
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 
1. Awareness Raising 
 

Objective Targets Level 2 accountability 

Ensure equality initiatives are visible and 

owned 

 

Promote good-practice and positive news 

 

Achieve externally accredited recognition  

Gender equality: 
• Institutional level Athena Swan Bronze award for STEMM 

activity by November 2017 

• All Schools to have a Bronze level award, and at least one 
School a Silver level award, by April 2019 

• Institutional level Athena Swan (Gender Charter) Silver 
accreditation by November 2019 

 
Achieve the Race Equality Charter (REC) Bronze award by 
July 2020 
  
Retain membership of the Stonewall Diversity Champions 
programme and ranking in the Workplace Equality Index 
(Gay, Lesbian, Bi-Sexual and Transgender) 
 
Achieve the 'Disability Confident Employer’ kite mark 

awarded by the DWP 

PVC Student 
Engagement 

 
We will primarily, but not exclusively, achieve these targets through: 

MECHANISMS STATUS PROGRESS UPDATE 

Staff induction & 

training  

 

Action/Milestone(s) 

• Unconscious Bias 
Training: 
i) Roll out to 

Governors  

ii) Roll out to 

School and 

Units  

  
 
 
 
 

• Unconscious Bias training provided by Skills Boosters is available to all staff on 
the University Organisational Development Site. This training is available in two 
parts. Part 1 is for all staff involved in recruitment and selection to complete, 
while part 2 is a supplementary module for those staff with line management 
responsibilities. This training is promoted through Athena SWAN Self-
Assessment Teams, Equality and Diversity Delivery Group and other internal 
channels.  



 
iii) All staff  

 

• All members of staff involved in recruitment and selection are signposted 
towards training.  

• 134 members of staff have currently completed the training 
 

• Evaluate the 

effectiveness of 

Unconscious Bias 

Training 

 • Positive feedback has been received, particularly through the University’s 
Athena SWAN Self-Assessment teams.  

 
• The current university Equality in the Workplace e-module is mandatory for all 

staff to complete as part of induction. Training was developed internally. 

• Further training, specifically Cultural Awareness and Trans Awareness training is 
being explored and will be implemented in the next reporting period.  

 

Student induction, 

advice & guidance 

 

Action/Milestone(s) 

• Ensure E&D is built 
into student induction 
processes 

  
 
 
 
• The Students’ Union offers workshops on resilience and wellbeing as well as an 

equality and diversity. These workshops allow students to develop the skills 
needed in order to prepare for their lives after university, allowing them to be 
able to adapt to different situations and to be able to respond suitably to the 
situations that they may have to deal with allowing others to feel respected and 
valued.  

 
• Further to the Students’ Union commitment ensuring they are representing all 

students at Cardiff Metropolitan University, the SU appointed two part-time 
Equality and Diversity Officers within the representation structure. This move 
allowed the Students’ Union to engage with more students, increase the number 
of projects throughout the year and provide a greater platform for the student 
voice. 

 

Initiatives & events 
 
Action/Milestone(s) 

• Establish a Cardiff 
Met calendar of dates 
to promote the 

  
 
 
• Key dates are continually promoted across the University through internal 

communication channels.  The University’s current internal staff portal is under 
review and in 2019/20 a new staff portal (InSite) will be launched.  

https://www.cardiffmetsu.co.uk/


 
University’s E&D 
priorities including 
BHM, LGBT History 
Month, International 
Women’s Day. 

 

• Through ongoing collaboration with other organisations across South Wales, 
initiatives and events are promoted across internal University communication 
channels.  
 

• Cardiff Met continued its support by partnering with Race Council Cymru to 

sponsor Black History Cymru 365/Black History Month Wales 2018. The year 

marked Black History Month’s 11th year Anniversary in Wales. Race Council 

Cymru is the overarching umbrella body in Wales that works to combat 

prejudice, race discrimination, harassment, abuse and violence. RCC promotes 

art, heritage and cultural activities for black and minority ethnic communities 

across Wales.  

• An Art exhibition #FortheCulture, was organised to mark Black History Month 

and students from across all schools contributed to the exhibition, the work 

varied from written messages to imagery and videos. Students and staff were 

invited to attend a film and discussion evening. The film Hidden Figures was 

shown with an open and honest discussion session to follow. 

 
• On World Mental Health Day (Wednesday 10th October) the University launched 

a new campaign called ‘Just Tell Us’ to encourage students to engage with the 

University’s support services. The campaign targeted students and staff, 

highlighting the range of support on offer and increasing awareness of the 

referral process for any student concerns. Since introducing the campaign, there 

have been 214 referrals from students and staff, and this continues to be a 

valuable resource to ensure concerns about students are addressed efficiently. 

Not only was the campaign designed to highlight practical support available, it 

also aimed to remove any stigma associated with mental health issues. A range 

of activities and campaign materials were used to inspire others to feel able to 

discuss their concerns, including posters, digital content, pop-ups and a social 

media campaign. 

• Mental Health Awareness for Managers courses were held on our Llandaff 

campus in January 2019. 

 

https://bhmwales.org.uk/


 
• Cardiff Met School of Sport and Health Sciences hosted Stonewall Cymru’s Sports 

Train the Trainer Programme. The session looked to support coaches and team 

managers of youth groups, to make sports environments a more inclusive 

environment. 

• Cardiff Met and our LGBT+ Staff Network celebrated LGBT History Month 2019 

marking 50s on from the Stonewall Riots and 30 years since the foundation of 

Stonewall UK. The University also marked Pride, with colleagues attending on 

behalf of the University, LGBT+ Staff Network and Students’ Union.  

• The Cardiff Met Staff Football Team continued their support for the Football vs 

Homophobia Campaign, playing their friends Cardiff Dragons FC (Wales’ only 

LGBT Football Team). The campaign focuses on challenging discrimination based 

on sexual orientation, gender identity and expression at all levels in football. 

• Cardiff Met celebrated International Day Against Homophobia, Transphobia & 

Biphobia. A day to stand up to discrimination and break down stigmas 

 

• In collaboration with International and Sport Cardiff, the SU held a Fairtrade & 

Global Week Sport Spectacular. Teams from Res Life, SU, Oasis and Newport 

Sanctuary team competed in a Fairtrade football match followed by a table 

tennis tournament. 

 

• The University supported the Women’s Staff Network to put on a variety of 

events to mark International Women’s Day 2019, celebrate women’s 

achievement, raising awareness against bias and taking action for equality. 

International Women’s Day 2019 marked 1 year on since the official launch of 

the Women’s Staff Network. 

  

Communication 
mechanisms  
 
Action/Milestone(s) 
• Ensure the 

production of the 
E&D Annual Report in 
an engaging format, 

  
 

 

 
• Following the positive feedback of last years revised Annual Report, the current 

report has followed the same structure to ensure a consistent engaging and 

https://www.pridecymru.com/
https://www.footballvhomophobia.com/
https://www.footballvhomophobia.com/


 
including the use of 
infographics and an 
executive summary 

accessible document.  Work will continue to ensure that the Report is accessible 
to as many groups as possible.  

 
 
 

• Update staff on E&D 

initiatives e.g. 

through a regular HU 

section in Staff News, 

Twitter, campus 

screens 

 • Initiatives and events have been continuously promoted through a variety of 

communication channels. Communication platforms such as Yammer and Teams 

(Office 365) have allowed for equality forums to develop and allow Staff to 

actively engage.  

 
• Equality related activities are also documented in the University’s Health 

University annual update which focuses upon the development of a socially 

cohesive, environmental responsible and all-inclusive work and study 

environment which look to engage staff, students and the wider community.  

 

Networks & feedback 
 
Action/Milestone(s) 
 
• Networks: 

i) Establish a 

Mental 

Health and 

Well-Being 

Network 

(working with 

HU Steering 

Group) 

ii) Establish a 

pan-

University 

E&D Network 

  
 
 
 
• Cardiff Metropolitan University has continued its commitment to engaging with 

our staff to help create a more inclusive and diverse institution, welcoming and 
supporting the development of staff networks.  

• The University is currently developing a Health and Wellbeing Committee 
structure with associated working groups.  
 

• During 2018/19 a University Staff Network Protocol was established to further 
endorse staff network membership, ensuring that we enable our staff to 
effectively engage and participate in network activities. As Staff Network 
members are entitled to participate in network meetings and events during the 
working day, up to a maximum of 15 hours normally per academic year (pro rata 
for part time staff). Managers are encouraged to support staff participation 
where service needs allow. The critical role that Chairs play in ensuring effective 
coordination of the network is also recognised and as such they are entitled to 
participate in committee meetings, network meetings and events during the 
working day, up to a maximum of 30 hours normally per academic year (pro rata 
for part time staff).  

http://www.cardiffmet.ac.uk/healthyuniversity/Pages/default.aspx
http://www.cardiffmet.ac.uk/healthyuniversity/Pages/default.aspx


 
• To further support the development and establishment of Staff Networks at 

Cardiff Met a guidance document ‘Establishing a Staff Network’ was produced.  

• Staff Networks are resourced by the Equality and Diversity budget, funds 
permitting. The budget is administered by the Civic and International Equality 
and Diversity Officer. 

 
• Following the official launch of the Cardiff Met Women’s Staff Network on 

International Women’s Day 2018 (March 8th), the group has remained active, 

with membership continuing to increase. The Network and its members have 

hosted a variety of events, attended conferences and contributed greatly to the 

recent changes to our Cardiff Met Family Friendly Policies.  

 
• The LGBT+ Staff Network appointed a new Chair during the current reporting 

period. The Network and its members have continued to support the University 

to drive positive change through events such as Pride and LGBT History Month. 

To help steer the future direction of the network members organised a workshop 

to understand where the network wants to go in the next couple of years, 

including a HOW, NOW, WOW map. The Network has also continued to promote 

itself through monthly breakfast catch-ups and drop-in’s sessions.  

 
• The Cardiff Met Inter-faith staff and student group has continued to meet, 

supported by colleagues from across the University including the International 

Office, Students’ Union and University Chaplaincy.  A religious calendar was 

created highlighting key dates across the year. 

 
• During Deaf Awareness Week colleagues across the University took the 

opportunity to help those around them to become more deaf aware through 

raising awareness and challenging perceptions of hearing loss and deafness. A 

‘Deaf/Hard of hearing group’ was developed for those interested in BSL, lip-

reading, caption provision or Deaf Culture on campus. The group is made up of 

staff and students.  

 



 
• With nearly 300 students studying in Welsh at Cardiff met a Welsh Language 

Society was launched. The Cardiff Met Students’ Union Welsh Language 
representative met all new students studying in Welsh.  

 

• Discussions took place about the development of a BME Staff Network and 
Disabled Staff Network and a Terms of Reference for the Networks were 
established. Further work will be undertaken in 2019/20 to support the 
development of the Networks.   

Academic & managerial 
committees 
 
Action/Milestone(s) 
• Ensure the 

University’s Risk 
Register includes E&D 
priorities 

  

 

 

• Equality has continued to be further embedded across the University, ensuring 

that we are working beyond our legislative requirements. Equality compliance is 

also listed as a University risk.  

 

 

Applications for 
external accreditation 
(Athena SWAN, REC, 
Stonewall, Disability 
Confident Employer) 
 
Action/Milestone(s) 
• Athena SWAN: 

i. Support the 

CSE&SP and CSAD 

Bronze Award 

submissions  

 

 

 
 

ii. Deliver the 

Institution Bronze 

  
 
 
 
 
 
 
• In November 2018, Cardiff School of Art and Design successfully submitted their 

application for a departmental Athena SWAN Bronze award. 

• Cardiff School of Education and Social Policy are aiming to submit their 
application in April 2020 

• Cardiff School of Management is currently establishing its Self-Assessment Team.  

• The Cardiff School of Technologies has only been recently established but is 
working to ensuring that equality and gender equality specifically is embedded. 
Once the School has 3 years of data available it will begin to work towards an 
Athena SWAN application.  

 
• The University has continued to implement its Athena SWAN Institutional Bronze 

action plan and is preparing its renewal application for November 2019. The 
most noticeable achievements are the implementation of the University’s 



 
Award Action 

Plan 

 
iii. Deliver the CSSHS 

(Llandaff) Bronze 

Award 

Application 

iv. Deliver the CSSHS 

(Cyncoed) Bronze 

Award 

Application 

 

Women to Reader/Professor Programme and the revision of our existing 
University Family Friendly policies.  

 
• Both departments within the Cardiff School of Sport and Health Sciences have 

continued to deliver their associated Athena SWAN Bronze action plans.  

 
 
 

 

• Implement feedback 
from the Stonewall 
WEI 
 

 • Feedback on the University’s Stonewall application was received following 
consultation with Stonewall Cymru representatives. Following our application, 
the University jumped into the Top 100 LGBT+ inclusive employers in the UK, 
ranking 95th in the UK. The University will look to build upon the 
recommendations to continue to create a more diverse and inclusive 
organisation.  

 
• Deliver actions from 

the Disability 
Confident Employer 
Self-Assessment 

 

 • The University is a ‘Disability Confident Employer’. An Action Plan is jointly held 
by Equality and Diversity and Human Resources. Work is ongoing to ensure 
Cardiff Met is a Disability Friendly employer and place of study. 

 

• Establish Race 
Equality Charter SAT 

 

 • The University has made limited progress, although steps have been taken to 
review ethnicity concerning staff and student recruitment and student 
outcomes. The University will work with the BME Staff Network and Students’ 
Union to make establish a Working Group.  

 

 
 
 
 
 
 

https://www.stonewall.org.uk/creating-inclusive-workplaces/workplace-equality-indices/uk-workplace-equality-index
https://disabilityconfident.campaign.gov.uk/


 
 
2. Embedding and Enhancing  
 

Objective Targets Level 2 accountability 

Fit-for-purpose and effective University-

level frameworks for promoting equality 

 

Local leadership of equality promotion 

within Schools & Professional Services 

Increase the proportion of women holding senior 
management positions from 25% to 33% by 2019. 
 
Increase the proportion of women holding 
professorships from 17% to 25% by 2019. 
 
Increase the proportion of women on influential 
committees at University-level from 33% to 46% by 
2019.  
 
Reduce identified gender pay gaps for work of equal 

value to below 5% by 2020  

 

Reduce the difference between the proportion of staff 

(7.6%) and Cardiff-based students (16.8%) who can speak 

Welsh.  

PVC Student 

Engagement 

 
We will primarily, but not exclusively, achieve these targets through: 

MECHANISMS STATUS PROGRESS UPDATE 

HR policies/mechanisms 
& organisational practice 
 
Action/Milestone(s) 
• Deliver the Welsh 

Language Standards 
action plan 

 
 
 

  
 
 
 

• The University has implemented its Welsh Language Standards action plan and 
ensured that all parts of the University are aware of their requirements. This is 
monitored three times a year through a process of self-monitoring by schools 
and professional services followed by an audit of these returns by the Welsh 
Language Unit. Where areas are identified that do not reach full compliance with 
the Standards, the Welsh Language Unit works with those areas to offer support 
and achieve compliance.  

 



 
• ‘Equal pay for equal 

work’ review: 
 • Cardiff Metropolitan University utilises two job evaluation schemes, HERA 

(Higher Education Role Analysis) and Hay Group, to ensure that all jobs are 
measured and analysed without bias. Both schemes were designed to ensure 
equal pay for work of equal value and were used in the creation of grading 
structures for the University. The Equal pay for equal work review for 2019 has 
been completed and findings and recommendations will subsequently be 
reviewed.  
 

• Gender Pay Gap 
Reporting 
 

 • Although not currently required from Welsh Higher Education Institutions, the 
University has had discussions around Gender Pay Gap reporting. Following 
discussions the University 2017 and 2018 Gender Pay Gaps and associated 
Gender Pay Gap Action Plan have been published on the University’s external 
website. The University will to continue publish our Gender Pay Gap report. 

 

• The Vice-Chancellors Executive Group consisted of 5 members in the 2018/19 
period, females made up 80% (4) of the overall representation. This is an 
increase from the previous reporting period which reported females made up 
66% (4) of the membership. The increase in percentage was largely down to the 
reduction of male members from 2 to 1. 

• Membership of Academic Board and Management Board remained consistent 
with the previous reporting period. 46% (13) females and 54% (15) males and 
43% (9) females and 57% (12) males respectively.  

• As at March 2019, 27% (10) of the Professoriate were female, which highlights 
a continued increase from the previous reporting period whereby 21% (7) of 
the Professoriate were female. 

 

• Evaluate the 
experiences/ 
perceptions on career 
progression of staff 
taking and returning 
from: 

i) Maternity leave 

ii) Paternity leave 

iii) Shared parental 

leave 

iv) Adoption leave 

 • Throughout the University’s ongoing Athena SWAN activities at institutional 
and departmental leave the experiences and perceptions on career progression 
have been explored. Following a review of our existing Maternity, Paternity, 
Shared Parental Leave and Adoption Policy the University revised the 
occupational benefits available to staff.  
 

http://www.cardiffmet.ac.uk/about/structureandgovernance/equalityanddiversity/Pages/Gender-Pay-Gap.aspx
http://www.cardiffmet.ac.uk/about/structureandgovernance/equalityanddiversity/Pages/Gender-Pay-Gap.aspx


 
• Establish procedures for 

promoting diversity 
within interview panels 
 

 • All interview panel members complete Recruitment and Selection training prior 
to sitting on a panel. As a result of ongoing Athena SWAN activity, active steps 
have been taken to ensure mixed gender recruitment panels.   
 

• Review the extent to 

which the University 

presents itself as an 

E&D ‘friendly’ employer 

when advertising 

vacancies 

 • Through the implementation of the People Strategy 2017/18-2022/23 the 
University has continued to review its recruitment literature including the 
inclusion of positive action statements to attract a diverse workforce.  We are 
also reviewing the recruitment process in terms of attracting applicants, 
managing the selection process, making employment offers and ensure there are 
no barriers to applicants on the grounds of protected characteristics. 

 

• The Civic and International Equality & Diversity Officer has continued to work 
with colleagues in HR to ensure that the University’s job advert page is linked 
appropriately to the University’s Equality & Diversity webpage.  A good 
understanding of Equality & Diversity is also an essential criterion within job 
specifications. 

 

 

Health & wellbeing 
 
Action/Milestone(s) 
• Deliver the Time To 

Change Wales action 
plan 

 
 
 

  
 
 

• The University is continuing to make progress against the Time to Change Wales 
action plan. In the summer of 2018 Cardiff Met established a Healthy and 
Sustainable Colleges and Universities network group. This group, which was 
established as part of the Regional Centre of Expertise Cymru, regularly met 
throughout the year, with the common aim of implementing the Public Health 
Wales Healthy and Sustainable Colleges and Universities framework. This 
framework comprises standards covering a range of specific health aspects 
underpinned by a series of defining principles, in which equality and diversity is 
to the fore.   

 
 
 
 
 
 
 

https://www.cardiffmet.ac.uk/about/structureandgovernance/equalityanddiversity/Pages/default.aspx


 
Student recruitment, 
admissions & assessment 
 
Action/Milestone(s) 
• Review admissions 

procedures and make 
enhancements 
referenced to best 
practice & sector 
developments 

  
 
 
 

• The University has continued to ensure that all publications and advertising 
maintains a diverse and representative mix of people. Information is provided in 
both Welsh and English where relevant to the target market. Documents are 
mostly created in print format with downloadable PDFs available online so that 
documents can be viewed in a larger format. Documents can also be made 
available in alternative formats upon request. 
 

• Dietary requirements are checked for every event and mobility needs are 

assessed according to different event specifications. 

• Through Athena SWAN activities the University has begun equality monitoring 
for open days to allow the University to evaluate its recruitment practices 
further. 

Portfolio & curriculum 
review & development 
 
Action/Milestone(s) 
• Conduct review of the 

curriculum for 
inclusivity and diversity 

  
 
 
 

• Equality and diversity is embedded in all aspects of learning and teaching across 

the University, including the new Corporate Strategic Plan (2017/18-2022/23) 

which focuses on the ‘establishment of a values-driven University that 

champions creativity, diversity, freedom and innovation through trusted 

partnerships that generate educational transformation, research with impact, 

sustainable economic growth, social cohesion, and health and wellbeing’. 

Specific workshops addressing equality and diversity in the curriculum are run 

every year, and particularly address internationalisation of the curriculum, and 

gender and sexuality in the curriculum. 

• Cardiff Met staff are becoming increasingly engaged in providing material to 

students in this inclusive and flexible format.  Approximately 70% of staff have 

now used Panopto Review to provide flexible and accessible content to students.  

These recordings can be accessed at a time and place to suit learners, and the 

student interface employs features which can support a diverse student 

population.  



 
Physical environment & 
facilities 
 
Action/Milestone(s) 
• Provide breast-feeding / 

expressing rooms on all 
campuses, accessible to 
both staff and students 

 

  
 
 
 

• No specific rooms provided although some Schools/Units explore space that is 
available.  
 

 

• Provide gender-neutral 
toilets on all campuses 

 

 • Gender neutral toilets have been factored into the refurbishment of our new 
Alexandra House facility on Western Avenue which opens in Summer 2019. 
Toilets have been identified across both campuses to be redevelopment. The 
University has been working collaboratively with the Disabled Staff Network and 
LGBT+ Staff Network on appropriate signage.  

 

• Provide baby change 
facilities on all 
campuses 
 

 • Baby Changing facilities are available in both Students’ Union buildings on our 

Llandaff and Cyncoed sites.  

 

• Ensure cubicles are 
available in all existing 
changing rooms 
 

 • No progress here but will continue into the next reporting period. 

• Following an accessibility audit was undertaken by AccessAble the University is 
continuing to look at how it can develop its existing facilities to make them more 
inclusive and accessible for all. 
 

Marketing/publicity, 
displays, signage 
 
Action/Milestone(s) 
• Monitor use of the 

protocol for the 
imagery used to 
promote the University, 
ensuring an appropriate 
representation of staff 
and student diversity 

  
 
 
 

• Through various Equality, Diversity and Inclusion initiatives at the University, 
such as Athena SWAN and Stonewall Workplace Equality Index, imagery is being 
reviewed to ensure that content is representative of our staff and student 
population, while also promoting an inclusive University.   

 
 
 
 

https://www.accessable.co.uk/


 
Procurement 
 
Action/Milestone(s) 
• Update the Modern 

Slavery Statement to 
include Welsh 
Government 
requirements 

  
 
 
 

• Modern Slavery Statement was published by 31st Jan 2018 in response to 
legislative requirements.  

School & Professional 
Services Planning 
 
Action/Milestone(s) 
• Include reports from 

each School & 
Professional Service 
Unit within the annual 
E&D Report  

 

  
 
 
 

• Equality updates are provided to the Equality team on an annual basis to help 
support and inform the Strategic Equality Plan, outlining best practice across the 
University. 

 

• Deliver mandatory E&D 
training to students as 
part of EDGE 
 

 • No further progress. Equality and Diversity workshops are available to students 
via the Students’ Union. 

• Create the data source 

based on the 5-point 

scale for staff and 

student Welsh learners 

 • During the reporting period a survey was sent to all members of staff, asking 
them to assess their Welsh language abilities against the WJEC’s Welsh for 
Adults framework. Some additional questions about desire to use Welsh and 
work and to learn the language were also included. A total of 816 members of 
staff completed the survey. Further details are outlined within the Equality and 
Diversity Annual Report. 

 
 
 
 
 
 
 
 

http://campaigns.cardiffmet.ac.uk/documents/misc/Modern-Slavery-Statement.pdf


 
3. Data Collection and Monitoring 
 

Objective Targets Level 2 accountability 

Improve the quality, collection and 

monitoring of data 

 

Ensure that action follows analysis 

To have evaluated staff and student race equality data 

and set appropriate targets by July 2017  

 

To have evaluated student engagement and outcomes 

data and set appropriate equality -related targets by July 

2017 

 
Evaluate the impact of policy and practice on the 
cohesiveness of the student population, with particular 
focus on Race and Region or Belief, and set appropriate 
targets by July 2018 
 
Evaluate the relationship between the following 
combinations of protected characteristics on pay and 
representation within the University’s governance and 
management structures: 

• Sex, Race, Age 

• Sexual Orientation, Marriage & Civil Partnership, 
Pregnancy & Maternity 

And set appropriate targets by July 2018 

PVC Student 
Engagement 

 
We will primarily, but not exclusively, achieve these targets through: 

MECHANISMS STATUS PROGRESS UPDATE 

Management 
information 
 
Action/Milestone(s) 
• Produce and analyse 

intersectionality data  

• Identify Race Equality 
Charter data 

  
 
 
• There has been continued substantial development to the University’s business 

intelligence software, following ongoing collaborative work the Secretariat, 
Academic Registry and Human Resources. The University has managed to create 
a single Equality Dashboard which allows the University to effectively produce 
and analyse data to support our work in relation to fulfilling its Public Sector 



 
requirements and any 
data gaps 

 
 
 
 
 
 

Equality Duty as well as supporting other equality related initiatives such as 
Athena SWAN and Race Equality Charter Marks. Intersectionality between and 
within groups can now be effectively analysed at School, Professional and at 
Institutional level. Data that has been developed has been used during the 
development of fee and access plans, reviewing student outcomes between 
different groups. Currently there are no standing reports produced, however 
data is used by colleagues across the University to inform and develop learning 
and teaching.   

• Ensure E&D Annual 
Report includes: 
i) disaggregated 

data to School / 

Unit level 

ii) analysis of data 

presented  

iii) benchmarked 

against national 

data 

 

 • The Equality & Diversity Annual report for the 2018/19 reporting period has 

maintained a similar format to the previous 2017/18 report to ensure that this is 

a more streamlined and accessible document. 

Business Intelligence 
 
Action/Milestone(s) 
• Review opportunities to 

develop more targeted 
Business Intelligence 
management 
information 

  
 
 
• Civic and International Equality and Diversity Officer and HR are continuously 

working alongside the Strategy Office in the development of appropriate 
Business Intelligence management information.  

Networks and feedback 
 
Action/Milestone(s) 
• Monitor application of 

the Staff Networks 
Protocol 

 
 

  
 
 
• Protocol has been implemented to outline Cardiff Metropolitan University’s 

commitment to supporting staff to engage in Staff Network activity. 
Furthermore, a further document was published outlining what is a Staff 
Network the process of how to establish a Staff Network.  

 

https://www.ecu.ac.uk/equality-charters/athena-swan/
https://www.ecu.ac.uk/equality-charters/race-equality-charter/


 
Equality impact 
assessments 
 
Action/Milestone(s) 
• Review and enhance 

the Equality Impact 
Assessment Process 
(including pro-formas) 
 

  
 

  
 
 
• The existing Equality Impact Assessment form and guidance were revised, 

ensuring a cleared process and that Welsh Language was more embedded.  

• A Cover sheet on papers/policies going to committees was developed to screen 
for whether an EIA has been completed.  

• Conversations are ongoing across the University to further explore how equality, 
diversity and inclusion can be further embedded within University decision 
making and processes.  

 

• Ensure Equality Impact 

Assessment register is 

maintained and 

reported on annually 

 • Register is maintained. All current EIA’s are sent through to the Secretariat and 
stored in an EIA folder. An annual report was produced for the first time as part 
of the Equality and Diversity Annual report 2016/17. This reporting has 
continued. 



 

 

 

 


