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Appendix O  
Equality Diversity Committee 

17th February 2015 
 

Annual Diversity Report 2014 for the Equality Diversity Committee 

 

Equality Diversity Committee is asked to consider the following Report  

 

Executive Summary 

The Equality Diversity Committee is responsible for monitoring the delivery of aspects 

of approved School strategy relating to equality and diversity and to ensure that any 

additional monitoring required to enable the School to meet is legal obligation is carried 

out in a suitable and timely fashion.   

It also ensures the School complies with the Equality Act 2010 and that the School also 

meets its Public Sector Equality Duties [PSED] which are to eliminate discrimination, 

harassment and victimisation, advance equality and foster good relations. 

This report aims to set out the Schools‟ equality work for the period 2013/14 and also 

report on the latest student data available.   

Sponsors: Chris Ince, Secretary & Professor Anne Pauwels, Chair of the Equality & 

Diversity Committee 

 

Recommendations 

Equality Diversity Committee is asked to consider this report and to provide their views 

so that recommendations can considered. Student attainment, progression and 

withdrawal data will be reported on once available. 

Final recommendations will be provided once all the data is in place and with feedback 

from Equality Diversity Committee Members. 

A final version will be provided to EDC via email in March and to Governing Body in 

April 2015. 

 

Financial Impact 

There is no financial impact. 

 

Risks 
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There are a significant number of equality objectives that cover all areas of the School.  

The Committee may like to consider prioritisation.  

Planning systems may not be in place to implement new equality monitoring data, i.e. 

sexual orientation and gender identity. 

Equality Training/raising awareness initiatives to be reviewed to ensure equality is fully 

embedding within day to day School life, ensuring that equality is considered  and 

embedded in teaching and learning, services and when making key business and 

policy decisions.  This applies to all Departments in the School.  

 

Equality implications 

The report covers all known protected groups recorded in HR & Planning Systems.  

Where there are low disclosure rates these are noted in the report‟s  Equality 

Objectives section.  
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1.0 Introduction 

 

1.1 Report Aims 

This Annual Report covers the academic year 2013/14.  It aims to provide 
student and staff equality information that is transparent and enables readers to 
judge for themselves our performance and make an assessment on whether we 
are meeting our equality duties as part of the Equality Act 2010 and making 
progress. 
 
As well as publishing this report on our website, the report will be shared and 
discussed with relevant staff groups and committees so that information is 
disseminated, that recommendations and actions are agreed so that we continue 
to make good progress in eliminating discrimination (or the potential of), 
harassment, victimisation, advancing  equality and fostering good relations.   
 
 
1.2 Commitment to promoting equality and celebrating diversity 

SOAS is above all else a single community; one that celebrates diversity and is 
respectful and collegial.   Our diverse population is one of its greatest strengths with 
equality of opportunity at the core of all the School‟s activities. 

Equality and Diversity is a strategic issue of importance at the School. We are 
committed to:- 
 

 Ensuring that all our courses, services and working practices are available 
without discrimination, harassment or victimisation, are accessible and inclusive 

 Communicating our commitment to equality and diversity to all members of the 
SOAS community and where our responsibilities 

 Providing training and briefings for staff and students 

 Monitoring, evaluation and review of our objectives  

 Taking positive action to redress any under-representation of particular sub-
groups in the workforce 

 Tackling discrimination, harassment and victimisation (or the potential for) 

 Working closely with Trade Unions, interested groups and individuals 
 
The School recognises the importance of sharing our successes with others, 
celebrating student and staff diversity and our achievements.  
 
Equality and diversity is one of SOAS‟ Core Values 

 

 
 
  

https://www.soas.ac.uk/corevalues/
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2.0  Success stories  

2.1 Model Equality & Diversity Employer 

The Model Equality & Diversity Employer [MEDE] Working Party has been in place for 
the past year with members of the HR Team in partnership with the Trade Unions 
(Unison and UCU) along with the School Secretary and Diversity Adviser.  The group 
has been tasked with the remit to shape the School into being a model equality 
employer. 
During 2013/14 activities was initiated across the School to strengthen our approach to 
equality and diversity as follows: 
 

 Mandatory Recruitment and Selection training 

 Mandatory Unconscious the training for the Promotion Panels 

 Review the Mentoring process 

 Aurora Programme  

 Achievement of Equality Challenge Unit Gender Charter Mark 

 First Annual Model Equality & Diversity Employer Year 

 „Representing SOAS‟ 

2.2 Gender Equality Mark 

SOAS, along with just four other universities in the UK, were awarded a „Bronze level‟ 

institutional charter mark by the Equality Challenge Unit (ECU) for progress made in 

advancing gender equality in arts, humanities and social sciences in higher education. 

 

Universities were assessed following a submission made earlier in the year  as part of 

a pilot developed by the ECU to address the significant gender imbalance in higher 

education, specifically in relation to women in senior roles.   

 

Bronze level is the first step in the process, showing a strong commitment to specific 

actions and building a culture that will improve the representation, progression and 

success of both staff and students.  

The top three priorities are:- 

 Developing a detailed action plan via the MEDE Group to address issues that 

contribute to the Gender Pay Gay in the School. 

 Review Professorial salaries, senior salaries and leavers in respect to gender 

 Implement outcomes from the MEDEs work. 
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2.3 Re-presenting SOAS 

The Model Equality & Diversity Employer Working Group hosted their first symposium 

event on 6 June 2014; it was Chaired by the late Deb Viney, Diversity Adviser supported 

by two external facilitators, Professor Gus John and Professor Anne Phoenix, well known 

academics and activists who have been working on issues around race and education in 

the UK for many years. 

The aim of the event was to provide an opportunity for the whole SOAS staff community to 

engage in a frank and open discussion on the issues of representation across race, 

gender and religion.  It was hoped this would heighten awareness of important issues that 

affect the School, link theory and practice, and build bridges between different 

communities in the School.  The speakers on the programme were SOAS academics and 

Professional Services colleagues who gave short 10 minute stimulus presentations to 

evoke discussion from the floor. Many staff members raised issues related to their 

experiences of working at SOAS and other issues of concern during these facilitated 

discussions.  

The overall feedback following the event, view it as a success and it met their overall 

expectations. 

  

3.0  Equality Diversity Committee 

3.1 Equality Diversity Committee  

SOAS has a number of structures in place to ensure we are meeting our Equality & 
Diversity objectives and advancing equality.  Our Equality & Diversity Committee is a sub-
committee of Academic Board and Resources & Planning Committee.  It is required to 
report to both on a termly basis. This Annual Report is then submitted to the Governing 
Body. The Committee also has a responsibility to liaise with other committees and to keep 
them informed as necessary.    

The Committee normally meets three times a year and is responsible for strategic 
planning and policy development matters and making recommendations to other 
committees as appropriate. The Committee monitors the delivery of the strategy for and 
ensures that any additional monitoring required to enable the School to meet its legal 
obligations is carried out in a suitable and timely fashion. 

In 2013/14 specific reports or papers were considered on a range of topics including:  

Students 

i) Change to Disabled Students Allowance from 2015/16 

ii) The Ethnicity Attainment Gap Action Plan 

iii) Dignity at SOAS (students) 2012/13 

iv) Four-year trends of student progression and withdrawals 

v) Mature students retention report comparison for those attending bridging 

courses 
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vi) The impact of financial support in reducing withdrawals (target group low 

participation postcodes, mature and first generation students)  

vii) Report on SOAS Student Diversity 2012/13 

viii) Students Union Reported on Student Representation Diversity Report 

ix) National Students Survey by ethnic group 

x) Students and Sexual Violence – a survey ran in reading week 2013. 

Actions were presented to Equality Diversity Committee in February 

2014.  A broader focus on sexual health and sexual safety was agreed. 

Staff 

i) Research Excellence Framework [REF] analysis & recommendations 

ii) A formal Disciplinary Action report 2008-2013 

iii) An initial study of a selection of applications under-going staff 

recruitment 

iv) Dignity at SOAS (staff) 2012/13 

v) Equal Pay Audit 

vi) Staff Diversity Report 2012-13 

vii) Staff Pulse Survey 2013 

 

3.2. Public Sector Equality Duty Review Group 

The Review Group reports to Equality & Diversity Committee and is responsible for 
reviewing and reporting progress on the School‟s Public Sector Equality Objectives 
on a termly basis.   

3.3 Disability Liaison Group [DLG] 

The DLG was originally set up by students and staff who were interested in 
disability related issues as a discussion forum and was formalised at a Standing 
Committee of the Equality Diversity Committee in 2005.  The Group normally 
meets once a term to discuss disability issues as they relate to staff and students 
within the School.  The Group are responsible for identifying areas where change 
is necessary, develop and propose solutions and review their effectiveness and 
making recommendations to responsible managers or Committees as appropriate.  
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4.0 Progress against equality objectives 

    

 
Currently there are 24 equality objectives for the period April 2014 to April 2016. Each 
objective addresses what we believe to be the key areas for better performance and 
progress in equality and diversity within the School while meeting our equality duties.  

An Equality Implementation plan is in place to help us deliver our objectives and 
includes actions built around 11 areas of work and therefore helps to embed equality 
across each department, faculty or professional services area. 

.  
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Progress against equality objectives  

Communications:  
Foster better horizontal and vertical communication within the School 

Objective 1: Consider the development of a School-wide Forum for discussion of general 
and diversity issues.  Through our Accessibility & Inclusivity Forum we have launched a 
school-wide discussion around the themes of Mental Health & Wellbeing, Accessibility of our 
buildings and spaces, Inclusivity of learning and teaching, how the SOAS Community and its 
environment as a whole can be more inclusive by tackling anxieties and through our support 
services. 

Objective 2: Create and maintain a network of Anti-harassment Contacts across the 
School who will provide a “listening ear” for any concerns about discrimination, 
harassment or victimization.  We have a Dignity at SOAS policy & procedures available to all 
students and staff.  We‟ve agreed to increase the number of volunteer Advisers provide 
specialist training to support their roles.  

Social networks:  Continue to foster stronger social networks within the School 

     

Objective 3: Re-invigorate and support the development and maintenance of social 
networks within the School (e.g. BME and inter-faith groups). Our BME staff network is well 
established.  Other staff networks are encouraged and are an area of focus in 2014/15 where 
staff will be invited to set up groups and be encouraged to run an event termly. 

     

    Promote the work of Human Resources & the Diversity Office 

Objective 4: Increase staff awareness of the roles for HR Manager with responsibility for 
equality & diversity and the Diversity Advisor and the Equality Act and its implications 

Through staff orientation/induction session‟s staff are briefed on the roles and the importance of 
equality and diversity being everyone‟s responsibility. The session provides an overview of the 
Equality legislation and how to consider this in our roles. 

Objective 5: Undertake actions identified from the annual staff diversity monitoring report. 

Extend (improve) monitoring to cover religious belief and sexual orientation -   Our dataset 
is too small to report on. Publicity will follow after Summer 2015 when the HR system will be 
enhanced as to why we collect this information and how it can be used in order to encourage 
disclosure. 

Introduce Equality Impact Assessment (EIA) (also known as Equality Analyses) 

methodology and review all relevant policies as part of the EIA process - All committee 

papers for all reports requiring action / decision include a section that covers equality 

implications, with an emphasis on outcome rather than process. Annually reported to the Public 

Sector Equality Review Group.  A schedule of key policies sits with HR and is reported to HR 

Committee. 

Design an Equality & Diversity leaflet to be distributed to all current staff and provided at 

induction to new staff - This work has yet to commence. 
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Review/Develop/Evaluate Communications and Consultation Strategy with regards to 

Equality and Diversity issues - The Director has a staff Q&A section on the School‟s 

website and a schedule of regular staff forums are in place, contributions may include E&D 

issues.    

The Model Equality Diversity Employer Working Group (joint School & Trade Unions) agreed 

with our Internal Communication Team a plan to deliver E&D through our webpages with 

regular updates and features to raise awareness across the School.   

Attain the Two Ticks Positive about Disabled People symbol - SOAS is working towards 

applying for the scheme in 2015/16.  The Scheme guarantees an interview to disabled 

applicants, if their job application meets the minimum essential criteria for the post.     

Develop and roll out mentoring schemes for under-represented groups/grades. The 

Mentoring scheme for all staff was re-launched in the Autumn term of 2014/15. The School 

has identified under-representation for women and BME in senior roles.  In 2014/15 the 

School promoted the Aurora programme run by the Leadership Foundation.  Mentors are in 

place to support.  

Positive action for BME under-represented groups to be reviewed in 2014/15. Address 

the under-representation of female and BME employees in senior managerial and 

professorial roles. A positive action statement is included in SOAS recruitment adverts for 

senior posts, welcoming applications from BME, disabled and female candidates due to 

under-representation. 

Consider making higher graded posts available as part-time or job share.  This option 

continues to be available to Recruitment Managers on HR‟s recruitment system, I-Grasp.  The 

School encourages flexible working. A positive statement is included in all job adverts. 

Develop a grading structure, using HERA, for Senior Professional Services staff roles 

scoring above 720 Hera Points i.e. G10/Ac5  HR advise this is for completion by July 2015. 

Conduct research to investigate why the proportion of successful applicants from BME 

backgrounds is far lower than the proportion of applicants from BME backgrounds. A 

pilot study was undertaken during summer/early autumn 2013 and a report was provided to 

HR and the Equality Diversity Committees in February 2014.   Recommendations for a further 

review following an internal HR system upgrade which is due for completion in Summer 2015. 

Encourage employees to update their personal data via the new My View.  Rolled out in 

2013/14.  E-bulletin in notices and access to online payslips.  Enhanced Resource Link 

project end of July 2015.   HR to confirm how to measure progress, report due by the end of 

2015. 

Extend to all employees the Flexible Working Policy which currently applies to parents 

of children up to age 18 and to carers - The policy was reviewed in light of the changes in 

legislation and now includes all eligible staff.   Briefing to communicate the changes taking 

place in the Spring Term 2015 and through the School‟s webpages.  

Objective 7: Seek to make SOAS a model employer for Equality & Diversity practice - 
Monthly meetings attended by the School and the Trade Unions take place.  This is the   
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Group‟s second year.  

Objective 8:  Obtain Gender Equality Charter Mark [GEM] at Bronze level by autumn 
2014 & Silver / Gold levels in due course. The School was successful in achieving the 
Gender Equality Charter Mark in 2014.  A working group meets regularly to ensure actions 
are prioritised and implemented. To read further click 
http://www.soas.ac.uk/news/newsitem98960.html 
 

 
Staff orientation and development 

    Objective 9: Continue to offer a wide range of events / activities for staff which 
address equality issues in a variety of ways. In 2013/14 the School hosted „How 
accessibility is University?‟ and  Re-Presenting SOAS.  Through the MEDE group 
the School is producing an equality calendar to raise awareness of national and 
local events for 2015. 

Marketing/ Publicity that reflects and celebrates our diversity 

 

Objective 10:   To adequately reflect the School’s E & D strategy within publicity, in 
particular corporate publications such as the prospectus.  The Head of Marketing 
and the Diversity Adviser have met to discuss the use of images across SOAS marketing 
ensuring that our materials reflect the diversity at SOAS and how to ensure accessibility in 
all our materials, including video.  

Management information /  Monitoring 
 

Objective 11: Continue to publish annual student & staff diversity  reports, 
enhancing these as new data becomes available.  Use the findings to inform the 
planning cycle and change management processes.  SOAS continues to publish its 
report (a statutory requirement) and it currently reviewing our publications to ensure these 
are transparent, accessible and identifies key priorities.  

Objective 12:  Ensure that analyses of student diversity variables from   the routine 
statistical monitoring undertaken annually are made available to Faculties, so that 
such analyses can be included in the planning cycle and in any annual reports.   
Our Planning Department and the Diversity Adviser are working together to provide 
Faculty / Department breakdown along with the other analyses in the spring term each 
year. 

Objective 13:  Ensure that staff and student feedback reports show separately the 
responses of people from different diversity groups (in addition to overall statistics) 
and that these diversity analyses are used to inform planning and resulting 
changes are fed back to students and staff. (e.g. National Student Survey 
breakdowns; Staff Pulse Survey).  The student and staff surveys are reported on by 
known protected characteristics.  

Facilitating students’ studies & addressing inequalities  

     

Objective 14: to identify issues and encourage the School to take action to address 
inequalities in provision. This objective is closely aligned to Objective 1, please see 
above. 

http://www.soas.ac.uk/news/newsitem98960.html
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Widening participation, diversity & curriculum to recognise the inclusion of 
diversity issues in the curriculum 

Objective 15:  to support the achievement of the objectives of the SOAS Access 
Agreement.  

15. i) Extended programmes with year 8 students developed & implemented in 2013-14.  

15. ii) Targeted system developed & implemented incl. the production of a teacher‟s 

guide to identifying students. 

15. iii) Long-term aspiration raising programmes (Step On, SOAS Scholars and Global 

Matters) developed and implemented in 2013-14. 

15.iv) SOAS are committed to working closely with FE colleges in raising attainment and 

improving transition for mature students on Access to HE diplomas through a range of 

sustained activities.  In 2013/14 pilots were carried out and a programme for improving 

transition is to be implemented in 2014-15. 

15.v) SOAS have expanded its links with curriculum areas between colleges by linking 

academic and college tutors, undergraduate and FE students through increased 

collaboration with academics in devising appropriate activities that link across school, FE 

and HE.  

15. vi) Worked closely with Student Advice and Wellbeing in implementing the First 

Students project which targets at risk students.  

Objective 16:  To support the achievement of the objectives of the SOAS Learning 
& Teaching strategy. 

16. i) SOAS has identified actions involving the development of: 

 Distance/Blended learning opportunities. 

 A review of assessment strategies across SOAS. 

 To develop further the use of new learning technologies for student 

support. 

 The establishment of a “student hub” providing further informal learning and 

social space 

 To research and seek ways to address the attainment gap(s) which have 

been identified in the achievements of some sub-groups of students. 

 To modify the Student Evaluation of Courses (SEC) form to ask students 

whether the teaching reflects their own experiences (e.g. cultural 

sensitivity; appropriate range of sources including BME authors; sensitivity 

to gender, Trans status and sexual orientation). 

Objective 17: Demonstrate the consideration of diversity issues in the curriculum 
e.g. through the use of diversity data in programme approval and review 
processes; through identifying and disseminating good practice.           

17. i) SOAS is considering including analyses of the student diversity variables at Faculty 

/ Departmental level in the Periodic Programme Reviews and APRs.  
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17. ii) SOAS is considering holding Seminars by & for academics and other staff on 
curriculum content and diversity issues. 

Objective 18:   Identify extra-curricular matters relating to student experience 

on which the School could have some impact, develop action plan & 

implement. 

To date work have focussed on:- 

 A students & sexual violence action plan 

 An disability event hosted by SOAS on „how accessible is Higher Education‟  

 Developing materials aimed at students eg. Skills for Success  

 Developing guidance on cyerbullying 

 Signing the Time to Change Pledge – to read further click 

http://www.soas.ac.uk/news/newsitem97976.html 

 

Objective 19:   contribute to the on-going work to improve physical access to 

the SOAS Estate. 

Objective 20:   contribute to the work to identify and develop new facilities for 

students and staff 

In progress, the Director of Estates is meeting the Diversity Adviser to review actions and 

consider new actions received from staff and students at the Accessibility & Inclusivity 

Forum. 

Objective 21:  Successful completion of the REF process 

Completed and equality analysis carried out. 

Objective 22:  address equality & diversity issues relating to research. In progress, 

actions are included as part GEM. 

Objective 23.   Publish data as required; establish the School’s Equality 

Objective(s) and update the School’s published documentation as appropriate 

to maintain compliance with the legislation and other appropriate frameworks.  

On-going - Reporting in place on an annual basis and objectives reviewed termly. 

Objective 24:  Implement and monitor those mechanism(s) through which the 

School can demonstrate its due regard for the provisions of the Equality Act, 

including, where appropriate conduct of Equality Analyses.  Part completed – 

cover papers include equality for committee papers. HR has a schedule of policies for 

analysis on review dates.  Targeted training has been identified through MEDE 

discussions. 

 

http://www.soas.ac.uk/news/newsitem97976.html
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5.0  Surveys  

5.1 Student NSS Survey 

In 2013/14 the School carried out an analysis by gender over a 5 year period. 

For the period 2009 – 2013 the overall satisfaction1
   rate of all SOAS respondents on the 

NSS as a whole was highly consistent: the range was only 84% – 88% and the greatest 

variation was in the last two years. Any difference between the gender sub-groups was 

minimal: for women the range of overall satisfaction ratings was 83% - 89% and for men the 

range was 83% - 87%. There was no consistent upward or downward trend over time, 

though the 2013 ratings equalled or bettered the previous highest satisfaction ratings.   

A further report will summarise NSS results over a three year period and experience of 

students from the UK, EU and Other/International. This will be reported on in February 2015. 

5.2 Staff  

Pulse Survey 

In total, 505 responses were received from 1,209 sent out (including to Fractional teaching 

staff. This represents an overall response rate of 42% 

An action plan was put in place to help address some of these equality issues raised through 

the survey. 

 
Concerns about Equality and Fairness at SOAS 
 
Mandatory recruitment & selection training for all staff involved in recruitment and selection, 

from 1 August 2014; 

Unconscious bias awareness training has been provided to members of the School 

Promotions Panel and has been introduced into the mandatory Recruitment & Selection 

training noted above; 

SOAS submitted an application to the pilot the Equality Challenge Unit (ECU) Gender 

Equality Charter Mark scheme and was one of five universities awarded the gender mark.   

HR, UCU and UNISON are working together on a project aiming to develop SOAS as a 

Model Equality and Diversity Employer.  Constructive monthly meetings are taking place 

focussed on an agreed action plan.  

Concerns about increased workloads and stress levels: 

 

A staff wellbeing policy, including stress prevention strategies, was developed in consultation 
with UCU and UNISON under the HR Strategy action plan.  
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6.0 Staff data 

The Annual Staff Report looks at the School‟s employment data for the academic year 
2013/14.  The data enables the College to understand the composition of its workforce, 
benchmark and identify trends. In addition, any adverse impact can be highlighted and 
addressed.  
 
Any adverse items identified and agreed for action will be embedded into the Schools 
Equality Objectives 2014-16. 
 
The report presents data and analysis of information gathered from protected 
characteristics.  The information include staff composition, employee relations 
casework, maternity leave, staff turnover, staff recruitment and participation in training 
by ethnicity, gender, disability and age, broken down by staff category and grades as 
appropriate. 
 
The School collects data on workforce Sexual Orientation and Religion/belief, it is not 
reported as numbers are too low.  
 
A full annual staff report is available here. [hyperlink to be inserted]  
 
The key areas of priority include:- 
 

 Addressing the Gender Pay Gap 

 Enhancing Resource Link to improve the School monitoring or equality data for 
example flexibility working, maternity, pay and promotions 

 Review the equality impact assessment system (now known as Equality 
Analyses) 

 Introduce new positive initiatives, for example the Positive About Disabled 
People Scheme and the ECU Race Equality Charter Mark 

 Training and Development reviewing the training for equality targeting specific 
areas of work, for example REF and  Teaching and Learning 

 
An overview of the School‟s staff profile compared to Students is provided in Table 1 
below. 
 
Table 1 

 SOAS 
Students 

Student 
HEIs 

SOAS Staff Staff 
HEIs 

Total 5,022  1,297  

Female 3,188 (63.4%)  56.2% 682 (52.5%)  53.9% 

BME 2,575 (51.2%)  46% 475 (36.1%)  36.4% 

Disability 535 (10.6%)  9.5% 36 (2.7%)  3.9% 
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An overview of the School‟s staff profile by staff group is show in Table 2 below. 
 

Table 2 

 
 

Teaching 
& 
Research 

Teaching & 
Scholarship 

Research Support Total 

Total 
Staff 

306 532 32 427 1297 

Female 117 
(38.24%) 

291 
(54.70%) 

17 
(53.13%) 

257 
(60.19%) 

682 
(52.58%) 

Male 189 
(61.76%) 

241 
(44.30%) 

15 
(46.87%) 

170 
(39.81%) 

615 
(47.42%) 

BME 87 
(28.45%) 

240 
(44.11%) 

9 
(28.13%) 

139 
32.55% 

475 
(36.16%) 

Unknown 
Ethnicity 

18 
(5.88%) 

30 
(5.64%) 

1 
(3.13%) 
 

5 
(1.175%) 

54 
(4.15%) 
 

Disabled 8 
(2.61%) 

13 
(2.44%) 

1 
(3.13%) 

14 
(3.27%) 

36 
(2.78%) 
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7.0 Student data 

The student data supplied annually by SOAS to the Higher Education Statistical 

Agency includes at least four self-reported diversity variables for each eligible student: 

• age • gender • ethnicity and • disability (where applicable). 

This HESA data is available for the degree student cohort, including under-graduates 

and postgraduates, those studying for the UG & PG Certificate or Diploma. 

This diversity data is entirely based on self-reported information, the School does not 

assign students to diversity categories, therefore there is some “missing” data where 

students have refused to provide the information. These “missing” responses are 

recorded in the analyses (e.g. 3.8% of all students did not provide ethnicity information). 

Where the number of cases in a particular category is very small the exact number of 

cases has been masked by use of “ 

The data has been disaggregated to look at the profile/outcomes by specific subgroups, 

for example comparing student participation rates from different minority ethnic groups.  

The School also collects and uses recruitment, success, progression, disciplinary, and 

complaints data and this is included (where available) in this section of the report. 

7.1 .  Age 

7.2    Gender 

7.3 .  Disability 

7.4 .  Ethnic Group 

7.5    Student Attainment (in progress) 

7.6.   Dignity at SOAS  
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7.1    Age 

 
PGR 

 More mature students take masters than young students although an increase in 

young students over the last two years. 

PGT 

 A good balance of young and mature students. 

UG 

 A fifth are mature students 

 An increase of young UG Students of 2.5% on the previous year but more in line with 

2011/12 

 The Equality Challenge Unit report that 53.7% of students were aged 21 and under

 

Table 3 

2011/12

2013/14
0.00%

10.00%
20.00%
30.00%
40.00%
50.00%
60.00%
70.00%
80.00%
90.00%

Mature Young Mature Young
Mature

YoungPGR
PGT

UGP
e

rc
e

n
ta

ge
 

PGR PGT UG
Mature Young Mature Young Mature Young

2011/12 87.92% 12.08% 47.99% 52.01% 22.75% 77.25%

2012/13 85.95% 14.05% 48.11% 51.89% 23.48% 76.52%

2013/14 85.69% 14.31% 48.43% 51.57% 21.26% 78.74%

Age - Young / Mature 
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7.2  Gender 

 

In the UK women were in the majority for all non-SET subjects, 56.2% (except for business 
and administrative studies) where they made up 49.0% of students. 76.1% of students 
studying education and 68.6% studying languages were women. 
 
At SOAS Female students made up 56.2% of all students and 57.5% of first year students in 
the UK. 
 
PGR 

 59.7% female  

 HEIs comparison 46.8% 

 More men than women going on to do PGR although an increase in female numbers 

of the third year in a row of 2.3%  

PGT 

 Two thirds female students and consistent over three year period 

 HEIs comparison 58.6% female 

UG 

 62.7% female 

 More female students than male and may be due a certain amount of bias towards 

certain subjects  

 HEI‟s comparison 55.4% 

 Consistent over three year period 

UCAS 2014 Entry 

Analysis of SOAS data versus sector data against UCAS subject codes are shown in Table 

2 below.  SOAS is adrift from the sector averages for our subjects. 

Table 2 

    Female  Male 

Sector applications  52.54%  47.46% 

SOAS applications  60.01%  39.99% 

Sector accepts  53.53%  46.47% 

SOAS accepts  63.02%  36.98% 
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Table 3 
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PGR PGT UG
Female Male Female Male Female Male

2011/12 57.43% 42.57% 66.08% 33.92% 62.08% 37.92%

2012/13 58.96% 41.04% 65.95% 34.05% 61.59% 38.41%

2013/14 59.72% 40.28% 65.81% 34.19% 62.72% 37.28%

Gender 
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7.3  Declared Disability 

 

Since 2003/04 the proportion of all students who disclosed as disabled increased from 5.4% 

to 9.5% in 2012/13, a growth of 4.1%, of which 0.9% occurred in the last year. 

 

PGR 

 Declared disability disclosure rate is 5.3% and a slight increase over three year 
period 

 HEI‟s 6.6% 

 Compared to other course aims lower disclosure rate  
 
PGT 

 In 2103/14 a notable increase in disability disclosure rates of 2.8% compared to 

2012/13 

 HEI‟s 6.0% 

UG 

 13.29% declared disability 

 HEIs comparison 10.8% 

 An increase of declared disability of 3.7% over three year period 

 Higher rate of disclosure may be due to data being collected twice in the entry 

process, i.e. UCAS and SOAS 

 UG students may be more inclined to make a disclosure, more familiar with the 

concept 
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Table 4 
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7.4 Ethnic Group 

 

 
The Equality Challenge Unit reports that since 2003/04 the proportion of UK Domiciled 
students who were black and minority ethnic has increased from 14.9% to 19.6% to 2012/13. 
 
 
 
PGR 

 Refused/not known disclosed ethnicity information has been falling over the last three 
years 

 The proportion of BME and White student shows a good balance 
 
 
PGT 

 2013/14 data shows the proportion of BME students is  +2% compared to White 
students and a 4% increase compared to 2012/13 

  
UG 

 2013/14 data shows the proportion of BME students is  +10% compared to White 
students.  

 Compared to the previous year 2012/13 +3%  

 Compared to 2011/12 +8% increase  
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Table 5 
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7.5   Student Attainment 

 
Attainment gap, withdrawals and destination data by gender, declared disability, ethnic 
group is currently in progress and will be circulated as soon as available.   
 

7.6   Dignity at SOAS  

Where individuals approach an Anti- harassment contact [AHC], a brief record of any 

meetings is made by the AHC and kept in a confidential file by the AHC and stored in an 

appropriate secure location.  

In addition, each AHC prepares a brief and anonymous log of the incidents reported to them 

each term and passes these to the Diversity Advisor in order to monitor the levels of 

reporting and the effectiveness of this policy and also to identify any trends that may need to 

be pro-actively addressed.  

The Diversity Adviser has responsibility for providing an anonymous summary of the number 

of contacts made with AHCs per annum and an analysis of the types of complaints. Records 

for 2013-14 are incomplete as insufficient data is available due to the sudden death of the 

Disability Adviser in the Summer Term 2014. 

Historically, the School has had around 35 complaints recorded each year. This is consistent 

for the period to date, i.e. August 2014 - December 2014.  A full report will be provided in the 

next Annual Report.   

A new online termly recording system is in place for 2014-15.  Anti-Harassment Training for 

new AHCs is also confirmed for April 2015.    

Some Dignity at SOAS cases were referred for formal mediation during 2013-14, these 

totalled 3 cases.  

 

8.0  Recommendations 

The recommendations will be provided once all the data is in place and with feedback from 

Equality Diversity Committee Members. 
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Appendix D 
Equality & Diversity Committee 

19th May 2015 
 

Annual Equality & Diversity Report 2013/14 (Part 2)                   

Student Attainment/Withdrawals/Continuation 

 

 
Equality Diversity Committee is asked to consider the following Report  

 

 

Executive Summary 
 
The EDC is responsible for monitoring the delivery of approved School strategy relating to 
equality and diversity and to ensure that monitoring required to enable the School to meet is 
legal obligation is carried out in a suitable and timely fashion.  
 
This report sets out undergraduate student attainment, withdrawal and continuation data for 
the period 2013-14, with external comparisons and three year trends where relevant.  
Additionally student attainment by subject area is included for the first time. 
 
Sponsors: Chris Ince, Secretary & Professor Anne Pauwels, Chair of the Equality & Diversity 
Committee 

 

Recommendations (from Part 1 & 2 Reports) 
 
Equality Diversity Committee  are asked to consider and to endorse the equality 
recommendations: -  
 

 Prioritise the School’s identified Equality Objectives and actions under the Public 
Sector Equality Duty 

 Developing a detailed action plan via the Model Employer Diversity Employer Group 
[MEDE] to address issues that contribute to the Gender Pay in the School. 

 Review Professorial salaries, senior salaries and leavers in respect to gender 

 Implement the action plan as part of MEDEs work 2014/15 
o To reduce Pay Gender Gap below 11%. 
o Review  the Flexible Working Policy 
o Review the School’s Mentoring Process 
o Contribute to revision of  Equality information required for Research 

Excellence Framework (REF) 
o Revise the School’s Equality & Diversity Policy 
o Re-branding Equality & Diversity at SOAS 

 Implement relevant actions from the Re-presenting SOAS event 

 Promote Equality Analysis a means of equality checking key decisions in advance 
and policy development/reviews 

 Extend equality and diversity training through the School’s mandatory training 
framework and provide more targeted training by role. 



 Implement the actions identified as a result of the forthcoming changes to Disability 
Funding Allowance. 

 Reconvene the attainment gap review group to develop a School strategy to address 
and close gaps in Disability, Ethnic Groups, Gender, Young/Mature and where 
appropriate intersectional analysis. 

 Collection and analysis of destination of leaver’s data for equality reporting purposes 
 

 

Financial Impact 
 
Where there are new budget dependencies, these have been requested through the HR 
budget planning process. 
 

 

Risks 
 
Disseminating and communicating information/actions as a result of the analysis will be 
important in order to address / close achievement gaps. 
 

 

Equality implications 
 
The report covers all known protected groups recorded in Planning Systems/HESA returns. 
 
The School currently does not collect data for sexual orientation and religion/belief.  
Reporting will need to be determined for these groups and is currently being addressed 
under PSED and the School’s Equality Objectives. 
 
Equality Training/raising awareness initiatives are being reviewed to ensure equality is fully 
embedding within day to day School life, ensuring that Inclusive Practice is considered  and 
embedded within  teaching and learning,  delivery of our services and when making policy 
decisions all of which impacts students’ achievement. 
 
The forthcoming DSA changes (15/16 & 16/17) and SOAS actions to ensure disability 
equality is maintained will need to be in place to ensure there is no adverse impact on 
learning and achievements. 
. 
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This document and all others mentioned here are available in alternative formats on request to 
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Part 2 - Student Attainment 

Final Year Undergraduate Degree Students analysed by gender, ethnic group, declared 

disability by degree class awarded 2013/14.  A three year comparison is also provided from 

2011/12. 

This section of the report deals with the attainment of the Undergraduate Degree students 
analysed by various diversity variables: Age (young/mature); Disability; Ethnic Group; and 
Gender. 
 
Notes on the UG analyses 

 Final Year Undergraduate Degree Students split by degree class awarded 13/14 
  Data from HESA Return  

 Standard HESA Population          
  Caution where numbers are low is indicated as too low to be statistically 

significant 
   

1.0 Age 

 
Final Year UG Students by Degree Class and Age (Young/Mature) group (at entry) 
Undergraduate Degree classifications analysed by age group 

1.1 A comparison of the two age groups, young and mature shows:- 

 A higher proportion of the young students achieved a 1st (24.8% versus 21.1%%) a 

gap of 3.7% 

 A higher proportion of the mature students achieved a 2.1 (62.2% versus 60.2%).    

 The mature students had a higher proportion of 2.2 classifications (14.4% versus 

12.9%) 

 The lower passing grade was comparable. 

 The fail rate numbers are very small and therefore too low to report on. 

Table 6 
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1.2 External comparison (latest data is 2012/13) 

The Equality Challenge Unit reports by age group rather than Young/Mature, however SOAS 

can compare its data to the 21 and under England data, see table 7.    Data shows 72.9% of 

Young students achieved a first/2:1 in England, compared to 84.4% of SOAS students. 

Table 7 

 1
st

 2:1 2.2 3rd 

England Young 
Grand Total 

16.8% 56.1% 23.8% 3.3% 

SOAS Young 
Grand Total 

21.4% 63.0% 13.5% 2.1% 

Nos. Mature 180, Young 713m Total 893 

1.3 Three year comparison 

Over a three year period from 2011/12 to 2013/14 the data analysis shows:- 

Mature 

 A decline of 1st degrees by mature students from 26.9% to 21.1%, a decrease of 5.84% 

 More final year mature students are receiving 2.1 degrees compared to young from 

47.5% in 2011/12 to 62.2% in 2013/14, this is an increase of 14.7% 

 Less final year mature students are receiving 2.2 degrees from 23.4% to 14.4% 

 

Young 

 An increase of 1st degrees by young students from 15.4%in 2011/12 to 24.8% in 

2013/14, an increase of 9.3%. 

 The greatest increase occurred in year 2012/13 and a smaller increase in 2013/14. 

Table 8 
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1.4 By Subject Area   

When comparing by subject area (ECU) and by class of degree, mature and young students 

are comparable in most subject areas and classifications.  Where there are differences these 

are in First Degrees, Languages & Social Sciences.  Therefore further analysis is 

recommended would be required to check if it is proportionate and therefore significant or 

not.  

Row Labels Mature Young 

1st 21.11% 24.82% 

Business and administrative studies 2.63% 3.39% 

Creative arts and design 2.63% 1.13% 

Historical and philosophical studies 21.05% 19.21% 

Languages 50.00% 38.98% 

Law 5.26% 4.52% 

Social studies 18.42% 32.77% 

2.1 62.22% 60.17% 

Business and administrative studies 3.57% 3.03% 

Creative arts and design 3.57% 1.40% 

Historical and philosophical studies 16.96% 17.72% 

Languages 24.11% 22.14% 

Law 8.93% 11.89% 

Social studies 42.86% 43.82% 

2.2 14.44% 12.90% 

Business and administrative studies 15.38% 16.30% 

Creative arts and design 3.85% 1.09% 

Historical and philosophical studies 3.85% 17.39% 

Languages 23.08% 27.17% 

Law 26.92% 11.96% 

Social studies 26.92% 26.09% 

3rd 2.22% 2.10% 

Business and administrative studies 0.00% 26.67% 

Historical and philosophical studies 25.00% 26.67% 

Languages 50.00% 20.00% 

Law 25.00% 20.00% 

Social studies 0.00% 6.67% 

Grand Total 100.00% 100.00% 

 

See numbers table – caution as numbers are low in some cases 
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Row Labels Mature Young 

1st 38 177 

Business and administrative studies 1 6 

Creative arts and design 1 2 

Historical and philosophical studies 8 34 

Languages 19 69 

Law 2 8 

Social studies 7 58 

2.1 112 429 

Business and administrative studies 4 13 

Creative arts and design 4 6 

Historical and philosophical studies 19 76 

Languages 27 95 

Law 10 51 

Social studies 48 188 

2.2 26 92 

Business and administrative studies 4 15 

Creative arts and design 1 1 

Historical and philosophical studies 1 16 

Languages 6 25 

Law 7 11 

Social studies 7 24 

3rd 4 15 

Business and administrative studies 
 

4 

Creative arts and design 
  

Historical and philosophical studies 1 4 

Languages 2 3 

Law 1 3 

Social studies 
 

1 

Grand Total 180 713 

 

2.0 Declared Disability 

2.1 Undergraduate Degree classifications analysed by disability, final by declared 

Disability. A comparison by declared Disability and no declaration shows:- 

- The highest proportion of Firsts was achieved by Disabled students (25.4% 

versus 21.8%) 

- Disabled students receiving a 2:1 was lower compared to their peer group, 

56.3% compared to 61.2%, a gap of 4.9% 

- 2:2 and 3rd classifications are comparable 
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Table 9 

 
 

2.2 Declared Disability comparison by broad degree classification  

- More non-Disabled students obtained a first or 2:1 than disabled students, 

83.1% compared to 81.5%.   The attainment gap is therefore 1.6% 

Table 10 

 

SOAS students compare favourably to external data from the ECU. 

 66% of students received a first/2:1 compared to SOAS students who achieved 81.5% 

 34% of student received a 2:2 to pass, compared to SOAS students at 18.4%. 

 83.1% of students with no declared disability received a first/2:1 compared to 81.5% 

with a Disability.   

2.3 Declared Disability, Impairment Types 

A peer comparison by declared Disability and no known Disability is shown in Table 11:- 

 Where the percentage is lower (first/2:1) and higher (2:2 to pass) the difference is 

greatest for students who have declared a specific learning difficulty such as dyslexia, 

dyspraxia or ADHD and students with two or more impairments and/or disabling 

conditions 
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Table 11 

 

3.0 Ethnic Groups 

Final year UG Students Degree Class by ethnic groups 

3.1   Comparison by degree class and ethnic groups 

An analysis by ethnic groups shows that the proportion of First classifications within each 

ethnic group ranges from 10.5% (Chinese backgrounds) to 28.8% (students from white 

backgrounds) compared with 23.9% of mixed students. It should be noted that numbers are 

small in black, Chinese and other groups and therefore need to be treated with caution as 

too low statistically.  

The proportion of 2.1 classifications ranges from 53.4% (students from other ethnic 

backgrounds) to 69.4% (students from black backgrounds) compared to 65.0% of Asian 

students and 60% of white students. 

The proportion of 2.2 classifications varies between 10.4% (students from white 

backgrounds) and 26.3% (students from Chinese backgrounds). 
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Table 12 

 
 
Numbers 
 
Class of 
degree 

Asian/Asian 
British 

Black/Black 
British 

Chinese Mixed Other White Grand Total 

1st 17 4 4 17 6 91 139 

2.1 80 25 22 42 23 189 381 

2.2 22 5 10 10 11 33 91 

3rd 4 2 2 2 3 2 15 

Grand Total 123 36 38 71 43 315 626 

 
 

3.2      Summary by ethnic group 

A comparison of the ethnic groups, by Black & Minority Ethnic [BME] students compared to 

students from white backgrounds is provided in Table 13.  Data for the period shows:- 

- White students achieve a higher proportion of Firsts, 28.8% compared to 

BME students 15.4% (note caution as numbers are low) 

- BME students achieve a slightly higher proportion of 2:1s compared to white 

students, 61.7% to 60.0%. 

- BME students achieve a higher proportion of 2:2s to pass compared to white 

students, 18.6% to 10.4% and 4.1% to 0.6%. 
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Table 13 

 

Numbers 

Class of degree BME White All students 

1st 48 91 139 

2.1 192 189 381 

2.2 58 33 91 

3rd 13 2 15 

All students 311 315 626 

 

3.3 Attainment Gap  

The degree attainment gap is the difference in „top degrees‟ – a first or 2:1 classification – 

awarded to different groups of students.  In the UK the degree gap has persisted for at least 

the last decade and it requires a variety of different initiatives and approaches to address 

inequalities. ECU – Know your numbers 2014 – Equality in Higher Education, Student 

Statistics 

At SOAS 88.6% of white students and 76.9% of BME students achieved at least a 2.1 

classification; therefore the SOAS ethnicity attainment gap is 11.7%.  Compared to other 

HEIs in England the gap is 16.8%.  Despite a better gap compared to external data, it is 

imperative that SOAS addresses the gap and reviews its current strategies to close it.   

3.4  Comparison - Domicile by Ethnic Group 

A comparison of data by UK, EU and International student (domicile) by ethnic group is 

shown in Table 14. 
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 UK - More white students than BME students achieved a first/2:1 by 9% 

 EU Students - There was no noticeable difference 

 International Students - More white students than BME students achieved a 

first/2:1 by 24.6% 

Table 14 

 

Numbers 

Domicile/Ethnic Group 
Numbers 

1st/2.1 2.2 to Pass Fail Grand Total 

UK     

BME 160 44  204 

White 183 25 1 209 

EU     

BME 15 2  17 

White 73 9  82 

International     

BME 65 25 1 91 

White 24 1  25 
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4.0 Gender Attainment 

A comparison by gender, final year UG Students Degree Class. 
 

4.1 In 2013/14 there was a gender attainment gap where men had a higher proportion of 

First classifications (23.4% versus 21.8%) and 2:1‟s (61.5% versus 60.0%) than women.   

 

4.2 Women had a higher proportion of 2.2s classifications by 4% (16.1% versus   12.15%), 

see Table 14.   

Table 14 

 

4.3   Gender attainment three year comparison 

Data for the period shows a gender gap. In year 2011/12 and 2012/13 female students‟ class 

degrees were greater by 1.3% and 2.1% respectively.    

However in 2013/14 male students‟ class degrees were greater by 3.1% and so a significant 

impact compared to previous years for female students. 

First/2:1‟s 

2013/14 - Female 81.8%, Male 84.9% - negative gap 3.1% (male > female) 

2012/11 - Female 84.8%, Male 82.7% - negative gap 2.1% (female > male) 

2011/12 - Female 81.2%, Male 79.9% - negative gap 1.3% (female > male) 
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Table 15 

 

4.4 External gender gap analysis 

An external comparison with ECU England data (2012/13) shows a negative gap for male 

students by 4.6% compared to an overall negative gender gap at SOAS for female students.  

First/2:1‟s 

Gender External England  SOAS 

Female 69.8% 81.8% 

Male 65.2% 84.9% 

Gap Female>male 4.6% Male>Female 
3.1% 
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4.5 Gender by subject  

A gender comparison by subject area shows differences.  These need to be raised with 

relevant staff and understood so that actions can be identified.  See Table 16. 

Table 16

 

  
    

Row Labels 1st 2.1 2.2 3rd 
Grand 
Total 

Business and administrative studies 7 17 19 4 47 

Female 3 6 17 2 28 

Male 4 11 2 2 19 

Creative arts and design 3 10 2 
 

15 

Female 
 

3 1 
 

4 

Male 3 7 1 
 

11 

Historical and philosophical studies 42 95 17 5 159 

Female 28 69 11 3 111 

Male 14 26 6 2 48 

Languages 88 122 31 5 246 

Female 53 92 20 3 168 

Male 35 30 11 2 78 

Law 10 61 18 4 93 

Female 8 42 15 3 68 

Male 2 19 3 1 25 

Social studies 65 236 31 1 333 

Female 45 145 17 1 208 

Male 20 91 14 
 

125 

Grand Total 215 541 118 19 893 

Row Labels 1st 2.1 2.2 3rd Grand Total

Business and administrative studies 14.89% 36.17% 40.43% 8.51% 100.00%

Female 10.71% 21.43% 60.71% 7.14% 100.00%

Male 21.05% 57.89% 10.53% 10.53% 100.00%

Creative arts and design 20.00% 66.67% 13.33% 0.00% 100.00%

Female 0.00% 75.00% 25.00% 0.00% 100.00%

Male 27.27% 63.64% 9.09% 0.00% 100.00%

Historical and philosophical studies 26.42% 59.75% 10.69% 3.14% 100.00%

Female 25.23% 62.16% 9.91% 2.70% 100.00%

Male 29.17% 54.17% 12.50% 4.17% 100.00%

Languages 35.77% 49.59% 12.60% 2.03% 100.00%

Female 31.55% 54.76% 11.90% 1.79% 100.00%

Male 44.87% 38.46% 14.10% 2.56% 100.00%

Law 10.75% 65.59% 19.35% 4.30% 100.00%

Female 11.76% 61.76% 22.06% 4.41% 100.00%

Male 8.00% 76.00% 12.00% 4.00% 100.00%

Social studies 19.52% 70.87% 9.31% 0.30% 100.00%

Female 21.63% 69.71% 8.17% 0.48% 100.00%

Male 16.00% 72.80% 11.20% 0.00% 100.00%

Grand Total 24.08% 60.58% 13.21% 2.13% 100.00%
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5.0 Withdrawals 

5.1 For the period 893 undergraduate degrees students successfully completed their 

degree programmes.  In the same period 107 students, 11.9% of all UG students left SOAS 

without completing their programme (this does not include students who transferred to a 

different programme within SOAS). 

A review of top three reasons for withdrawing shows that „Other personal reasons & dropped 

out‟ was the most common (45) cases following by Academic failure/left in bad standing/not 

permitted to progress (23) cases and Transferred to another provider (15). 

5.2 Gender 

The overall SOAS Student UG population 2013/14 was female 63% and male 37%.The 

number of female (68) students left SOAS in 2013-14 out of 107 students or 63%.   

5.3 Ethnic Group 

The overall SOAS Student UG population 2013/14 was BME 53% and white 43%, 3.8% 

refused not to say. The number of BME (60) students who left SOAS in 2013-14 out of 107 

students represents 56%.   

5.4 Declared Disability 

The overall SOAS Student UG population for students with a declared disability was 13.2%. 

As less than 10 students with a declared disability left SOAS in 2013/14 the numbers are too 

low to report on and be statistically significant. 

5.5 Age 

The overall SOAS Student UG population in 2013/14 was Young 78.7% and Mature 

21.2%.During the period 42 (39.3%) mature UG students left SOAS and 65 (60.7%) young 

students. 

6.0 Continuation & Destination of Leavers 

The continuation category tracks first degree students in one academic year into the next.  

Students are then categorised by:- 

Continue or qualify, transferred to another HE institution, no longer in HE 

6.1 Continuation - Gender  

Continuation data by male and female student is relatively comparable.   
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6.2 Continuation - Declared Disability 

Disabled students were less likely to continue than not disabled, by 2.2%.  However SOAS 

data shows high rates of continuation compared to HE UK data of 90.3% 

 

6.3 Continuation - Ethnicity 
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6.4 Destination of Leavers 

Destination of leavers refers to data collected on destinations six months after qualifying. 

The Careers Service is looking into the data for future reporting. 

7.0 Recommendations (part 1 & 2) 

 Prioritise the School‟s identified Equality Objectives and actions under the Public 
Sector Equality Duty 

 Developing a detailed action plan via the Model Employer Diversity Employer Group 

[MEDE] to address issues that contribute to the Gender Pay in the School. 

 Review Professorial salaries, senior salaries and leavers in respect to gender 

 Implement the action plan as part of MEDEs work 2014/15 

o To reduce Pay Gender Gap below 11%. 

o Review  the Flexible Working Policy 

o Review the School‟s Mentoring Process 

o Contribute to revision of  Equality information required for Research 

Excellence Framework (REF) 

o Revise the School‟s Equality & Diversity Policy 

o Re-branding Equality & Diversity at SOAS 

 Implement relevant actions from the Re-presenting SOAS event 

 Promote Equality Analysis a means of equality checking key decisions in advance 
and policy development/reviews 

 Extend equality and diversity training through the School‟s mandatory training 
framework and provide more targeted training by role. 

 Implement the actions identified as a result of the forthcoming changes to Disability 
Funding Allowance. 

 Reconvene the attainment gap review group to develop a School strategy to address 
and close gaps in Disability, Ethnic Groups, Gender, Young/Mature and where 
appropriate intersectional analysis. 

 Collection and analysis of destination of leaver‟s data for equality reporting purposes 
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