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1. Introduction
University College, Oxford (Univ) is required by law 1 to:
•
•
•

Eliminate unlawful discrimination, harassment and victimisation and other conduct
prohibited by the Equality Act 2010;
Advance equality of opportunity between people who share a protected
characteristic and those who do not; and
Foster good relations between people who share a protected characteristic and
those who do not.

The following report meets the specific duty under the Equality Act to publish information on
how Univ is working to promote equalities for groups of people who share a protected
characteristic. The protected characteristics under the Equality Act are:
-

age;
disability;
race;
sex
sexual orientation.
gender reassignment;
pregnancy and maternity;
religion and belief.

Univ collects data for staff on all the above protected characteristics (for marriage and
civil partnerships, public bodies are required to demonstrate due regard to the need to
eliminate unlawful discrimination in employment).
In addition, Univ has a specific duty to prepare and publish equality objectives at least
every four years. The responsibility for setting Univ’s Equality Objectives rests with the
Governing Body (as advised by the GPC). Responsibility for the achievement of the
Univ’s Equality Objectives is shared across the College by the Heads of both academic
and administrative departments.
The report is in two parts. Part one compares students at Univ and students at the
University of Oxford in general. Part two covers academic fellows and support staff
(monthly and 4 weekly paid staff in Univ only.
The equality data for students is derived from the College Equality and Diversity reports
produced by the University of Oxford, Student Data Management & Analysis Team. The
Undergraduate Admissions data is based around the UCAS cycle; this is the year in which
a student applies via UCAS.
The On-Course data is based on the snapshot year (the year in which the 1st December
snapshot is taken). As students may defer entry, one should not expect the numbers to
match between each report e.g. some students who apply in 2015 (UCAS cycle 2015) will
not start by the time the 2015 snapshot is taken
1

Equality Act 2010 - Public Sector Equality Duty
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With respect to Univ’s staff data, the disclosure rates for both Fellows and Support Staff
are low in some areas. The College is working on improving disclosure rates on the
equalities monitoring form. Where the data analysis is meaningful (i.e. where the numbers
are statistically significant) the results shall be used to identify areas for further
improvement and to propose future equality objectives.
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2. Equality Data - Univ Students
I. Applicants for undergraduate admissions
Overview
The following data relate to applications made in October 2014 for standard entry in 2015.
The definition of success rate for the University is defined by an applicant being accepted
onto a course, regardless of which College accepts them. The figures apply to applications
only assigned to Univ.
1. Age
The age of applicants reflects the age on entry to the course
Age profile of undergraduate applications for standard entry in 2015

Age
Under 21
21 and over

University of Oxford
Number
17608
764

Success Rate
20.2%
12.7%

University College
Number
627
37

Success Rate
17.5%
5.4%

2. Disability
The disabilities shown represent those declared at the time of application
Disability profile of undergraduate applications for standard entry in 2015

Disability
No Disability
SpLD
Other Disability
TOTAL

University of Oxford
Number
17,349
445
578
18,372

Success Rate
19.9%
18.4%
22.7%
17.5%

University College
Number
628
12
24
664

Success Rate
16.6%
16.7%
25%
14.6%

3. Ethnicity
Only UK applicants are asked for ethnicity. EU and overseas applicant are excluded from
this process. The ethnicities shown below reflect those declared at the time of applications
(hence including UK students only). BME includes Black, Arab & Asian.
Ethnicity profile of undergraduate applications for standard entry in 2015

Ethnicity
BME
White
Mixed
Chinese
Unknown
TOTAL

University of Oxford
Number
1373
8668
645
236
728
11,650

Success Rate
13.1%
27.6%
26.2%
20.3%
12.8%
24.7%

University College
Number
40
259
17
11
24
351

Success Rate
10.0%
25.5%
23.5%
18.2%
20.8%
23.1%

4. Sex
The gender shown reflects that declared at the time of application
Gender profile of undergraduate applications for standard entry in 2015

Gender
Female
Male
TOTAL

University of Oxford
Number
9106
9266
18,372

Success Rate
19.1%
20.7%
19.9%

University College
Number
322
342
664

Success Rate
16.5%
17.3%
16.9%
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II. Number of Enrolled Students
The following charts, derived from the University of Oxford on course reports, show the changing percentage of female, BME (black and minority ethnic) and
disabled students between 2012 and 2015. (NB The on-course reports show diversity as a percentage of the enrolled population at December 2015)

Female Students
The intake of female students is broadly similar at Univ and Oxford University. However, the trend has been slighly downwards at Univ, decreasing from 45%
in 2012 to approx 43% in 2012 and 2013 and then 42% in 2015, whereas it has remained fairly steady in the University overall.at around 45% from 2012 to
2014 and then rising to 46% in 2015.
BME students
The University of Oxford figures show a slightly higher intake of BME students, compared to UNIV figures. In addition, there is a 2 – 3% gap year on year
between 2012 and 2015.
Disabled Students
The intake of students with a disability is broadly similar at Univ and Oxford University, with only 2014 showing a difference where Univ is slightly higher.
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3. Equality Data - Univ Staff
The following charts are based on responses provided on the Univ equal opportunities
monitoring form.
3.1 Sex

The gender balance is weighted in favour of females, amongst Support staff, with approx.
53% in post. The ratio of male to female among Fellows is strongly in favour of males with
approx. 70% males and 30% female.
The gender balance among Fellows, therefore, is an area of concern. It is noted that recent
recruits will tend to be more diverse than the composition of the existing staff, especially
amongst the older age groups. To reduce the gender employment gap among Fellows, Univ
may need to consider targets in the equality action plan.
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3.2 Age Distribution
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3.3 Disability

More than half the population of monthly and weekly salaried staff preferred not to say or to
disclose any disability. This is significant as it could indicate that disability awareness-raising
is an area for further improvement at Univ.
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3.4 Ethnicity

Over 50% of monthly and weekly salaried staff did not provide a response about their
ethnicity. However, in both categories of monthly and weekly salaried staff, of those who
provided data about their ethnicity, over 80% identified their ethnicity as white and
approximately 15% as non-white.
The results indicate that the disclosure rates are low in the area of ethnicity responses and
the College may need to work on improving disclosure rates to obtain more meaningful
statistics.
It is noted that recent recruits are more diverse than the composition of the existing
workforce, especially amongst the older age groups of the existing workforce.
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4. Recommendations
4.1

Univ has an Equality Action Plan dated 2012. (see Appendix 1).
Recommendation
4.1.1 The plan needs to be reviewed and possibly abridged to make if more
amenable to frequent review.
4.1.2 The Plan also needs to be updated with new Action points

4.2

Univ has a set of Equality Duty Objectives dated 2012
1. Development of improved processes for collection of data
2. Annual reporting on equality duty in action in the College
3. Embedding equality in all policy making and implementation in the College

Recommendation
4.2.2 The objectives need to be reviewed and updated in accordance with the
specific duty (under the Public Sector Equality Duty) to prepare and publish
equality objectives at least every four years.

4.3 The key challenges facing Univ, according to the Equality Data presented in this report,
are
- To raise disability and diversity awareness
- To increase the diversity profile in the (Support) staff groups with more BME and
other groups
- To increase the proportion of female academics appointed to fellowships.

Recommendations
4.3.1 Targets to be considered to employ more female fellows in conjunction with a
new Equality Action Plan/Objectives 2016/19
4.3.2 Measures to be considered to increase the diversity profile of the Support Staff
group for the key challenges in 4.3 and reported back to GB in Hilary Term
4.3.3 Measures to be proposed to raise disability and diversity awareness in the
College where Heads of Administrative services consider it is needed

The targets and measures to be reported back to GB in Hilary Term
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