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Loughborough University’s EDI Strategy DRAFT1 Action Plan (2019-2020) 

Priority Actions2 Responsibility Expected Outputs/Outcomes 
Visibility of EDI 1. Develop a communication plan (incl. key events – Black 

History month, as an example; updates from staff and 
student support groups; celebrating diversity, etc.) This 
should include broad coverage of the approval of the 
strategy and action plan and alerting relevant staff and 
student groups to its existence. 
 

2. “Role model” guest lectures for students, linking in 
with Institute of Advanced Studies and building 
international input into the student academic 
experience. 

AMM in collaboration with 
Marketing (Emma Leech 
and Alison Freer) and LSU 
 
ED to advise and lead on 
student engagement  

Outputs 
• Coordinated series of events 

linked to key national dates and 
internal priorities  

• Web content including 
testimonials/Talking heads  

• Appropriate social media 
presence on activities  

Outcomes 
• Raised staff and student 

awareness of the strategy and 
of the diversity of the 
Loughborough community 

• Increased appetite to have 
courageous conversations 

 3. Review the membership of the University’s 
Committees and other decision-making forums with 
recommendations on how to increase their equality 
and diversity and to ensure that diverse voices feed 
into the decision-making process 

AMM to pull together 
paper in March 2019 for 
leadership consideration 
during March / April 2019 

Outputs  
• Initiate a discussion on 

proportional representation 
• Develop proposals for engaging 

minority groups in committee 
work via “shadowing”, 
protection from actions 

Outcomes 
• Increased diversity in decision-

making drives innovation, and 
sends an important message 
about the University’s 

                                                           
1 Iterative document owned by HRC. 
2 Not yet in order of priority – recognise this is an ambitious plan for one year and may need to be more focussed with some items deferred to future iterations 
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Priority Actions2 Responsibility Expected Outputs/Outcomes 
commitment to the profile and 
development of its staff 

 4. Re-define the remit and composition of, and re-name, 
HRC to give weight to EDI issues. (June 2019) 

MR to pull together 
governance proposal  

Outputs  
• Revision to ToR of HRC 
Outcomes 
• Better discussion and challenge 

on EDI issues to inform future 
priorities and action plans. 

• Better quality information being 
prepared for and considered by 
HR(E)C. 

 5. Align Honorary Degrees process to EDI strategy 
• Identify individuals for Hon Degrees who have 

advanced EDI.  
• Consider proportional male/female 

representation of Hon Degrees across 
ceremonies 

MR to pull together a 
proposal with Marketing 

Outputs  
• Proposals annually Hon 

Degrees Committee, aligned 
to Uni EDI priorities.  

• Proportional spread of 
male/female Hon Degrees 
across ceremonies  

Outcomes 
• Visibility that we are 

actively recognising females 
in our Hon Degrees process 

• Start a network of 
individuals to advise and 
support us in delivering this 
strategy. 

 6. Courageous Conversations – a series of events in which 
leadership can explore the challenges and 
opportunities presented by a diverse community: 

• 2019 Leadership Forum – Theme of EDI for top 
150-200 leaders at Loughborough 

AMM in collaboration with 
the VCO 

Outputs  
• Series of events 

Outcomes 
• Increased appetite to have 

courageous conversations 
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Priority Actions2 Responsibility Expected Outputs/Outcomes 
• Review and repeat exercise to raise awareness 

of how it feels to be a minority staff or student 
at the University at ALT 

• Possible theme for ALT, Senate and Council 
Away Days (to be agreed with VC) 

• A greater understanding across 
the University’s leadership of 
the importance of inclusion and 
the impact when it’s not there 

 
 7. Training 

• Review the online training with a view to 
bringing it in-house 

• Continue to promote Respecting Diversity and 
Unconscious Bias programmes to all staff 
members 

• Positive action to educate students to be good 
“allies” to minority groups 

AA with support from 
AMM 

Outputs 
• All School SMTs trained (Athena 

Swan Action plan)  
• Increased number of staff 

trained 
• Improved quality of training 
• Campaigns on how to be a good 

ally (building on LGBT campaign) 
delivered with LSU and linked to 
Personal Best 

Outcomes 
• Increased understanding of the 

importance of diversity, respect 
and inclusion 
 

Gender Pay Gap 1. Complete key driver analysis of pay dataset identifying 
the degree to which issues such as length of tenure 
contribute. 

 
 
 
 
 
 
 
 
 

Outcomes 
Reduction of the gender pay gap 

 2. Review of Professorial pay to align processes with 
equal pay principles: 

• Professorial review to identify correlation 
between contribution and salary and correct 
any historical imbalance  

• Review the 10% guide-line on salary increase 
for internal prof. promotions 

Outcomes 
Reduction of equal pay gap 
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Priority Actions2 Responsibility Expected Outputs/Outcomes 
• Review professorial appointment salary setting 

process 
Gender Pay Gap Project 
group (AMM, MA, MR + 
Steve Rothberg, Anne 
Lamb & Andy Dainty) 

 3. Review promotion criteria3 and behaviours to identify 
and understand the extent to which they disadvantage 
women. 

Outputs 
If processes are found to 
disadvantage women, amendments 
will be proposed. 
Outcomes 
Reduction of the gender pay gap 

 4. PI sheets: include gender and ethnicity data – HR and 
Ops managers to partner to analyse and recommend 
local change(s) 

Outputs 
• Agree specific initial data sets by 

end February 2019. 
• Incorporate conversations 

about data sets into May 2019 
Quarterly meetings. 

Outcomes 
• Raise awareness of issues and 

aid discussions about what is 
needed to bring about change   

• Provide the information to 
School SMTs to identify and act 
on this issue 

• Enable sharing of experience 
and good practice across 
Schools 

 
 5. Determine how we accelerate women’s progression, 

including: 
a. Actively identifying and supporting women for 

promotion/progression. 
b. Review work-life policies 

Outputs 
Coaching 
Mentoring schemes 
New/revised policies 
Outcomes 

                                                           
3 Links to People Strategy 



 

Manuel Alonso (MA), Director of Student Services 
Adèle MacKinlay (AMM), Director of HR and OD 
Miranda Routledge (MR), Director of Planning 

Priority Actions2 Responsibility Expected Outputs/Outcomes 
i. Consider expansion of the Nursery 

provision 
ii. Review flexible working processes  

iii. Ensure phased introduction of 
teaching (post maternity and other 
long-term absences) 

c. Consider part-time maternity returners policy 

Reduction of equal pay gap 
 

BAME Student 
Attainment 

1. Take to LTC a series of recommendations around the 
academic experience for BAME students based on 
outcomes of Social Sciences Research project, 
including:  

a. Anonymous coursework marking;  
b. Strategies to ensure appropriate mixing in the 

classroom; 
c. Review of the Personal Academic Tutoring 

system to make this clear and accessible;  
d. Review the extent to which current curriculum 

content in a specific number of disciplines 
reflects a global perspective (i.e. range of 
authors, exemplars, applications of knowledge 
etc.). .  

Learning and Teaching 
Committee 

Outcomes 
• Reduction in the attainment 

gap for BAME students  

2. Take to SET a series of recommendations around the 
academic experience for BAME students based on 
outcomes of Social Sciences Research project, 
including: 

a. Careers Network should review its activity in 
the context of the needs of BAME students, 
paying particular attention to staff awareness 
of issues specific to BAME students. 

b. LSU should review its offering in terms of 
societies, social activities and products stocked 

Student Experience Team Outcomes 
• Reduction in the attainment 

gap for BAME students 
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Priority Actions2 Responsibility Expected Outputs/Outcomes 
in its shops in light of the findings of the 
report. 

c. Student Services should ensure all Hall Warden 
teams and all Student Services staff have 
completed Unconscious Bias training by the 
end of February 2019. 

d. Student Services should work through the 
Sexual Violence Working Group and the 
Substance Misuse Working Group to continue 
to address issues of lad culture and the 
prevalence of alcohol in hall-related activities. 

e. Student Services should ensure that the 
appropriate local partners (CBC, Police) are 
aware of the experience of BAME students in 
Loughborough town and work with them to 
improve the environment for our students. 

f. Campus Services should reflect on the process 
for the allocation of hall places to determine 
whether there are any indirect ways in which 
allocations are linked to ethnicity. 

 3. Provide specific support and opportunities for BAME 
students to engage with professional work experience 
through a range of activities, including:  

a. LBUP; 
b. Employer-led Workshops/ events; 
c. Visits to employers; 
d. BAME employee panel (based on successful 

LGBT initiative) 
e. Other aspiration and opportunity-raising 

activity. 

Careers Network Outputs 
• Increased engagement with 

PWE opportunities amongst 
BAME students.  

Outcomes 
• Reduction in the attainment 

gap for BAME students 
• Improved employability 

outcomes for BAME 
students.  

4. Ensure relevant staff (Wardens, Sub-wardens and 
Security Staff) have received Unconscious Bias training. 

Director of Student 
Services 

Outcomes 
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Priority Actions2 Responsibility Expected Outputs/Outcomes 
• Reduction in over-

representation of BAME 
students in student 
disciplinaries. 

Disabled Student 
Attainment 

1. Review the data to identify if there are discernible 
patterns to the attainment gap either in terms of type 
of disability, subject area or part.  

Director of Student 
Services via EDWG 

Outputs 
• Identified specific or local 

issues (if they exist) 
2. Deliver a change project focussed on ensuring 

appropriate, accurate and timely adjustments and 
support are in place for disabled students.  

Head of CDS/ Change Team Outputs 
• Improved and more timely 

support for disabled 
students 

Outcomes 
• Improved outcomes for 

disabled students 
3. Review and, if necessary, re-organise the support 

available for students experiencing mental health 
issues, both acute and chronic. This should include 
providing training for PGR supervisors re. mental 
health. 

Head of CDS Outputs 
• Improved and more timely 

support for students 
experiencing mental health 
issues  

• Better awareness amongst 
supervisors of mental health 
issues 

Outcomes 
• Improved outcomes for 

disabled students 
4. Draft an Inclusivity Strategy which would identify 

institutional responses to ensuring accessibility and 
success for disabled students 

Head of CDS Outcomes 
• Reduction in attainment gap 

for disabled students 
Charters 1. Seek to deliver a successful Bronze Award submission 

for REC in July 2021: 
EDI Advisor / Planning Outputs 

• Paper to HRC with proposed 
governance and resource 
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Priority Actions2 Responsibility Expected Outputs/Outcomes 
a. Establishing an appropriate governance 

structure for REC delivery; 
b. Identifying any resourcing required for 

delivery; 
c. Define an action plan and road map for 

delivery. 
2. Support Schools in submitting for Athena Swan Charter 

awards. 
3. Agree Athena Swan institutional award approach for 

resubmission November 2021 

implications for REC to 
Summer 2019 meeting of 
HRC 

• Agreed role definition for AS 
Leads in Schools 

• Agreed approach to 
resourcing AS activity in 
Schools 

 


