DRAFT E&D Annual Report 2019-2020

This document has been approved for publication and is available on-line at:
https://www.cardiffmet.ac.uk/about/structureandgovernance/equalityanddiversity/Pages/A
nnual-Reports-and-Policies.aspx
A Welsh version of this document is available at:
https://www.cardiffmet.ac.uk/about/structureandgovernance/equalityanddiversity/Pages/A
nnual-Reports-and-Policies.aspx
This document can also be made available in alternative formats, e.g hard copy, Braille,
large print etc.
If you have any questions relating to the content of the report, please contact Martin
Smith, Equality and Diversity Officer at equality@cardiffmet.ac.uk

Table of Contents
Foreword .................................................................................................................... 1
Introduction and Background ...................................................................................... 2
University Overview.................................................................................................... 4
Identifying, Collecting & Using Relevant Information .................................................. 6
Age .......................................................................................................................... 10
Disability ................................................................................................................... 13
Race ........................................................................................................................ 14
Sex ........................................................................................................................... 16
Religion and Belief ................................................................................................... 17
Sexual Orientation .................................................................................................... 18
Marriage & Civil Partnerships ................................................................................... 19
Pregnancy & Maternity ............................................................................................. 20
Gender Reassignment ............................................................................................. 22
Welsh Language ...................................................................................................... 23
Grievances and Disciplinaries .................................................................................. 27
Student Data ............................................................................................................ 28
Equality Impact Assessments................................................................................... 31
Supporting Documents ............................................................................................. 32

`

Foreword
As the newly appointed Chair of the Equality and Diversity Delivery Group, I am pleased to present
this year’s Equality and Diversity Annual Report, covering the period April 1st 2019 – March 31st
2020. This report and supporting documents demonstrate the University’s ongoing commitment
to equality and diversity and illustrates how this is delivered through staff, student and external
activities, in line with our Strategic Equality Plan (SEP) 2016-20.
Building on our work over the last year, we have continued to make progress against the aims
and objectives as set out in our SEP 2016-20, engaging across a variety of platforms with our
internal and external stakeholders to ensure that we continue to embed equality, diversity and
inclusion in everything that we do.
This year brings to an end the current SEP 2016-20 and has presented us the opportunity to
reflect on our progress and challenges we have faced, informing the development and future
implementation of our new Strategic Equality Plan 2020-24.

Christine Fraser, University Secretary & Clerk to the Governors, Chair of the Equality and
Diversity Delivery Group
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Introduction and Background
In 2010, The Equality Act replaced previous anti-discrimination law, consolidating it into a single
act. The Act introduced new measures which have direct implications for Higher Education
Institutions (HEIs).
The public sector equality duty came into force in Wales in April 2011, replacing the previous
equality duties for race, disability and gender. This public sector equality duty is underpinned by
specific duties. Welsh HEIs, and the Higher Education Funding Council for Wales (HEFCW), are
covered by the equality duty.
Under the Specific Duties for Wales of the Equality Act 2010 the University is required to produce
a Strategic Equality Plan outlining equality objectives and to publish an annual monitoring report
by the 31st March each year.
The report must cover the period 1st April to 31st March of the previous year.
The Annual Report must contain progress statements including:
•

The steps taken to identify and collect relevant information

•

How the University has used this information

•

The reasons for not collecting any relevant information

•

The progress the University has made to fulfil each of its equality objectives

•
A statement about the effectiveness of arrangements for identifying and collecting relevant
information and the steps taken to fulfil each of its objectives
•

Employment information

The current Annual Report covers the final period of our Strategic Equality Plan 2016-20 between
1st April 2019 to 31st March 2020 bringing an end to our 2016-2020 plan. The report provides an
account of how Cardiff Metropolitan University has worked towards it aims and objectives as set
out within our Strategic Equality Plan 2016-20.
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University Overview
Cardiff Metropolitan University is a global university rooted in Wales and with a focus on
practice-focused and professionally oriented education. Our vision emboldens this commitment
to education, research and innovation undertaken in partnership with our students,
governments, business and industry and with tangible benefits for individuals, society and the
economy.
We are committed to ensuring that every student has the opportunity to fulfil their full potential to
make outstanding graduate-level contributions to their own and future generations through
sustainable economic growth and social cohesion for our city, Wales and the wider world.
The University places a great emphasis and value on Equality and Diversity (E&D) and as such
we are committed to promoting and implementing best practice in Equality and Diversity in order
to provide a positive working and learning environment for our staff and students.
We wish to work beyond the legislative requirements in the delivery of E&D policies, and aim for
equality of opportunity to be embedded in everything we do. We are aware of the need to
recognise people’s identities as multi-dimensional and are committed to providing an
environment free from discrimination, harassment, and victimisation on the grounds of age,
disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race,
religion and belief, sex or sexual orientation.
At Cardiff Metropolitan University, we recognise the importance of the Welsh Language and are
committed to ensuring that the Welsh and English languages are treated on a basis of equality
when conducting our business in Wales. We aim to provide a culture where Welsh speaking
staff, students and the public feel comfortable and confident in engaging with the University
through the medium of Welsh.
The University’s Strategic Equality Plan 2016-20 embodies the University’s aspirations and
commitment to Equality and Diversity, having acknowledged in the past, our approach may have
been characterised as ‘fixing the people for the University’ rather than ‘fixing the University for
the people’. Moving forward in the next four years we will continue to push on collectively with
the aim of creating a diverse and inclusive place of work and study, where diversity is valued,
equality is promoted and services are delivered to support all staff and students.
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Identifying, Collecting & Using Relevant Information
1.

The Steps Taken to Identify and Collect Relevant Information

Monitoring
Staff and student monitoring data is collected and analysed on an annual basis as part of the
production of the University’s Equality and Diversity Annual Report. This information is collected
from the University’s HR and Student systems and analysed through our Business Intelligence
Dashboard to monitor progress against our Strategic Equality Plan 2016-20.
Equality and Diversity staff monitoring information is collected through the University’s online
recruitment system which contains a separate equality and diversity monitoring section. Upon
application, applicants are asked for relevant monitoring information to ensure that the University
meets our statutory responsibilities (the General Duties under the Equality Act 2010 and the Public
Sector Equality Duty in Wales), to measure the effectiveness of our policy, ensure that all
applicants continue to be treated equitably, and equally with regard to the statutory protected
characteristics, and monitor the success rate of applicants with protected characteristics. It is
made clear to applicants that if they do not wish to provide all or some of this information they do
not need to. Furthermore, it is clearly stated to applicants that the collection of this information will
not affect the selection process. If an applicant is successful the individual’s monitoring
information is transferred into their personal HR records, within the HR system.
In order to ensure that the information that the University is collecting is accurate, staff are
encouraged to review and update their personal details if necessary within the University iTrent
HR System. Staff members can update a variety of contact information along with sensitive
information including: religion, ethnicity, nationality and sexual orientation. This system can be
accessed at any point throughout the year by staff via the ‘self-service’ option on the University’s
internal staff portal. Information relating to marital status and self-certified disability can be
updated through contact with Human Resources.
The current HR system enables the production of regular reports on staff and applicant information
by protected characteristics. These reports were previously generated through Business Objects
and exported into our equality data dashboards. In 2019-20, the University streamlined this
process by directly linking the HR system through to our data dashboards. These data dashboards
can provide a valuable insight and help inform future equality and diversity initiatives, while also
identifying any potential improvements to our data capture and reporting processes.
Building on the work of the last reporting period, the University has continued to develop our
business intelligence dashboards to ensure that the University can effectively analyse and monitor
staff and student equality data that is collected. These business intelligence dashboards have
also informed further equality accreditation work such as the Athena SWAN Charter Mark,
Stonewall Workplace Equality Index and the synthesis of the current report.
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The University collects annual student data reports on admissions to the University through the
UCAS process and monitors the information provided by students in relation to age, sex, Welsh
language fluency, gender identity, ethnicity, nationality, sexual orientation, disability and religion
and belief.
The University has benchmarked the way that it assesses the Welsh language skills of its staff
against other mechanisms used by the public sector in Wales. This framework has 5 levels of
ability based on ‘can do’ statements that are in line with the common European framework for
learning languages, the WJEC’s Welsh for Adults framework. All new members of staff are now
required to supply this information to the University.
We will continue to foster a culture which celebrates equality, diversity and inclusion and will
actively encourage the disclosure of equality related information.
2.

How Cardiff Metropolitan University Has Used This Information

Equality and Diversity related staff and student monitoring data is used in several ways to help
monitor and evaluate the progress of Cardiff Metropolitan University against objectives highlighted
within our Strategic Equality Plan 2016-20.
Monitoring data is used to help inform and guide equality assessment, policy development, shape
recruitment practice of staff and students, ensure fair representation of staff and students on
committee bodies and help improve various University initiatives.
The current Equality and Diversity Annual Report, which contains relevant information relating to
staff and students, is presented to the University’s Equality and Diversity Delivery Group (EDDG)
and Board of Governors for review on an annual basis. Through this review process, further
discussions can take place around areas of significant interest, which can help direct further
strategic action.
The University has continuously used staff and student monitoring data through the University’s
Institutional and Departmental Athena SWAN applications as well as the University’s submission
to the Stonewall Workplace Equality Index and Disability Confident Scheme. These submissions
used the monitoring information that is collected to analyse progression and representation of
staff and students in relation to protected characteristics and in turn helped the University develop
action plans, in order to take positive action.
In 2019-20 the University continued our publication of our Gender Pay Gap and associated Action
Plan signaling our commitment to pay transparency and gender equality. In March 2020 we
submitted to the UK Government portal for the first time. A variety of information was used in the
production of the report which can be found on our external webpages.
3.

The Reasons for Not Collecting Relevant Information

Pregnancy and Maternity
Information on pregnancy and maternity for students is currently not collected during enrolment.
Through charter marks such as Athena SWAN, the University conducts further qualitative and
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quantitative research in order to evaluate members of staff experiences during the lead up to their
maternity leave, during leave and their return to work. This information will continue to help inform
future University practice and processes.
Marriage and Civil Partnership
Information on marriage and civil partnership for students is currently not collected during
enrolment.
4.
Statement on the Effectiveness of Arrangements for Identifying and Collecting
Relevant Information and steps taken to fulfil each equality objective
Throughout the 2019-2020 period, the University has continued to review and enhance the
relevant Equality and Diversity information that is collected in order to fulfil our equality objectives.
The continuous development and collaboration between People Services and the Secretariat
Office has allowed the Equalities team to improve the accessibility of data and ability to effectively
analyse information relating to all protected characteristics, working in accordance with current
data protection legislation.
Reports from the EHRC, Advance HE and the Welsh Government as well as initiatives such as
the Athena SWAN, Race Equality Charter Mark, Disability Confident Scheme and the Stonewall
Workplace Equality Index have continued to support our commitment to ensuring effective
arrangements are in place to identify and collect relevant information and to support our equality
ambitions.
As part of our ongoing efforts to ensure timely, relevant, and accessible equality data which allows
us to make ongoing progress, we will continue to review the information collected during 201920.

The following data tables in this report capture staff and student data by protected
characteristic between the period 1 April 2019 - 31 March 2020.
Data includes information captured from all staff (including casuals and HPLs)
employed in 2823 positions at Cardiff Metropolitan University.
Leavers’ data reported is for staff in fixed term/permanent positions (n=1375)
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Age
Average Age
Male (♂) = 36
Female (♀) = 43
Combined (♀♂) = 39

Age Range (n=2,823)

♀
<20
20-29
30-39
40-49
50-59
60+

36 (2%)
395 (23%)
389 (23%)
387 (23%)
316 (19%)
163 (10%)

♂
13 (1%)
280 (25%)
264 (23%)
256 (22%)
203 (18%)
121 (11%)

Recruitment
Applicants received (n=1115)
25 and under = 348 (31%)
26-30 = 210 (19%)
31-40 = 281 (25%)
41-50 = 149 (13%)
51-60 = 102 (9%)
60+ = 25 (2%)

♀♂
49 (2%)
675 (24%)
651 (23%)
645 (23%)
519 (18%)
284 (10%)

Interviewed not appointed (n=530)
25 and under = 178 (34%)
26-30 = 83 (16%)
31-40 = 127 (24%)
41-50 = 67 (13%)
51-60 = 59 (11%)
60+ = 16 (3%)
Appointed (n=198)
25 and under = 89 (45%)
26-30 = 25 (13%)
31-40 = 38 (19%)
41-50 = 20 (10%)
51-60 = 15 (8%)
60+ = 11 (6%)
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Working Pattern

<20
20-29
30-39
40-49
50-59
60+

Part time
49 (3%)
556 (31%)
374 (20%)
355 (19%)
272 (15%)
226 (12%)

Contract Type
Full time
108 (11%)
277 (28%)
288 (29%)
247 (25%)
58 (6%)

<20
20-29
30-39
40-49
50-59
60+

Professional
49 (3%)
576 (33%)
368 (21%)
310 (18%)
255 (15%)
166 (10%)

Academic
98 (9%)
283 (26%)
333 (30%)
264 (24%)
118 (11%)

Leavers (n=109)

20-29
30-39
40-49
50-59
60+

♀

♂

♀♂

15 (24%)
13 (21%)
20 (32%)
7 (11%)
7 (11%)

15 (32%)
11 (23%)
6 (13%)
7 (15%)
8 (17%)

30 (27%)
24 (22%)
26 (24%)
14 (13%)
15 (14%)

Access to Training (n=1167)
Under 21 = 39 (3%)
22-30 = 191 (16%)
31-40 = 324 (28%)
41-50 = 304 (26%)
51-60 = 238 (20%)
60+ = 71 (6%)
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Disability
Disability by Sex (n=2,823)

♀
Disabled
Not Disabled
Not Known

♂

92 (5%)
1443 (86%)
151 (9%)

82 (7%)
945 (83%)
110 (10%)

♀♂
174 (6%)
2388 (85%)
261 (9%)

Disability by Age (n=2,823)

<20 =
20-29 =
30-39 =
40-49 =
50-59 =
60+ =

Disabled
5 (3%)
39 (22%)
48 (28%)
33 (19%)
32 (18%)
17 (10%)

Not Disabled
36 (2%)
556 (23%)
553 (23%)
556 (23%)
445 (19%)
242 (10%)

Not Known
8 (3%)
80 (31%)
50 (19%)
56 (21%)
42 (16%)
25 (10%)

Recruitment
Applicants received (n=1115)
Disabled = 92 (8%)
Not Disabled = 956 (86%)
Not Known = 14 (1%)
Prefer not to say = 53 (5%)

Interviewed not appointed (n=530)
Disabled = 40 (8%)
Not Disabled = 457 (86%)
Not Known = 8 (2%)
Prefer not to say = 25 (5%)
Appointed (n=198)
Disabled = 18 (9%)
Not Disabled = 169 (85%)
Not Known = 2 (1%)
Prefer not to say = 9 (5%)

Working Pattern
Part time

Contract Type
Full time

Disabled
122 (7%)
52 (5%)
Not Disabled 1505 (82%) 880 (90%)

Professional Academic
Disabled
115(6%)
Not Disabled 1476

59(5%)
909
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Not Known

215 (12%)

46 (5%)

(86%)
(83%)
Not Known 133(8%) 128(12%)

Leavers (n=109)

♀
Disabled
Not Disabled
Not Known

♀♂

♂

5 (8%)
54 (87%)
3 (5%)

3 (6%)
41 (87%)
3 (6%)

8 (7%)
95 (87%)
6 (6%)

Access to Training (n=1165)
Disabled = 68 (6%)
Not Disabled = 1019 (87%)
Not Known = 42 (4%)
Prefer not to say = 36 (2%)

Race
Race by Sex (n=2,823)

♀
White
1519 (90%)
BAME
135 (8%)
Not stated
32 (2%)

♂

♀♂

991 (87%)
106 (9%)
40 (4%)

2510 (89%)
241 (8%)
72 (3%)

BAME
3 (1%)
59 (24%)
71 (29%)
68 (28%)
26 (11%)
14 (6%)

Not stated
5 (7%)
16 (22%)
19 (26%)
14 (19%)
18 (25%)

Race by Age (n=2,823)

<20
20-29
30-39
40-49
50-59
60+

White
46 (2%)
611 (24%)
564 (22%)
558 (22%)
479 (19%)
252 (10%)
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Recruitment

Interviewed not appointed (n=530)

Applicants received (n=1115)

White = 415 (78%)
BAME = 68 (13%)
Prefer not to say = 11 (2%)
Not known = 36 (7%)

White = 798 (72%)
BAME = 191 (17%)
Prefer not to say = 22 (2%)
Not known = 104 (9%)

Appointed (n=198)
White = 151 (76%)
BAME = 28 (14%)
Prefer not to say = 8 (4%)
Not known = 11 (6%)

Working Pattern

White
BAME
Not stated

Contract Type

Part time

Full time

1636(89%)
156(8%)
50(3%)

871(89%)
85(9%)
22(2%)

Professional Academic
White
1556(90%)
BAME
132(8%)
Not stated
36(2%)

951(87%)
109(10%)
36(3%)

Leavers (n=109)

♀
White
56 (90%)
BAME
6 (10%)
Not stated
-

♂
38 (81%)
7 (15%)
2 (4%)

♀♂
94 (86%)
13 (12%)
2 (2%)

Access to Training (n=1167)
White = 1037(89%)
BAME = 106 (9%)
Prefer not to say = 10 (1%)
Information refused = 14 (1%)
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Sex
Staff by Sex (n=2,823)

Pay by Sex*

♀

♂

Male (♂) = 1135 (40%)
Female (♀) = 1688 (60%)

Grade 1-5 475 (35%)
Grade 6-8 552 (43%)
Grade 9+ 106 (60%)

876 (65%)
738 (57%)
71 (40%)

Recruitment
Applicants received (n=1115)

Interviewed (n=530)

Male = 460 (41%)
Female = 650 (58%)
Not Completed = 5 (<1%)

Male = 185 (35%)
Female = 342 (65%)
Not Completed = 3 (<1%)
Appointed (n=694)
Male = 211 (29%)
Female = 482 (71%)
Unknown = 1 (<1%)

Working Pattern
Part time

♂
♀

Full time

678 (37%)
1164 (63%)

456 (47%)
522 (53%)

Contract Type

♂

♀

Professional
Academic

644 (37%)
490 (45%)

1081 (63%)
605 (55%)

Permanent
Fixed-term
HPL
Casual

490 (42%)
83 (40%)
248 (44%)
277 (34%)

679 (58%)
123 (60%)
322 (56%)
531 (66%)

Leavers (n=109)

Access to Training (n=1167)

♂= 47 (43%)

♂ = 486 (42%)

16

`

♀ = 62 (57%)

♀ = 681 (58%)

*Pay by sex broken down:
Grade 1-5 = £16,736 - £33,797
Grade 6-8 = £34,804 – £54,131
Grade 9+ = £55,751 or more

Religion and Belief
Religion and Belief (n=2,823)
Any other religion = 46 (2%)
Buddhist = 13 (<1%)
Christian = 953 (34%)
Hindu = 20 (<1%)
Jewish = 5 (<1%)
Muslim = 49 (2%)
No religion = 1305 (46%)
Prefer not to say = 393 (14%)
Sikh = 4 (<1%)
Spiritual = 36 (1%)

Recruitment
Applicants received (n=1115)
Buddhist = 14 (1%)
Christian = 351 (32%)
Hindu = 32 (3%)
Jewish = 3 (<1%)
Muslim = 54 (5%)
Not Known = 1 (<1%)
No religion = 537 (48%)
Other religion/belief = 23 (2%)
Prefer not to say = 78 (7%)
Sikh = 3 (<1%)
Spiritual = 20 (2%)

Interviewed not appointed
(n=530)
Buddhist = 6 (1%)
Christian = 156 (29%)
Hindu = 6 (1%)
Jewish = 1 (<1%)
Muslim = 18 (3%)
Not Known = 1(<1%)
No religion = 284 (54%)
Other religion/belief = 8 (2%)
Prefer not to say = 38 (7%)
Spiritual = 12 (2%)
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Appointed (n=198)
Christian = 58 (29%)
Hindu = 4 (2%)
Muslim = 7 (4%)
Not Known = 1 (1%)
No religion = 112 (57%)
Other religion/belief = 4 (2%)
Prefer not to say = 8 (4%)
Spiritual = 4 (2%)

Leavers (n=109)

Access to Training (n=1165)

Buddhist = 2 (2%)
Christian = 29 (27%)
Hindu = 1 (<1%)
Muslim = 2 (2%)
No religion = 61 (56%)
Other religion/belief = 2 (2%)
Prefer not to say = 12 (11%)
Spiritual = 1 (<1%)

Any other religion = 14 (1%)
Christian = 409 (35%)
Buddhist = 7 (1%)
Hindu = 10 (1%)
Muslim = 22 (2%)
Jewish = 3 (<1%)
No religion = 545 (47%)
Prefer not to say = 139 (12%)
Sikh = 3 (<1%)
Spiritual = 13 (1%)

Sexual Orientation
Sexual Orientation (n=2,821)
Bisexual = 49 (2%)
Gay = 35 (1%)
Heterosexual = 2229 (79%)
Lesbian = 47 (2%)
Other = 19 (<1%)
Prefer not to say = 442 (16%)

Recruitment
Applicants received (n=1115)

Interviewed not appointed (n=530)

Bisexual = 41 (4%)
Gay = 28 (3%)

Bisexual = 15 (3%)
Gay = 15 (3%)
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Heterosexual = 915 (82%)
Lesbian = 16 (1%)
Other = 16 (1%)
Prefer not to say = 98 (9%)
Not Known = 1 (<1%)

Heterosexual = 435 (82%)
Lesbian = 5 (1%)
Other = 5 (1%)
Prefer not to say = 54 (10%)
Not Known = 1 (<1%)
Appointed (n=198)
Bisexual = 8 (4%)
Gay = 3 (2%)
Heterosexual = 160 (81%)
Lesbian = 2 (1%)
Other = 1 (<1%)
Prefer not to say = 23 (12%)
Not Known =1 (<1%)

Leavers (n=109)

Access to Training (n=1165)

Bisexual = 1 (<1%)
Gay = 2 (2%)
Heterosexual = 95 (87%)
Lesbian = 1 (<1%)
Other = 1 (<1%)
Prefer not to say = 10 (9%)

Bisexual = 20 (2%)
Gay = 23 (2%)
Heterosexual = 933 (80%)
Lesbian = 20 (2%)
Other = 5 (<1%)
Prefer not to say = 164 (14%)

Marriage & Civil Partnerships
Marriage & Civil Partnerships (n=2,823)
Married or in a Civil Partnership = 1027 (36%)
Not married or in a Civil Partnership = 1358 (48%)
Prefer not to say = 438 (16%)

Recruitment
Applicants received (n=1115)
Married/Civil Partnership = 300 (27%)
Not Married/Civil Partnership = 749 (67%)
Prefer not to say = 65 (6%)
Not Known = 1 (<1%)
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Interviewed not appointed (n=530)
Married/Civil Partnership = 139 (26%)
Not Married/Civil Partnership = 361 (68%)
Prefer not to say = 29 (6%)
Not Known = 1 (<1%)
Appointed (n=198)
Married/Civil Partnership = 42 (21%)
Not Married/Civil Partnership = 138 (70%)
Prefer not to say = 17 (9%)
Not Known = 1 (<1%)

Leavers (n=109)
Married/Civil Partnership = 43 (39%)
Not Married/Civil Partnership = 52 (48%)
Prefer not to say = 14 (13%)

Access to Training (n=1165)
Married/Civil Partnership = 486 (42%)
Not Married/Civil Partnership = 516 (44%)
Prefer not to say = 163 (14%)

Pregnancy & Maternity
Maternity Leave
23 members of staff took maternity leave during the current report period.
• 23 (100%) members of staff returned from maternity leave

Paternity Leave
No members of staff took Paternity Leave during the current reporting period.

Parental Leave
7 members of staff took Parental Leave during the current reporting period.
• 7 (100%) members of staff returned from parental leave
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Adoption Leave
1 member of staff took Adoption Leave during the current reporting period.
• 1 (100%) members of staff returned from adoption leave
Shared Parental Leave
No members of staff took Shared Parental Leave during the current reporting period.
Recruitment
Applicants received (n=1115)
Yes = 21 (2%)
No = 1074 (96%)
Prefer not to say = 15 (1%)
Not Known = 5 (<1%)
Interviewed not appointed (n=530)
Yes = 10 (2%)
No = 509 (96%)
Prefer not to say = 7 (1%)
Not Known = 4 (1%)
Appointed (n=198)
Yes = 4 (2%)
No = 190 (96%)
Prefer not to say = 3 (2%)
Not Known = 1 (<1%)

Access to Training (n=1167)
Yes= 2 (1%)
No = 1165 (99%)
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Gender Reassignment
The University is committed to providing a supportive and inclusive environment for our
staff where they feel safe to disclose equality related information.

Gender Identity (n=2,823)
Gender identity the same as sex registered at birth = 1699 (69%)
Gender identity different to sex registered at birth = 9 (<1%)
Information refused = 313 (13%)

Recruitment
Applicants received (n=1115)
Not Known = 1115 (100%)
Interviewed not appointed (n=530)
Not Known = 530 (100%)
Appointed (n=198)
Not Known = 198 (100%)
This question is not mandatory in our recruitment and selection monitoring forms. In the
current reporting period no individuals responded to this question, whereas in the past
they have. Further exploration is therefore required in the upcoming period.

Leavers (n=109)
Gender identity the same as sex registered at birth = 89 (82%)
Gender identity different to sex registered at birth = 1 (1%)
Information Refused = 19 (17%)

Access to Training (n=1167)
Gender identity the same as sex registered at birth = 646 (55%)
Gender identity different to sex registered at birth = 2 (<1%)
Information Refused = 519 (45%)
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Welsh Language
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Welsh Language
Since conducting our survey in 2018/19, the University has continued to collect data on the
language skills of new staff. The University's systems do not currently allow us to identify and
therefore remove the data for staff who have left the University since 2018. The data therefore
does not provide a complete account of the language skills of University staff.
The University is developing a function within the staff record system, a self-service system,
which will enable staff to update their Welsh language skills. This will also enable learners
undertaking Welsh lessons as part of the Working Welsh programme to update their skill levels
as they finish their courses. This will be in place by the next reporting period.
Ability to speak Welsh
Answer
%
Total
No ability
71.74% 264
I can hold a basic conversation in Welsh 14.95% 55
I can hold simple work-related
conversations
I can converse in some work-related
conversations

2.99%

11

1.36%

5

I can converse in most work-related
conversations

1.36%

5

I am fluent
Total

7.61%
100%

28
368

Ability to understand Welsh
Answer
No ability
I can understand parts of a basic
conversation
I can understand basic conversations
about everyday topics

%
Total
58.70% 216
24.18% 89
6.52%

24

I can understand routine work-related
conversations

1.09%

4

I can understand most work-related
conversations

1.09%

4
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I can understand all work-related
conversations

8.42%

31

Total

100%

368

Ability to write Welsh
Answer

%

Total

No ability
I can write basic messages on
everyday topics

61.14% 225
22.83% 84

I can write simple work-related
correspondence

4.35%

16

I can prepare routine work-related
material with checking

2.45%

9

I can prepare most written work in
Welsh
I can prepare written material for all
work-related matters

2.17%

8

7.07%

26

Total

100%

368

Ability to read Welsh
Answer
No ability
I can read some basic words and
phrases with understanding

%
Total
75.27% 277
11.96% 44

I can read simple material on everyday
topics with understanding

3.53%

13

I can read some routine work-related
material with support e.g. dictionary

1.63%

6

I can read most work-related material

1.90%

7

I can fully understand all work-related
material
Total

5.71%

21

100%

368
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Grievances and Disciplinaries
Between 1st April 2019 and 31st March 2020, 2 disciplinary and 1 grievance case were started.
We have aimed to be as detailed as possible in presenting the data, but as figures are low
enough to potentially identify individuals we have not published this information.
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Student Data (Cardiff Based)
Sex

Age Range (n=11,427)

♀

= 6,078 (53%)

♂

= 5,345 (47%)

Undergraduate Postgraduate
<21
4570 (57%)
21-25 2250 (28%)
26-30 464 (6%)
31-35 273 (3%)
36+
522 (6%)

Other = 3 (<1%)

♀♂ = 11,426
Level of study

Religion/Belief

Undergraduate

Postgraduate

♀

4453 (55%)

1634 (49%)

♂

3623 (45%)

1733 (51%)

3 (<1%)

-

Other

61 (2%)
1728 (51%)
643 (19%)
360 (11%)
575 (17%)

Jewish = 7 (<1%)
Sikh = 43 (<1%)
Buddhist = 66(1%)
Hindu = 626 (6%)
Spiritual = 135 (1%)
Any other religion = 162 (1%)
Information refused = 1150 (10%)
Muslim = 1002 (9%)
Christian = 2592 (23%)
No religion = 5631 (49%)
Not known = 10 (<1%)

Race

Sexual Orientation

White = 7806 (68%)
BAME = 2593 (23%)
Not known = 1027 (9%)

69% of students disclosed (up from 56%
in 18/19)

Disability
Disability = 1570 (14%)
No Known Disability = 9857 (86%)

Heterosexual = 6793 (87%)
Information refused = 419 (5%)
Bisexual = 263 (4%)
Other = 168 (2%)
Gay Man = 99 (1%)
Gay Woman/Lesbian = 78 (1%)
Not available = 11 (<1%)
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Welsh Language

Gender Reassignment

96% of students disclosed

69% of students disclosed (up from 56%
in 18/19)

Welsh Speaker = 1698 (15%)
Not Welsh Speaker = 9276 (85%)

Yes = 7791 (98%)
No = 39 (1%)
Information refused = 105 (1%)
Not available = 4 (<1%)
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Equality Impact Assessments
Cardiff Metropolitan University is committed to creating a fair and equitable working and learning
environment and like all other public bodies, the University has a legal duty to assess all its
proposed policies, practices and procedures for their impact on protected groups as defined in
the Equality Act 2010.
A cover sheet is in place to ensure that EIA’s have been conducted prior to key policies and
strategies being presented to the University’s Management Board.
The following corporate EIAs were undertaken in 2019/20:
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

Harassment and Bullying Policy EIA
Annual Leave Guidance EIA
Bank Holiday and Concessionary Day Entitlement – Part Time Employees EIA
Change Management EIA
Leave of Absence Academic Guidance EIA
Leave of Absence Professional Services EIA
Staff Changes Policy EIA
REF 2021 Code of Practice EIA
REF 2021 Pilot Analysis Paper EIA
Prevent Policy EIA
University Staff Performance Review Process EIA
Cardiff School of Technologies Strategy EIA
Marketing and External Relations Strategy EIA
Corporate CRM (Global) EIA
Gender Neutral Toilets EIA
Pool Car Booking System EIA
Strategic Equality Plan 2020-24 EIA
Study and Work Abroad Dashboard EIA

Supporting Documents
Appendix I provides further information to support the current Equality and Diversity Annual
Report.
Appendix I – SEP Progress 2019-2020
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