting period, 1,470 online applications were received, an increase of 206 (+14%) on the previous year, +196 academic applications and +25 professional services applications.   During this period the University was required to recruit to specialist posts, utilising a variety of publications to advertise, which may explain the increase.







We can see an increase of 0.7% in applications made by males and a reduction of 1.33% by females

An increase of 4% can be seen in the number of applications received by those aged between 41 and 50, with a 2% decrease seen in applications received by individuals aged between 21 to 30.



Due to the HESA Standard Rounding Methodology, any percentages of people where the overall population is less than 23 people must be redacted. Where this is the case in relation to the tables below % amounts have been removed. 


We can see a decrease of 3% in the number of applicants who declared that they have no religion or belief, a 3% decrease in those identifying as Christians and a 4% increase in those identifying as Muslim. 

An increase of 2.41% in applicants who identify as LGBTQ+, with the most significant increase seen in those who identify as Bisexual.  

An increase of 1% can be seen in applicants who declared a disability.  

A decrease of 8% in white applicants and a 7% increase in applicants who identify as other ethnicities can be seen in comparison to the previous year’s applicants.  Increasing the diversity of our staff profile is a key objective within the University’s Strategic Equality Plan and People Strategy, with the Race Equality Group prioritising this has a key priority.
[bookmark: _Toc94262749] EMPLOYMENT - LEAVERS
The following data was captured between the dates of 1 August, 2020 to 31 July, 2021.
[bookmark: _Toc94262750]LEAVERS BY GENDER
The data reveals that 89 members of staff left employment during the reporting period, an increase of 20 on the previous reporting cycle.




[bookmark: _Toc94262751]LEAVERS BY AGE
No significant changes can be seen based on the previous year’s data.  
	Age
	No. of Staff
	%

	21-30
	15 (+8)
	16.9

	31-40
	22 (+5)
	24.7

	41-50
	24 (+10)
	27

	51-60
	11 (-8)
	12.4

	61-65
	8 (-1)
	9

	66 and over
	9(-4)
	10.1

	Total
	89 (-11)
	100


[bookmark: _Toc94262752]Additional Information
No significant changes can be seen with regards the disability, ethnicity, religion, sexual orientation of staff who have left the employment of the Institution.
 
Due to the HESA Standard Rounding Methodology, any percentages of people where the overall population is less than 23 people must be redacted. Where this is the case in relation to the tables below % amounts have been removed. 


[bookmark: _Toc94262753] GRIEVANCE/DISCIPLINARY
Due to suppression thresholds, we are unable to publish data relating to Grievance and Disciplinary, in order to protect the identity of those involved.

WGU – inspiring and enabling through higher education, research and engagement; working together with our students, staff and partners
[image: C:\Users\bloomfielda\Downloads\Reception-Slide-1-English-Social-Inclusion-2021.jpg]
Comparison - CPD Hours (2019-2020/2020-2021)

2019-2020	Total Hours	Academic	Professional Services	Female	Male	5612	2507	3105	3549	2063	2020-2021	Total Hours	Academic	Professional Services	Female	Male	4593	1702	2891	3361	1232	



Comparison - Staff Attendance (2019-2020/2020-2021)

2019-2020	Total Attendance	Academic Attendance	Prof/Services Attendance	Female	Male	2620	1182	1438	1759	861	2020-2021	Total Attendance	Academic Attendance	Prof/Services Attendance	Female	Male	3249	1230	2019	2351	898	



Student Gender Split

Student Gender Split	
Female	Male	Other	59.3	40.47	0.23	

Religion & Belief

Religion 	&	 Belief	
Any other religion/belief	Buddhist	Christian	Hindu	Information refused	Jewish	Muslim	No religion	Sikh	Spiritual	90	45	2285	410	395	10	205	3275	70	150	


Sexual Orientation

Sexual Orientation	
Bisexual	Gay Man	Gay Woman/Lesbian	Heterosexual	Information Refused	Other	270	100	90	5590	735	145	


Leavers by Age

Leavers by Age	
Under 21	21-24	25 and over	60	130	710	

ROLE CATEGORIES BY GENDER %

Female	
Academic	Professional	21.5	38.5	Male	
Academic	Professional	16.100000000000001	23.9	


Religion %

Religion %	[VALUE]
[VALUE]
[VALUE]

No Religion	Buddhist	Christian	Hindu	Muslim	Spiritual	Any other religion	Unknown/Refused	Information Refused	38.700000000000003	0.5	36.200000000000003	0.5	0.4	1.6	1.6	4.5	15.9	

Sexual Orientation %

Sexual Orientation %	
Bisexual	Gay Man	Gay Woman/Lesbian	Heterosexual	Other	Information Refused 	Unknown	1.4	0.7	1.3	75.599999999999994	0.4	16.3	4.3	

gender profile

Gender Profile	
Female	Male	55	45	

Applications

Applications	
Academic	Professional	406	1064	


Gender %

Gender %	
Female	Male	Prefer not to say	56.67	41.7	1.63	

Age Profile of Applicants %

Age Profile of Applicants %	[VALUE]
[VALUE]

[VALUE]
[VALUE]
[VALUE]

20 and under	21-30	31-40	41-50	51-60	61 and over	1.5	33.200000000000003	27.3	25.3	10.9	1.7	

Religion %

Religion %	






No Religion	Buddhist	Christian	Hindu	Jewish	Muslim	Sikh	Spiritual	Any other religion/belief	Prefer not to say	46.3	1	31.4	2	0.1	7.3	0.1	1.6	1.2	8.9	


Sexual Orientation %

Sexual Orientation %	
Bisexual	Gay Man	Lesbian	Heterosexual	Other	Prefer not to say	4.3	1.6	1.4	85.4	1.2	6.1	

Disability %

Disability %	
No	Yes	Prefer not to say	90.1	6.4	3.5	

Ethnicity %

Ethnicity %	
White	Other Ethnicities	Unknown	Prefer not to say	77.62	19.12	0.14000000000000001	3.13	

Leavers by Gender

Column1	
Female	Male	49	51	

Leavers by Disability%

Leavers by Disability %	
No known disability	A long standing illness or health condition	A mental health condition	Information refused	Unknown	94.4	1.1000000000000001	1.1000000000000001	2.2000000000000002	1.1000000000000001	


Leavers by Ethnicity %

Leavers by Ethnicity %	
White	Chinese	Black or Black British	Asian or Asian British	Information Refused	Other Asian Background	Other Mixed Background	89.9	2.2000000000000002	1.1000000000000001	2.2000000000000002	1.1000000000000001	1.1000000000000001	2.2000000000000002	


Leavers by Religion%

Leavers by Religion %	
No Religion	Christian	Spiritual	Any other religion or belief	Unknown	Information refused	Hindu	43.8	36	3.4	2.2000000000000002	1.1000000000000001	12.4	1.1000000000000001	


Leavers by Sexual Orientation %

Sexual Orientation	
Bisexual	Heterosexual	Information Refused	Other	Unknown	2.2000000000000002	82	13.5	1.1000000000000001	1.1000000000000001	
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