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Part 1: Staff 
People profile  

We are pleased to present our ‘People profile’ in infographic and chart format – showing differences from the previous year via +/- to illustrate 
areas of change.  
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Infographic 1: University of Suffolk Staff ‘Snapshot’ 2022-23 
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Recruitment    
 
Table 1. Progression through Recruitment Stages  
 

 
 
No of Applications Differential from 2021-22  
 
  White  Global Majority  Prefer Not to Say  

Applications  601 (+77%)  335 (+113%)  -8 (-14%)  

Interview  81 (+19%)  59 (+55%)  -15 (-48%)  

Appointed  3 (+2%)  24 (+92%)  -5 (-50%)  
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No of Applications Differential from 2021-22  
 
  Declared Disability  

Applications  48 (+49%)  

Interview   -4 (-7%)  

Appointed   2 (+10%)  
 
(NB: unfortunately, we do not have the previous data for no known disability or prefer not to say for comparison, this will be captured for future reporting) 
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No of Applications Differential from 2021-22  
 

  Women  Men  Prefer not to 
say (PNTS)  

Applications  394 (+58%)  405 (+100%)  -13 (-27%)  
Interview  58 (+16%)  77 (+43%)  -
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Progression   

Table 2.  Academic Progression by characteristic 

  

 
 
 

Differential from 
2021/22  

  

Gender Ethnicity  disability Contract type 

male  female  white  global majority  unknown  yes  no  unknown  full time  part time  

Applications  6  -3  0  1  2  3  -1  1  6  -3  

Successful  6  2  5  1  2  3  -4  1  7  1  
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Table  Internal Progression by characteristic  

 

 NB first year of reporting no previous comparable data available  
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Gender Pay Gap (GPG) 

The Gender Pay Gap refers to the percentage by which the average pay for female members of staff is lower than the average pay for male 
members of staff. The University’s Gender Pay Gap is shown below. 

 

Table 4 – GPG mean / median. 

Gender Pay Gap Hourly rate of pay (£) 2023 Gender Pay Gap (%) 
  Female Male GPG 2023 GPG 2022 GPG 2021 

Mean 
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with the merits that ‘fresh perspectives’ of new employees can 
bring. 
 

Gender We have seen a further small reduction in male 
employees in a workforce which is already female-
heavy. 

Our focus will remain on developing an inclusive approach to 
encourage increased diversity in our applications, in particular 
increasing recruitment of males into the lower-mid pay 
quartiles.  
 

Disability There has been a slight increase in the number of staff 
declaring a disability. The ability to update disability 
status via our self-service portal has made this easier for 
staff. 
 

Work continues to 
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improved the approach for both the applicant and the 
reviewers.    
 

Internal Staff 
Progression  

T
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(potentially too small) to enable meaningful analysis to 
be undertaken.   

The 
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Progress against identified People EDI action areas 2022 - 23 

We are pleased to outline the EDI progress made across the following ‘People’ focus areas:  

‘People’ Focus Achievements 2022 - 23 
Talent & OD Training was provided on: 

�x Caring with confidence 
�x Gender and Sexuality 
�x Neurodiversity Understood (for recruiters and managers) 

 
Additionally, a pool of 12 panellists have been fully trained and are now up and running to support staff interviews as 
and when required. The group add a dimension of diversity to potential panels, and it is hoped will support the reduction 
of potential bias.  Guidance has been provided to recruiting managers for including pool panellists to make it a valuable 
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In November 2022, we launched an Employee Assistance Programme 
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Part 2: Student / Institution profile  
We are pleased to present our ‘Student profile’ in infographic format – showing differences from the previous year via +/- to illustrate areas of 
change. 

All data relating to students includes both Ipswich campus students and those who are enrolled with our partner organisations (excluding 
Unicaf), and for whom University of Suffolk is their course awarding institution. Student data is taken from the internal Student Record System.  
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Infographic 2: University of Suffolk Undergraduate Student ‘Snapshot’ 2022-23 

 

  





25 
 

Infographic 4: University of Suffolk Postgraduate Research Student ‘Snapshot’ 2022-23 
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Infographic 5: University of Suffolk Apprentices ‘Snapshot’ 2022-23 
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HESA reports that other undergraduate courses showed the 
greatest gap in the proportion of male and female students, 
while postgraduate research courses showed the smallest 
gap. University of Suffolk data shows larger representation 
of female students on Apprenticeship and PG Research 
courses and the gap between male (36.5%) and female 
(62.5%) students on Apprenticeships is 27% compared to a 
difference of 7.1% in the Undergraduate student population, 
despite data showing a 
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Majority, with satisfaction significantly below the sector 
averages. Additionally, the white group were well below the 
sector average for overall satisfaction.  

 
Sexual Orientation The general trend across all datasets is the small decline in 

students reporting as heterosexual and either the stable or 
small increase in students identifying as LGBTQ+.  
 
Except for Postgraduate Taught programmes all other 
courses report small increases in the response ‘prefer not to 
say’.  
 

Continue to monitor the data.  

Age The Higher Education Statistics Agency (HESA) categorise 
mature students as 21y/o and above. The University has 
long been an attractive provider to 
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Analysis of student satisfaction data (National Student 
Survey 2023) for our Ipswich population indicates that 
mature students' satisfaction was below the sector average 
for all of the themes, with particularly low satisfaction in the 
organisation and management of their courses. Young 
students also had a significantly low satisfaction compared 
to the sector average in organisation and management of 
their courses. 

 
Religion Except for Apprenticeship courses there has been an 

increase in the response ‘prefer not to say’. All courses 
report a decrease in students disclosing ‘no religion’, this 
trend continues from 2021/22 to 2022/23.  
 
The HESA reports students with no religion or religious 
belief accounted for 47% of all students in 2021/22, a 
decline of 1% from 2020/21.  
 
In 2021/22, the proportion of Muslim and Hindu students 
increased while the proportion of Christian students 
decreased.  
 
At Suffolk, students declaring ‘no religion’ ranges across 
courses as illustrated Apprenticeship (62.9%), Pg Research 
(49.6%), Postgraduate Taught (17.8%) and Undergraduate 
(17.2%). All courses report a decrease in this category 
compared to 2021/22.  
 
Undergraduate and PG Taught courses report an increase 
in in  
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Progress against our Institutional aspirations 2022 - 23 

2022-23 saw the following areas of focus progressed. Our achievement against these areas is charted below:  

Focus / Activity 
Area 

Progress / Achievements / Highlights 2022-23 
 

Access and 
Participation 
(APP) 

During this year we have submitted, as requested by Office for Students, a series of variations which indicate the work 
that the University will undertake during 2023/4 in refocussed attention on areas highlighted by the Director of Fair 
Access. These areas include working with schools to raise attainment in the pre-16 population, setting out how access 
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Guidance has now been published for course teams on how they can make their courses, resources and learning 
activities and assessments more inclusive. This includes self-assessments to be completed as part of the iterative 
enhancement of our curricular and in preparation for course (re)approval.  
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�x The proportion of black and minority ethnic students who agreed that they felt part of a community of 
postgraduate research students was 53%, which was 15 percentage points below the Sector (68%). Only 50% 
of black and minority ethnic students at agreed that there were sufficient opportunities to interact with other 
PGTs. This was 12 percentage points below the Sector (62%). 

�x The proportion of students who were first in family who agreed that there were sufficient opportunities to interact 
with other PGTs was 46%, which was 19 percentage points below the Sector (65%). Only 51% of students who 
were first in family at Suffolk agreed that they felt part of a community of postgraduate research students. This 
was 19 percentage points below the Sector (70%). 

 
Analysis of our PRES data indicates that aspects of best practice (with most agreement relative to the benchmark), 
were ‘remote working space’ and ‘development self-management’. ‘Research community’ influence and the ‘research 
seminars’ were areas for improvement Looking to EDI categories: 
 

�x There were 60% of Suffolk research postgraduates who were first in family, 19 percentage points more than the 
Global benchmark. 

�x Of PGRs who were first in family, those at the university were less satisfied overall than the Global benchmark, 
by 6.3 percentage points. Only 50% of students who were first in family at the university agreed that they had 
access to the specialist resources needed for their research when on campus. This was 29 percentage points 
below the Global benchmark (79%) 

 
 

 

Our Student / Institutional objectives and aspirations for 2023-25 

Our key Student / Institutional EDI objectives for 2023-25 are provided in Part 4 and form part of our institutional EDI action plan.  
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Part 4: Summary Action Plan  
Our strategic action areas are documented below and span areas of focus in respect of staff, students, and overall institution. Some activities 
have an earlier anticipated completion date. Some activities require a longer period for embedding. The completion date given is for the 
objective to be fully embedded and in place. 

KEY:  

 Behind target  In progress / complete but not 
yet completely embedded 

 Complete/ embedded / fully on 
track 

 Not yet started 

 

Focus Strategic Objectives (2023-25) Completion 
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maternity/paternity/parental or adoption 
leave. 
 

paternity, parental or adoption leave, caring 
commitments, part time or other flexible working 
arrangements to be taken into consideration. 
 

NEW 2023: Analyse people outcomes (ie 
appraisal, training and development 
uptake etc) through an EDI lens – when 
systems are developed enough to enable 
this. 

2025 

New action for 2023+. Work will commence this year to 
take this action forward. 

 

NEW 2023: Deep dive data in relation to 
promotion and progression with an EDI 
lens - ie. Understand the correlation 
between length of service/gender of 
applicants to identify any patterns. 

2025 
 
 
 
 

 
New action for 2023+. Work will commence this year to 
take this action forward. 
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Continue building effective relationships 
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Digital Proactive data capture/improvement in 
relation to personal characteristics – 
updating information held and 
encouraging individuals to reduce ‘prefer 
not to say’ denotations. 
 

2025 
 

The ability for individuals to input personal 
characteristic information directly on to the MyView 
self-service portal will hopefully increase confidence in 
providing the information. We will continue to promote 
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Develop targets and milestones at 
institutional, partner and campus level to 
reduce or eliminate gaps in equality of 
opportunity.  
 

2024 Targets have been drafted and have been submitted 

https://www.inclusiveeducationframework.info/wp-content/uploads/2023/05/Inclusive-Education-Framework-2.pdf
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Research and 
Practice Review 

Following the launch of the new 
reasonable adjustment process in 
December 2022, an efficacy review will be 
completed. 
 

 
2024 

Following testing and review, further changes to the 
newly developed system were identified and actioned. A 
final review will be concluded in 2024/25. ‘R.


