


RACE EQUALITY CHARTER ACTION PLAN SUBMISSION – MARCH 2026
The targeted actions in the new action plan build on the foundations of our previous REC action plan, ensuring continuity and progress. As highlighted earlier, significant strides have been made in key areas. However, to sustain momentum and tackle emerging challenges, the refreshed action plan strengthens and expands these efforts.
Successful initiatives, such as those improving representation and promotions, have been refined for greater impact. Lessons from past challenges have also informed strategic adjustments, ensuring a more effective and targeted approach. Actions timelines are up to 2029, as we will start the process for applying for a Silver award at the start of 2030, allowing time for a March 2031 submission.
*- Similar actions also in Athena Swan Action Plan)

	Rationale
	Action
	Planned actions.

	Key outputs/Milestones
	Timeline (start date)
	Team Lead
	Success criteria

	
Priority 1: Creating an Inclusive and Transparent Recruitment Process


	Recent recruitment data shows that although more Global Majority candidates are applying than before, they are still proportionally less likely than White candidates to be shortlisted or appointed. Staff survey feedback reinforces this, with many Global Majority colleagues reporting that appointment decisions do not feel fair.

Even with recent updates to the recruitment policy, these patterns suggest that parts of the selection process may still be creating unequal outcomes. Taken together, the data and staff experiences provide clear evidence that further investigation and actions are needed to ensure recruitment is fair and equitable for all candidates.
	*1.1
	Review and continually monitor the implementation of the Recruitment and Selection Policy (approved 29 October 2024) to ensure recruitment remains open, transparent and inclusive. This includes evaluating how the policy is applied across the candidate journey with focus on senior positions, shortlisting, and interviews across all roles.

The review will also assess flexibility in job descriptions to support part-time and job-share roles, broaden vacancy advertising through targeted GM networks to reach underrepresented groups, and enhance equity and transparency across all internal recruitment and deployment processes.


	· Terms of Reference for review and monitoring agreed 

· Evaluation completed and findings integrated into recommendations paper 

· Improvements implemented and embedded in recruitment systems and policies 
	June 2026.


October 2026



December 2026.
	HR Recruitment Team 

REC Steering group


HR Systems Team

	· By 2029, success will be measured by reducing the gap in representation between Global Majority and White staff in Academic and Professional Services recruitment, including a 5% increase in Global Majority staff appointed to senior roles (grade 10+).

· Staff confidence in fair recruitment should also improve, shown through a 5% rise in positive responses to “Decisions about appointments are made fairly” from the 2024 baseline (Asian 49%, Black 40%, Mixed 45%).

	
	*1.2










1.3









	Explore and introduce innovative, inclusive hiring practices to reduce disproportionality between GM and White applicants and hires to enhance the overall recruitment process.






Review of application of HERA process: (job grading, transparency), identifying and addressing any inconsistencies to strengthen fairness and transparency in processes
	· Provide recommendations for improving inclusivity in recruitment.








· Review carried out with recommendations for updated guidance

· Updated Guidance developed and communicated to all staff
	March 2027 










April 2026




April 2026
	HR Recruitment Team 








HR Recruitment and HR advisory Team
	· The report’s recommendations will be incorporated into the University’s recruitment policy

· Success will be measured by an increase in positive responses to recruitment-related questions in the 2029 staff survey, reflecting improved perceptions of inclusivity and fairness.

Clear and accessible guidance will ensure job grading is applied consistently, fairly, and transparently. Stronger governance and practical support for evaluators will increase confidence in the process and promote clarity, equity, and accountability.

	
	*1.4
	Explore the options of creating an Inclusive Talent Acquisition framework (for both internal and external), that is designed to attract, recruit, and hire a diverse range of candidates.
	Options explored and paper with recommendations to UEB.
	Jan - Sep 2027

	OD, Talent & Culture Team

	· Success will be demonstrated by an increase in candidate diversity, at grades 10 upwards by 5% 2029) 




	
	*1.5





1.6





1.61







1.62







	Panel Diversity Monitoring: Ongoing monitoring of the composition of shortlisting and interview panels and evaluating impact.


GM Panel Volunteer Pool: Maintain a pool of GM staff volunteers (regular refreshing with new volunteers recruited) available to participate in interview panels as needed.

[bookmark: _Int_SxSDJCWL]Structured Training: Deliver structured interview panel training to all panel members ensure consistency, fairness, and best practices in recruitment and power dynamics of panels, as chair of the panel will likely be a senior member of staff.

Quarterly Development Sessions: Facilitate quarterly support and development meetings for recruitment panel volunteers, to provide a structured forum for sharing challenges, exchanging best practices, and offering ongoing guidance and feedback on Interviews as well as any further training needs.

	To produce quarterly reports to the Race Equality Charter Steering Plan (RECAP) delivery group.



Pool of volunteers recruited and database set up.




Training delivered to all volunteers.







Meetings held.
	On-going 





Re-fresh June 2026





October 2026







September 2026 onwards
	HR Recruitment Team




EDI Team & GM staff network




EDI, OD & HR Recruitment Teams





EDI & HR Recruitment Teams
	· The target is for all recruitment panels to include at least one Global Majority member, reinforcing the University's commitment to inclusivity by 2029. 

· Minimum of 20 volunteers recruited and available.



· 100% of volunteers complete training within 6 weeks of joining the pool and attend 4 interview panels. As well as audit interview panels (dates of interviews received from HR Recruitment Team)


· 80% attendance per meeting, with identified improvements/action points recorded and implemented.

	
	1.7
	Monitoring and Evaluation Mechanisms:
Develop tools and processes to monitor progress and measure the effectiveness of all recruitment initiatives in line with ‘theory of change’ framework developed.

	Evaluation framework/model and OR EDI dashboard developed.
	January 2027
	RECAP Steering Group & HR Systems







	· Effective monitoring tools and processes are in place to track progress and evaluate whether recruitment initiatives are achieving their intended outcomes. Data is collected and reviewed regularly, aligned with the agreed theory of change framework, allowing the organisation to measure impact, identify gaps, and adjust actions based on evidence.






	
Priority 2: Advancing Equity Through Transparent and Inclusive Promotion Practices


	Workforce data shows that a large proportion of Global Majority staff are concentrated in lower-grade roles (UW8 and below), with far fewer progressing into higher positions. Staff cultural survey results reinforce this concern, as less than half of Global Majority colleagues feel that promotion, progression, and staff development opportunities are fair. Together, this evidence highlights significant equity gaps in career development and progression, demonstrating the need for targeted action to ensure fair access to development and advancement opportunities.






























	*2.0














*2.1







2.2






2.3





	Develop and implement a targeted succession planning strategy for senior and critical roles.





Introducing flexible career development pathways, including part-time roles, job-sharing, and remote working options, to better support staff with caregiving responsibilities.

Monitor internal, secondment, and acting-up appointments in roles grade 9 upwards through a transparent quarterly reporting process, disaggregated by protected characteristics, to identify disparities and inform targeted interventions.
Line Managers to sign post to staff existing development support opportunities (also part of staff appraisals)

	Set up TOR for this work.














Monitoring of Flexible working policy in relation to ethnicity of staff with EDI data reported in EDI update termly reports to VCAG & PCC




Quarterly diversity report on temporary appointments produced and shared with VCAG.




Development support program (e.g. training, mentoring) launched.
	July 2027














Jan 2028







Sept 2026






July 2026




	Faculty Deans,
Professional service Directors,
EDI &
OD Teams








EDI & HR Advisory Teams






EDI & HR Systems Teams



All Line Mangers



	· By 2029, a clear and targeted succession planning strategy will be in place across the organisation, ensuring future talent needs and potential successors for senior and critical roles are identified. This will be reflected in 80% of faculties and directorates having succession plans that strengthen a diverse leadership pipeline, improve readiness for key transitions, and reduce the risk of gaps in critical 
positions.


· Flexible career pathways—including part-time, job-sharing, and remote options—are available and used by staff with caregiving responsibilities, improving work-life balance and perceptions of career progression.



· Regular tracking and analysis will be conducted to monitor an increase Global Majority representation in leadership/senior academic roles.


Increase Global Majority staff in senior academic and leadership roles/Grades (10 upwards) by 6% in underrepresented areas by 2029 

	
	*2.4








	Communicate clear career pathway guidance for all roles within the University. 
	Guidelines reviewed and baseline data recorded.
	TBC-with existing timelines for this broader work on Academic progression




	OVC
	· 6% increase in Global Majority staff into senior grades (10+) after the implementation of the new policy by 2029. 

· Increase the percentage of positive responses to the promotion/progression fairness question in the staff survey by 5% by 2029, compared to the 2024 baseline.

· Ensure 59% positive response to questions on promotion/progression (2029 Survey) up from 53% in 2024, as reported in the staff survey.

	Data shows underrepresentation of Global Majority staff at the Reader and Professor levels, with a strong pipeline in Lecturer, Senior Lecturer, and Principal Lecturer roles 

	*2.5
	Establish and maintain continuous monitoring, promotion, and oversight of the Academic promotions process
	Increase in the number of GM staff applying for academic promotions and being successful in their applications. Annual promotions EDI data to be included in report to VCAG and People and Culture Committee (PCC).
	Annual Academic promotions cycle
	OD Team & Conferment Panel
	· Achieve a 6% increase in the representation of Global Majority staff at the Reader and Professor levels by 2029, benchmarking against 2023/24 data.

	
	
	
	
	
	
	

	
Priority 3: Supporting Career development:


	Data shows a strong pipeline of staff with potential for progression, but current career development opportunities may not fully support their growth into senior or critical roles. Evidence suggests targeted development, mentoring, and flexible pathways are needed to convert potential into actual progression, ensuring a diverse and ready talent pipeline.






	*3.0
	Co-creation with the GM staff network, a soft skills training programme for Global majority staff in lower grades.


	Developed successful training/workshop programme and delivered annually. 
	Sep 2026 – Jan 2027
First session of training March 2027
	EDI & OD Teams &
GM Staff network office bearers
	· Success will be measured by enrolling 10 Global Majority staff in lower grades in the first year of the co-created soft skills programme, with 100% accessing at least one work-shadowing opportunity. Participants will complete pre- and post-programme surveys to assess improvements in confidence and skills, with a target of at least 80% positive feedback on effectiveness. Over time, the programme will contribute to a 6% increase in Global Majority staff in senior roles (grade 10+) by 2029, strengthening the organisation’s diverse leadership pipeline.


	
	*3.1





3.12
	To promote and encourage Global Majority staff to participate in the annual ‘Reverse Mentoring’ programmes, both as mentors and mentees. To include potential link to CMI/ILM qualification for participants

Explore feasibility of GM staff in senior roles to mentor GM staff in lower roles.

	Increase in Global Majority staff participating in the programme.




Feasibility completed and Mentors and Mentees identified.
	Annually





July 2026
	EDI & OD Teams





EDI Team & GM Staff Network
	· A minimum of 10 Global Majority staff successfully participates in annual reverse mentoring programme, with tangible evidence of the benefits gained from their involvement, via feedback in annual evaluation reports.


	
	*3.2
	Promote and monitor participation of Global Majority staff in corporate training and development programmes

	Quarterly reports produced for the Race Equality Charter action plan delivery groups. 


	First report July 2026
	OD & EDI Teams and GM staff Network
	· Achieve a 3% annual increase in the number of Global Majority staff completing training, with the baseline for benchmarking set using data collected in September 2025.


	
	*3.3
	Assess how effective the new appraisal system (My DPD) is in practice.

	To produce a report that includes evaluation on implementation.
	Jan 2028
	OD Team
	· Success would be indicated by at least 70% of respondents in staff survey in 2029 feeling that the appraisal system is fair, transparent, and supportive of their professional development/career.


	
	*3.4
	Assess, track, and report on the number of Global Majority staff (and those eligible) applying for and successfully securing professional fellowships through the KUDOS scheme.

	To be reported annually to VCAG & PCC. 
	Jan 2027
then annually
	Directorate of Academic Development & HR Systems Team 
	· Increase in the percentage of Global Majority staff applying and those successfully securing professional fellowships year on year, with the baseline data to be collected by September 2026.


	
	*3.5
	Actively encourage Global Majority females to participate in the Aurora development and Women in Wolves’ training programmes, while monitoring their career progression.

	
	Annual Aurora programme recruitment.
	EDI &OD Team, GM, Staff Network
	· Ensuring a minimum of 30% participation from global majority female staff in these programmes. Using 2026 round as baseline.

	
	3.6


3.7
	Scope and develop an internal Leadership programme for Global Majority staff.

Explore and scope the feasibility of supporting GM staff in external leadership programmes for people working in Higher Education
	Internal Programme delivered


External leadership programme identified
	June 2026



June 2026
	EDI & OD Teams



EDI & OD Teams
	· 20 GM staff completing the internal leadership and 5 the external programme annually with tangible evidence of the benefits gained from their involvement, via feedback in annual evaluation reports. As well as monitoring impact on their career progression.

	
Priority 4: Embedding Racial equality. 


	Integrating Racial equality into Faculties and Directorates to ensure a more inclusive and balanced organisational culture.
	*4.0


*4.1





	Creation of EDI dashboards featuring standard HR reports, i.e. staff turnover etc.

Faculties and Directorates to create their own EDI action plans, aligned with University REC action plan, informed by localised data analysis


	EDI Data Dashboards created


SMART action plan developed.





	March 2026


Sept 2026 and then annually




	HR systems Team


Faculty Deans &
Directorate Directors




	· Quarterly reports produced, analysed and appropriate actions implemented.

· At least 80% of Faculties and Directorates having completed their SMART action plans and incorporating REC aligned actions for Academic year 2026-27




	Raising the Race Equality Charter profile to integrate race equality related issues into the University's core culture and practices.
	*4.2


*4.3
	Organise a schedule of events branded as REC for both staff and students.

Produce an annual report detailing the progress of the REC action plan.
	Minimum target of 3 events per academic year.

Reports produced and communicated to all staff and students as well as being uploaded onto the EDI webpages.


	June - Sep 2026


Jan 2027 and then annually.
	RECAP
EDI Team 

EDI Team
	· Achieve a 10% increase in understanding and awareness of Racial equality, as evidenced by positive responses in the staff and student survey using the results from the 2024 survey results as baseline.

	Transparency and accountability will be reinforced through Ethnicity Pay Gap reporting, providing valuable insights to drive meaningful change.
The intersectionality between gender and race will form part of the report 
	*4.4
	[bookmark: _Int_end92dbi]Undertake an annual Ethnicity pay analysis annually. This will measure impact of implementation of a number of actions in this plan in increasing % of GM staff into senior roles. Actions then can be reviewed if no progress.
	To produce an annual Ethnicity, pay gap report (focus on intersectionality).

	March 31st Annually
	EDI & HR systems Teams

	· Reduction in the mean and median race/ethnicity pay gaps, using 2024 pay gap data as the baseline by 4% in 2028

	To create an inclusive rewards and recognition strategy that ensures all staff are acknowledged and valued for their contributions, fostering a diverse and equitable workplace.

	*4.5
	Develop a comprehensive strategy for inclusive rewards and recognition that not only values formal contributions but also acknowledges the voluntary efforts of staff advancing and supporting the EDI agenda, for example, those who dedicate time to initiatives such as serving on interview panels. 

	A fully implemented inclusive rewards and recognition strategy that acknowledges and celebrates the diverse contributions of all staff members.
	December 2027
	EDI & OD Teams
	· A fully implemented inclusive rewards and recognition strategy, with at least 80% Global Majority staff reporting satisfaction with the fairness and inclusivity of the system in the staff survey 2029, and a 5% increase in Global Majority staff being recognised for their contributions compared to baseline data after implementation of strategy.


	In response to staff survey results, about workload allocations address any disparities identified in the survey feedback.


	*4.6
	To review workload allocations to ensure fairness, equity, Inclusivity, and transparency in relation to Racial equality. 


	A report produced for the Race Equality Charter Action plan Steering group to consider.

	Sep - 2026
	Faculty Deans
	· Achieve a 5% increase in the percentage of Global Majority staff expressing confidence and responding positively about workload allocation in the annual staff survey in 2029 as compared to staff survey in 2024.

	
	4.7
	Deliver an Anti-Racism Campaign to promote a zero-tolerance culture, raise awareness, and drive positive behavioural change. The campaign will combine visible messaging, leadership commitment, and practical education with opportunities for open dialogue. Staff and students championing anti-racist practices will be recognised through the inclusive rewards and recognition strategy.

	Working group with TOR

Anti Racism campaign launched
	June 2026

September 2026
	EDI team & GM staff network
	· The campaign clearly raises awareness about racism and motivates people to take meaningful, inclusive action against it. At least 80% of the target audience report increased understanding of racism and ways to challenge it, based on pre- and post-campaign REC surveys.

	
[bookmark: _Int_KIH7dpiH]Priority 5: Creating an empowering, supportive and Inclusive culture for Race Equality


	There is a need to document, monitor, and provide support to staff and students in response to incidents of racial harassment to ensure a safe and inclusive work environment, address issues promptly, and provide necessary resources for affected individuals.
	*5.0





5.1













5.2
	To replace the Incident reporting tool with the ‘Report and Support’ reporting system. 




Identify patterns or trends in reports from Global Majority staff. Cross-reference data linking the number of incident reports to departments with lower Global Majority staff representation, identifying potential correlations between staff demographics and reported incidents and take the appropriate action.






Monitor the Grievance policy and case load to identify any trends in relation to GM staff (linked to EDI dashboards) and take the appropriate action. As well as monitoring the composition of disciplinary panels to ensure they are inclusive.
	Report and support’ reporting system in place.




· A report identifying patterns or trends in Racial l harassment reports from Global Majority staff, highlighting any recurring issues or specific areas of concern.

· An analysis of Global Majority staff representation in departments with a higher incidence of reported Racial harassment, including any departments with lower representation Global Majority staff.

· Recommendations for targeted interventions or support based on the findings, aimed at improving the work environment in affected areas. EDI data on case’s to be included in termly reports to VCAG & PCC.

	May 2026





March 2027 -annually













June 2026
	EDI team





EDI team 













HR Casework Team




	· Achieve a 5% increase in the percentage of Global Majority staff and students expressing confidence and positivity towards the incident reporting tool in the REC survey by 2029, alongside an increase in its uptake.


· Achieve a measurable increase in the sense of belonging among Global Majority staff and students, as demonstrated by a higher percentage of staff responding positively to the sense of belonging question in the 2029 staff survey, compared to response rates in the 2024 staff survey.

· An annual analysis of Global Majority staff representation in departments with higher reported incidents of Racial harassment, identifying potential correlations, is completed with a focus on at least 70% of departments.

· Quarterly analysis of grievance cases involving GM staff is completed, with trends reported and shared with leadership, and any patterns (e.g., increase in cases by department, issue type, or demographic group) identified and acted upon within one month of reporting.


	The Global majority Staff Is has proven to have a positive impact, and it is important to continue providing support to sustain its effectiveness.
	5.3








5.3.1



5.3.2
	The Central EDI team will maintain ongoing support for the Global Majority staff Network.






The network will be involved in shaping issues and decisions that affect its members.

Spotlight on GM staff in Comms, i.e. WLV inside, podcast to promote sense of belonging. Include in a comms plan

	Consistent engagement and collaboration between the Central EDI team and the Global Majority staff Network, ensuring resources, guidance, provided to support the network’s initiatives and growth.



Consistent engagement of GM office bearers with key stakeholders.


GM staff identified, Articles and podcasts started


	On-going








On -going



January 2026
	EDI Team








GM Staff Network


GM Staff Network


	· A well-established and effective Global Majority staff Network, holding a minimum of three meetings annually and at least two conferences or events per year. With increase in membership annually.


· Global Majority staff network office bearers engaged with key stakeholders to share ‘good practice’ and express views of their members.

· Minimum of spotlight on 6 GM staff annually.

	Addressing disparities in staff and student survey response rates, especially in areas with low response rate from global majority female staff.
	*5.4
	Establish and conduct focus group meetings with Asian, Black, and Mixed female staff to gather insights and address specific concerns.
	Regularly scheduled focus group sessions, with documented feedback and recommendations to inform future actions and policies.

Paper to VCAG on outcome of focus groups.
	Jan - 2026




October/November 2026

	WSN & GM Staff Network
	· Achieve a 5% increase in positive response rates from Global Majority female staff in the 2029 staff survey, specifically in questions where their response rates were previously lower than those of other groups.

	Building a shared understanding of race equity and inclusive practice will ensure staff can recognise and challenge bias, fostering respect and equitable behaviour across the University.

	5.5
	Explore options for developing a cultural competency framework.
	Options paper developed with recommendations for VCAG.
	Jan -July 2027




	RECAP delivery group
	· Cultural competency framework is developed, approved, and launched. Increasing confidence of staff teaching a diverse student base from different cultures and backgrounds.

	Raising awareness and confidence in applying Positive Action will help address underrepresentation. Sharing case studies will normalise its lawful and effective use in recruitment and development.
	5.6







5.61
	Campaign to promote Positive action Guidance and develop case studies. 






Monitor and evaluate impact of Positive action initiatives within the University.

	WLV Insider articles and presentations to key stakeholder groups.






Report produced 

	July 2026 







First report 2027

	RECAP delivery group and EDI team





EDI team.
	· Positive Action Guidance campaign launched, with at least 3 case studies developed and shared across internal communications platforms, and 75% of surveyed staff indicating improved understanding of positive action principles.

· Impact report on Positive Action initiatives produced annually, including data analysis (e.g., recruitment, promotion, participation rates), with evidence of year-on-year improvement in representation of underrepresented groups and recommendations for further action.


	Embedding inclusive leadership, respect, and dignity in management training will equip leaders to model inclusive behaviours and create psychologically safe, diverse teams.

	5.7




	[bookmark: _Int_y1XXNB9L]Training on creating an Inclusive Culture (Inclusive leadership, teams, respect and dignity) for line managers.



	Training sessions on inclusive leadership delivered within mandatory Line managers training.


	On-going




	EDI & OD Teams




	· At least 90% of participants complete the training, with 80% reporting improved understanding of inclusive workplace behaviours in post-training feedback.


	Celebrations such as Black History Month and South Asian Heritage Month will raise awareness, promote understanding, and visibly value diverse cultures across the University.

	5.8
	[bookmark: _Int_DDoLt8Dr]To organise events like Black History month, South Asian Heritage Month, as well as cultural events, awareness raising, promotion of different cultures organised as lunchtime sessions.

	A minimum of 4 cultural and awareness events across the year celebrating diversity and promoting inclusion.
	On-going
	EDI Team & GM Staff network
	· Achieve a minimum attendance of 100 across all events and 85% positive feedback on increased cultural awareness from post-event surveys/feedback.


	Continuing well-being and community-building activities will foster belonging, mutual respect, and an inclusive, compassionate culture for all staff.

	5.9
	Continue well-being initiatives such as Compassionate Cuppas to strengthen community and inclusion
	Host monthly “Compassionate Cuppa” sessions to promote inclusion and emotional well-being.

	On-going
	OD & Faculty EDI committees
	· Hold at least 10 sessions annually with an average satisfaction score of 4 out of 5 or higher from participants.

	
Priority 6: Reduce the gaps in awarding, retention, and completion rates for Global Majority students compared to White students.


	Global Majority students report inconsistent experiences with Level 6 dissertation supervision—often described as the ‘supervisor lottery’. These inconsistencies contribute to awarding gaps, particularly in final-year assessments where academic support plays a critical role.



	6.1 
	Co-create and implement faculty-level interventions to improve the consistency, transparency, and equity of dissertation supervision, informed directly by Global Majority student experiences. 
 
 
	· Cross-faculty equitable supervision guide co-designed with students, including an agreed set of core supervision principles, guidance documents, practical checklists, and defined minimum contact times and expectations.

· Three faculty-specific student focus groups completed by July 2026, generating qualitative insights from Global Majority students on supervision experiences (one focus group per faculty).

· ‘Equity in Supervision’ pilot delivered and evaluated in each faculty, with documented implementation and outcomes.

· Supervision principles embedded into academic staff training and development, informed by pilot evaluation findings and student feedback.


	· Supervision equity Guide developed (by April 2027) 





· Three student focus groups completed across faculties (by July 2026


· Faculty pilots completed and evaluated (September – December 2026
 

· Evaluation report shared with REC Student Experience Group and APP Working Group (March 2027)
 
School Inclusivity Leads facilitate Supervisors’ training and development April – July 2027
	AD for Inclusivity 

School Inclusivity Leads
	· At least one School per Faculty delivers and evaluates a supervision equity pilot by December 2026

· Adoption and Reach: 80% of supervisors accessing/downloading the Supervision Guide via Canvas by July 2027

· 80% of courses officially incorporated Supervision guide into Supervision training/induction by September 2027


· 70% of participating students report improved clarity, equity and satisfaction with supervision (Feedback via Vevox within Canvas)

· 75% of Supervisors cite increased confidence and clarity of expectations as primary benefits of using the supervision guide in pulse survey.,



 


	Student Success Coaches (formerly Academic Coaches) have already demonstrated a positive impact on retention and progression. However, current provision is broad and untargeted, delivered at scale across full cohorts. A more tailored approach could enhance effectiveness, particularly for Global Majority and APP group students where gaps in continuation remain. 
	6.2 
	Design and implement a tailored Student Success Coaching pilot, focusing on APP group students, where there is an over representation of Global Majority students and, with embedded evaluation to inform future scaling. 
	· Tailored Student Success Coaching offer designed, in collaboration with the Dean of Students Journey Directorate and Heads of Student Success Coaches, aligned to APP priorities and REC objectives.




· Student Success Coaches embedded across Levels 4–7, with targeted one-to-one and group coaching provision delivered to identified students.

· Evaluation framework developed and implemented, using qualitative and quantitative measures to assess impact on student continuation, engagement, and sense of belonging.
	· New structure as part of Student Success Directorate rolled out  

· Tailored coaching pilot launched (Sept 2026) 

· Coaches trained and briefed (Aug 2026) 



· End of Year 1 evaluation complete (July 2027) 

· Final evaluation report submitted to UEB and REC Student Experience Group (Dec 2026) 
 
	Director of Student Success & AD Inclusivity

	· Improved retention and progression rates for Global Majority and APP group students in pilot cohorts (minimum 3% uplift compared to 2023/24 baselines).  

· At least 75% of students engaging with tailored coaching report a positive impact on confidence, belonging, and academic progress (via survey/focus groups). 

· Evaluation framework is already in place and outlined in the APP and will be used for REC actions linked to APP.
 

	Internal data shows that Global Majority students are disproportionately represented in academic misconduct investigations and Fitness to Practise procedures. These disparities may reflect a combination of systemic bias, inconsistent expectations, and a lack of culturally responsive support. 
 
	6.3 
	Undertake detailed data analysis of Global Majority (UK and International on campus) students to identify patterns of overrepresentation and co-create proactive interventions that support students at risk of misconduct or exclusion, ensuring greater equity and transparency in academic conduct processes. 



	· Disaggregated data on academic misconduct and Fitness to Practise cases collected, analysed, and key trends identified.

· Recommendations report produced to address patterns and inform interventions.

· Cross-functional working group established to co-develop preventative and culturally responsive guidance for staff and students.




· Global Majority students engaged to share experiences, barriers, and support needs, with insights used to inform guidance.






· Culturally aware guidance piloted in selected Schools, evaluated, and refined for broader implementation.
	· Data analysis completed and report shared (September 2026) 	Comment by Gravestock, Phil: Dates need to change.




Working group convened and co-development of Guide begins (October 2026 – April 2027) 




Two focus groups held with GM students who have experienced academic misconduct investigations (October -December 2026)


Using developed guide, two bespoke workshops held for academics in pilot Schools to provide dedicated spaces to explore culturally responsive teaching strategies (April -July 2027)

Culturally aware guidance piloted in selected Schools (September 2027 - June 2028) 


Evaluation completed and findings disseminated for wider adoption (September 2028) 

	Complaints and Student Casework team

Associate Dean, Inclusivity

SU Vice President, Academic 

School Inclusivity Leads


	· Disaggregated data analysis completed and used to inform institutional understanding of patterns and causes. 

· Reduction in Global Majority student referrals for academic misconduct and Fitness to Practise (target: 10% decrease in pilot faculty cases in September 2028 vs. September 2026 baseline). 


 
· 75% of academics in pilot Schools register and complete both bespoke support workshops to embed culturally responsive guide

· At least 70% of students engaging with the pilot report improved understanding of Academic integrity and available support (Feedback via Vevox within Canvas)

· At least 70% of academic staff involved in the pilot report improved confidence and capability in supporting Global Majority students to understand academic integrity expectations, demonstrated through a reflective pulse survey.

· A thematic report summarising lived-experience insights of GM students who have experienced academic misconduct produced and shared with REC governance group. 



· Using lessons from pilot, culturally responsive guide embedded into university-wide support and conduct policies from 2028/29 academic year 


	Previous efforts to close awarding and progression gaps through the Inclusivity Framework had limited systemic impact, as many staff retrofitted existing practice rather than embed inclusivity in initial design.  To address this, the university has embedded inclusivity principles into the revised Curriculum Framework, supported by a comprehensive suite of resources and ‘design sprints’, allowing staff the opportunities to discuss and reflect on how inclusive principles can be meaningfully enacted in their subject disciplines.  
 

	6.4 
	 Use the Continuous Monitoring and Improvement process (CMI) to regularly review implementation of the new curriculum framework, assess impact and use findings to inform continuous improvement.

	Academic staff document how inclusivity principles have been incorporated into teaching via CMI.
	September 2026-July 2030
	Director of Student Success 

Associate Dean, Inclusivity

Associate Director, curriculum enhancement
	 
· 100% of new or revalidated courses from September 2026 onwards demonstrate explicit use of inclusivity principles at validation stage.

 

Year-on-year reduction in attainment disparities between Global Majority and White students.

· Awarding gap between White and GM students to reduce from 20.7% in 2024/25 baseline to 5.5% in 2030.






	Global Majority students remain underrepresented in high-impact work experience opportunities such as placements, live projects, and internships. Previous efforts to address this lacked structural coherence, with fragmented approaches across courses and faculties. The recent Curriculum Framework Review and establishment of a dedicated Student Success Directorate with a Careers & Employability strand offer a chance to embed equity-driven work-integrated learning as standard. 
	6.5 
	Embed equitable, curriculum-linked work experience routes (including micro placements) into all undergraduate programmes, with structured monitoring of participation, feedback, and graduate outcomes by ethnicity. 
 
	· University-wide micro-placement model finalized and embedded in the new Curriculum Framework.




· Alternative work experience routes co-created for students unable to take traditional placements (flexible, remote, live briefs, employer-led simulations).




· Data analysis identifies underrepresented groups in placement uptake and progression outcomes to inform targeted support.

· Faculty-specific implementation plans developed, with staff supported through training, templates, and employer engagement toolkits.
· Progress monitored through NSS skill development questions and ethnicity-disaggregated graduate outcomes.
	· Professional Development Placement model published (Nov 2026) 

· 100% of UG programmes embed a work-integrated learning element in 2027/28 validation/revalidation cycles 

· Disaggregated data dashboard developed for faculty teams (Jan 2027) 

· Student feedback and outcome data reviewed annually by Careers & Employability Board (from July 2027) 
 
	Associate Director for Careers & Employability
Director of Student Success, ADs Education, Faculty Employability Leads 
 
	· Participation in work-integrated learning increases by 10% among Global Majority students between 2025 and 2029. 

· 100% of UG courses include at least one embedded employability experience by 2028. 

· Graduate Outcomes data shows narrowing of progression gap between Global Majority and White students by 5% by 2029. 

· 80% of students engaging in micro placements report increased confidence in applying skills to future employment. 


	
Priority 7: Foster an inclusive and supportive study environment that enhances student engagement, accessibility, sense of belonging, and academic success for Global Majority students.


	The University has made considerable progress in celebrating Global Majority excellence and lived experience through events, campaigns and storytelling. Initiatives such as the Inclusivity Conference, Believe, Belong & Achieve, A Story Retold and Global Gathering have strengthened visibility, challenged cultural norms and supported belonging for students and staff. To maximise impact, there is a need to intentionally embed these activities within a strategically planned, intersectional programme across the academic year—ensuring that Global Gathering and other EDI events are coordinated, inclusive, informed by lived experience, and collectively contribute to fostering belonging for Global Majority and other underrepresented communities.
	7.1
	Strategic EDI events and campaigns embedded across the academic year:

• Establish a cross-functional planning group involving the Students’ Union, Staff Networks and relevant delivery partners to coordinate EDI events and campaigns.

• Co-create an annual, institution-wide calendar of EDI and cultural heritage events, explicitly including Global Gathering alongside conferences, campaigns and heritage month activity.

• Apply an intersectional lens to the design and delivery of events, informed by student voice and lived experience.

• Coordinate promotion, delivery and evaluation of EDI events to maximise visibility, participation and institutional impact.
	
· Cross-functional planning group established.



· Annual EDI events calendar published each academic year.




· Global Gathering formally embedded within the institutional EDI events framework.

· At least three major intersectional EDI events delivered annually with cross-institutional participation.
	
April 2026





October 2026 (annually)




August 2026



Annually – each academic year
	AD Inclusivity
SU Diversity / Community Officers
Staff Networks
	

Three or more identity-based or intersectional events delivered annually with cross-institutional engagement.

• At least 70% positive satisfaction rate in post-event feedback surveys.

• Students report increased visibility, inclusion and belonging through institutional surveys and qualitative feedback.

• Evidence of strategic alignment between Global Gathering and other institutional EDI activity.

	The university has made considerable progress in promoting inclusive teaching, but there is still room to develop and embed a structured approach to racial literacy and anti-racist pedagogy that features staff development, curriculum guidance and discipline-specific exemplars.

	7.2
	Develop and embed curriculum guidance on anti-racist pedagogical principles

Collect and share discipline-specific exemplars of anti-racist pedagogy across faculties.

[bookmark: _Int_OonJvZGj]Hold focus groups with Global Majority students to gather authentic lived-experience insights to inform the design and development of guidance on anti‑racist pedagogical principles.

Hold bespoke workshops to give academic staff space to explore anti-racist principles in depth and apply them to their own teaching, assessments and student interactions.

	Evidence from academic staff on how anti-racist pedagogical principles have been addressed in their teaching via the Continuous Monitoring and Improvement process.
	· Inclusivity task and finish group convened and development of guidance on pedagogical principles begins (October 2026 – April 2027) 

· Two focus groups held with GM students 
· (October – December 2026)

· Use June 2027 UoW Annual Inclusivity conference to host exhibition to share best practice in anti-racist pedagogy.

· Using developed guidance, School Inclusivity Leads hold bespoke workshops for academics in their Schools (April-July 2027) 

· Guidance on anti-racist pedagogical principles embedded from September 2027
	AD, Inclusivity

School Inclusivity Leads
	· 75% of academics in Schools complete bespoke support workshops on embedding anti-racist pedagogical principles.


· At least 75% of academic staff who attended the workshops report improved confidence and capability in applying anti-racist pedagogical practices via a reflective pulse survey.

· Curriculum content evidence meaningful integration of anti-racist principles e.g.  absence of bias such as invisibility and stereotyping in teaching content to ensure all students see themselves positively reflected.

· GM students report an increased sense of belonging and confidence via UoW bi-annual Belonginess survey

· Awarding gap between White and GM students to reduce from 20.7% in 2024/25 baseline to 5.5% in 2030.







