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Our work to date 
 
A significant amount of collaborative work has been undertaken in 2017-2018.  
 
In 2017 and 2018 a significant investment of time and resource was dedicated towards 
developing submissions for Athena SWAN, Race Equality and Stonewall charters. As 
part of this process a forensic analysis of data and our practice across all parts of the 
employee journey was undertaken. While those charters are intended to recognise 
progress on inclusion for specific groups, the majority of the commitments we have made 
through subsequent action plans will benefit all groups of staff.  
 
Work that we have delivered, or committed to deliver in the next period, which all staff 
and the university will benefit from includes: 
 

• Refreshed learning and development frameworks that support progression of 
academic and professional services staff. 

• Scrutiny and development of recruitment and selection practices to further ensure 
equitable merit based recruitment and attraction of the best staff to work at the 
university. 

• A new equality analysis process focused on improving outcomes for all groups, 
and the university overall. 

• Consideration of diversity and inclusion embedded throughout the forthcoming 
training and development offer, and replacing the standalone single unit approach. 

• A university wide conference that focused on harnessing the talent of DMU’s 
diverse community. 

• Launch of a diversity toolkit, including training resources, guides to inclusive 
communications, infographics on our data, videos, briefings and policies that 
support our diverse staff. 

• Development of a Wellbeing at Work network, providing support, networking and 
development opportunities. 

 
Work that has, or will benefit specific groups includes: 
 

• Launch and roll out of developing diversity – a positive action development 
programme for women, BAME and disabled staff. 

• Introduction of networks for Women in Technology, Women in Science and Health 
and a women’s professorial network. 

• Celebration seasons for Pride, Black History Month and days celebrating the 
centenary of women’s suffrage, International Day against Homophobia and 
Transphobia, Mental Health Awareness Day and International Women’s day. 

• ‘Aspiring Academics’ - aimed at encouraging the aspirations of female academic 
staff through inspiring events and mentoring led by female role models.  
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Key points of interest and significance 
 
This section sets out some of the key data points (broadly in the order they appear in the 
substantive report).  
 
a) DMU’s declared disability rate was 5.4% in 2017 (5.7% in 2016). Indicative HEIDI Plus 

data reveals that DMU had higher percentage of employees with a declared disability 
than the sector overall (5.7% as compared with 4.7% overall). However, the 
proportion of professional services staff declaring a disability fell from 8.6% in 2015 to 
6.2% in 2017.  
 

b) There has been a decline in disabled applicants for roles at DMU; accounting for 5.2% 
of total applicants in 2016/17, compared to 5.8% in 2014/15. Of disabled applicants, 
15.8% are shortlisted for interview, compared to 14.2% of applicants with no disability. 
Of candidates that reach interview, 9.1% of disabled interviewees and 29.2% of 
interviewees with no disability were appointed.  

 
c) In 2017, 100% of disabled applicants who applied for promotion to Professor were 

successful compared to 43% of applicants with no disability (although the numbers 
are small). 50% of disabled applicants who applied for professional services 
accelerated increments were successful compared to 52% of applicants with no 
disability. 50% of disabled applicants who applied for professional services 
contribution points were successful compared to 34% of applicants with no disability. 
There was a low number of disabled applicants for academic pay progression with no 
successful applicants.  
 

d) DMU’s Black, Asian and Minority Ethnic (BAME) staff population in 2017 was 18.9% 
(19% in 2016). Indicative HEIDI Plus data reported the university’s BAME population 
as 19.6% as compared with 12.2% across the overall sector. DMU’s geographical 
location will influence the demographics of our staff population, particularly that of our 
professional services staff.  
 

e) At professorial level, BAME representation remains at around 16%. Indicative HEIDI 
Plus data reported BAME representation at professorial level at almost 8% across the 
overall sector in 2016/17. BAME representation within senior professional services 
staff has risen from 11.5% in 2015 to 19.3% in 2017. 
 

f) [REDACTED] 
.  
 

g) In 2017, 2.4% of eligible BAME staff applied for Professor compared to 1.7% of 
eligible white staff. The success rate for BAME applications for Professor was 25% 
compared to 55% for white applicants. White applicants achieved a higher success 
rate than BAME applicants in their application for academic accelerated increments 
(60% compared to 55.0% for BAME applicants). BAME applicants achieved a higher 
success rate for academic contribution points at 50% compared to 41% for white 
applicants. Proportionately, there were more BAME applicants than white for  
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Key points of interest and significance 
 
professional services contribution points (7.6% and 5.5% respectively) and white  
applicants achieved a higher success rate (38% compared to 30% for BAME 
applicants).   
 

h) In 2017, the female/male ratio was 53.7%/46.3% and this was consistent with 2016. 
There was a slight reduction in female academic staff between 2016 and 2017 from 
49.4% to 48.6%. 
 

i) There has been a small increase in females at senior academic level from 33.3% in 
2015 to 34.9% in 2017. There has also been in an increase in the representation of 
women professors, up from 16.9% to 20.7%. June 2018 data illustrates continued 
growth in representation with 24.2% of professors at DMU now being female. This is 
in line with the sector average of 24.9% reported by HESA in 2016/17.  
 

j) Women were more successful at interview than men in 2017 with 29.3% of female 
applicants interviewed being successful, compared with 25.1% of male applicants 
interviewed.  
 

k) In 2017, 2.1% of eligible male staff applied for promotion to Professor compared to 
1.6% of eligible female staff and the success rate was 25% for male applicants and 
71% for female applicants. Female applicants achieved a lower success rate than 
males in their application for academic accelerated increments (57% compared to 
61% for males) and contribution points (33% compared to 50% for males). 62% of 
eligible female applicants were successful in their application for professional services 
accelerated increments compared to 40% of eligible males.  
 

l) Disclosure continues to fall for some characteristics, and disclosure remains low for 
religion and belief, and sexual orientation. Further work will be undertaken to enhance 
disclosure in 2018/19.  
 

m) 56.8% of staff disclosed their religion or belief in 2017 (55.6% in 2015). Of this 
population 36.3% of staff identified as Christian, 34.5% as having no faith or belief, 
6.8% identified as Hindu and 5.4% as Muslim. 

 
n) 54.8% of staff disclosed their sexual orientation in 2017 (53.1% in 2015). Of this 

population 95% of staff identified as Heterosexual, 2.1% as Gay man, 1.2% as Gay 
woman/lesbian, 1.1% as Bisexual and 0.4% identified as Other sexual orientation. 

 
o) There was a retention rate of 96.4% for women returning to work following maternity 

leave during 2016/17. In 2015/16 the rate was 97.3%. 
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