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Executive Summary

1  Annual Equality and Inclusion 
Report 2021–2022 

The University of London is an inclusive and diverse community of  
c. 45,000 students studying in 190 countries, with campuses in London  
and Paris, and over 100 Recognised Teaching Centres in 44 countries. 

Our commitment to embracing equality and inclusion is vital to the success 
of the University and achieving our vision of being a world-class, ambitious 
university depends on recruiting, supporting, and developing students and 
sta� from diverse range of backgrounds.

This requires all of us at the University to work together to create an inclusive 
environment and to address equality and inclusion challenges. 

2  Highlights of our strategic Equality 
and Inclusion work in 2021-2

2.1  Gender equality and the Athena SWAN Bronze Award
The University has received an Athena Swan Bronze Award in recognition 
of its ongoing e�orts to improve gender representation, career progression, 
and the working environment for all sta�, and for identifying and addressing 
related challenges. The award is an important recognition of the University’s 
commitment to inclusion and the positive actions that it has taken to 
promote gender equality and it marks a key point in our journey to sustain 
and further develop our gender equality policy and practice. Speci�cally, 
through our work on Athena SWAN application, we have identi�ed 8 gender 
equality priorities that the University will focus on over the next �ve years.

2.2 Gender Pay Gap
The University of London shares the sector wide commitment, to reduce 
the gender pay gap. The Universities workforce which unlike the sector is 
predominantly made up of professional services sta� is split 56% female / 
44%. In the last year the gender mean pay gap has increased by 0.04% and 
the median by 2.18% but in both cases the gap overall gap is minimal (mean 
1.2%/ median 4.82%) compared with HE (mean of 16.2%) and UK workforce 
mean 15.4%) and remains a marked improvement on the University’s gender 
pay gap as it was in 2019.  While the widening of the gap is disappointing 
the analysis does not point to a causal change of practice nor yet a trend. 
The University remains committed to minimising or negating the gender 
pay gap, but welcomes the fact that its gender pay gap remains signi�cantly 
below that of the UK workforce as whole.
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2.3  Race Equality Group and the Race Equality Charter 
The Race Equality Group (REG) for sta� was set up in 2018 and celebrated 
its fourth year of activity in October 2021. During 2021–2022 , the REG forum 
was used to listen to and engage with sta� on race equality issues and two 
meetings of the group were hosted to begin conversations on the Advance 
HE Race Equality Charter and how the University could work in partnership 
with sta� and students using the Charter as a framework to develop and 
improve race equality policy and practice for sta� and students. We have 
now initiated workstreams to use AdvanceHE’s Race Equality Charter (REC) 
framework to systematically assess our current policy and practice on race 
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  The Careers Group (TCG) work on embedding   Universit y of London Librar ies equal it y and   School of Advance Study (SAS) work and events ��) ,’���� ��
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	 Institute of Historical Research (IHR) The Connected Curriculum 
network includes 10 core members from across the UK, including research 
historians and history teachers, who meet online. 20 local colleagues, 
including academic researchers, policymakers, teachers, exam boards, and 
people working for local heritage organisations who have an interest in 
education or curriculum reform meet at the regional online workshops.

	 Institute of Classical Studies The ICS has made arrangements to host 
the website of the London Classicists of Colour.

	 Embedding equality, diversity, and inclusion in the Being Human 
Festival- In 2021–2022 , the Being Human Festival team took actions to 
ensure equality, diversity and inclusion were embedded throughout the 
festival, in our processes, programming and guidelines.

	 Doing the Work? Questions and Conversations about Diversity 
and Inclusion at the School of Advanced Study - Between January 
and June 2022, the School of Advanced Study (SAS) held a series of six 
seminars exploring questions relating to inclusion and diversity in SAS. 

Conclusion
In 2021 -22, the University has focused on initiating work to deliver the key 
objectives (and associated actions) that we have set out in the Equality and 
Inclusion Strategy 2021–2025.  It has also proactively engaged with and 
beyond its public sector equality duty and done so across all its areas of 
work and expertise.
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1.2 Our vision for equality and inclusion
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The strategic equality and inclusion objectives and 
associated deliverables for 2021- 25 that we have set  
for the University are: 

Objective Key deliverables 

1 Achieve the Race Equality Charter (Bronze) award •		 Formally sign up to the principles of Advance 
HE’s Race Equality Charter and use it as an 
assessment and improvement tool to further 
develop our work to identify and address 



12

U
ni

ve
rs

ity
 o

f L
on

do
n 

 | 
Eq

ua
lit

y 
an

d 
In

cl
us

io
n 

A
nn

ua
l R

ep
or

t 2
02

1–
20

22

Highlights of our strategic Equality and 
Inclusion work in 2021–2022 

2

In 2021–2022 , we have worked on activities that provide 

https://www.advance-he.ac.uk/equality-charters/athena-swan-charter
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4 Provide career development, progression, and 
promotion opportunities for Professional, Technical 
and Operational (PTO) sta� that are, and perceived 
to be, fair, transparent, and accessible to all.

5 Embed a gender equality awareness and 
engagement culture within working practices 
of line managers, committees, and individuals 
across UoL via setting expectations around 
participation in gender equality or EDI 
discussions and actions, adding standing items 
to meetings etc.

6 Increase the feeling of academic women that 
mental health and wellbeing are supported, that 
workload is manageable and allocated fairly. 

7 Increase women’s con�dence in policies and 
processes around bullying and harassment.

8 Update and modernise �exible working, caring 
and parental leave, and trans-inclusion policies 
and produce guidance for managers and 
employees.

 
We have also developed and agreed a 5-year gender 
equality (Athena SWAN) Improvement Plan to 
deliver against these priorities. This improvement 
plan contains actions aimed at improving the gender 
outcomes within 7 operationally themed groups.  

1  Recruitment

2  Appraisals

3  Promotion and Progression processes

4  Policies

5  Equality Diversity and Inclusion Awareness, 
Engagement and Training

6  Work-life balance, mental health, and wellbeing

7  Infrastructure and reporting/evaluating

 

The key actions that the University will focus on 
delivering in year one (2022-23) of the Improvement 
Plan include:

1 Review and relaunch appraisals with greater 
emphasis on career development discussions, 
increased relevance to the variety of sta� roles, 
improved guidance for managers and more 
follow-up in terms of progress and needs

2 Draft and implement new academic promotions 
policy which includes a consistent application 
process, including explicit guidance for line 
managers on how to review who might be ready 
for promotion soon,

3 Introduce additional support measures for Early 
Career sta� to mitigate against impact of short-
term contracts and meet needs of Millennial hires.

4 Develop and roll out a new Complaints and 
Compliments Policy (including review and 
re�nement of associated protocols), through 
engagement with students and sta� and 
organisation wide communication and training 
to embed the new policy and its practice

5  Review and update relevant policies (including 
trans-inclusion, parental leave, caring, �exible 
working, adoption leave) for inclusive language, 
unconscious bias, gender-based assumptions.

6 Develop “inclusive leadership and management 
training” for all line managers and make 
Foundation EDI courses an essential requirement 
for all those managing sta�
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2.2 Addressing the gender pay gap
Context
The University of London shares the sector wide 
commitment, to reduce the gender pay gap. The sector 
continues to be dominated by women, 54% female: 
46% male, and in particular professional services sta� 
are 63% female, however contrary to this norm, male 
sta� lead the way in academia at 53% (HESA, 2020-21). 

The University of London shares similarities to the 
sector with di�erences around the proportion 
of academic sta� and professional services sta� 
employed. The data this year suggests a small growth 
of female members of sta� making up the majority  
of the university’s workforce 56%:44% in comparison 
to last year. 

Gender pay gap calculations
The gender pay gap reporting requires two lists of employees: relevant employees and full pay relevant 
employees. This year there are 1018 relevant employees who will be used for the bonus gap calculations and 
1004 for the gender pay gap calculations. The di�erence of 14 is spread equally in both genders. In line with the 
regulations, the 14 were omitted for reasons which related to receiving less than their full pay due to leave. 

Table 1 - Mean and median gender pay gap figures from last three years



https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/bulletins/genderpaygapintheuk/2021
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2.3  Developing our work on race equality 
The Race Equality Group
The Race Equality Group (REG) for sta� was set up in 
2018 and celebrated its fourth year of activity in October 
2021. During 2021–2022 , the REG forum was used to 
listen to and engage with sta� on race equality issues.

During 2021–2022 , two meetings of the group were 
hosted to initiate conversations on the Advance HE 
Race Equality Charter and how the University could 
work in partnership with sta� and students to use the 
Charter as a framework to develop and improve race 
equality policy and practice for sta� and students.

Initiating work on Race Equality Charter 
Through our Equality and Inclusion Strategy 
2021–2025, the University of London reiterated its 
commitment to build on the work that has taken 
place over the past few years to understand and 
address issues of disadvantage and inequity related to 
race and ethnicity that some sta� and students have 
experienced. 

work to use 

https://london.ac.uk/sites/default/files/governance/equality-and-inclusion-strategy-2021-2025.pdf
https://london.ac.uk/sites/default/files/governance/equality-and-inclusion-strategy-2021-2025.pdf
https://www.advance-he.ac.uk/equality-charters/race-equality-charter


https://www.internationalwomensday.com/
https://www.internationalwomensday.com/
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More than 20 sta� and students from University of 
London, London School of Hygiene and Tropical 
Medicine and Queen Mary University of London took 
part in the 50th annual Pride Parade in London on 2 
July. The team braved strong winds, in�atable arches, 
tra�c lights, and some tricky road signs to manoeuvre 
the University’s distinctive seven-metre-wide mortar 
board around the streets as part of the parade. The 
parade was London’s biggest ever, with more than one 
million people taking part, and it was a joyous day of 
celebration throughout

As University is often the �rst place that young LGBTQ+ 
people �nd that they are able to be themselves, it was 
also an opportunity for us to show common purpose 
and commitment with other London universities where 
students experience similar life-enhancing experiences

Black History Month
October is Black History Month in the United Kingdom, 
when we pay special attention to the often-untold 
history, experiences, and contributions of black people 
to this country and to the wider world. Over the last 
year, the Black Lives Matter events have brought to 
the forefront the issues of systemic racism and social 
inequalities. Black History Month provides us the 
opportunity to understand the background of these 
events, and to listen to the experiences of people 
who have su�ered and continue to experience 
discrimination in many areas of their lives for no other 
reason than their race or colour of their skin.

The University of London marked Black History Month in 
October 2021. The theme for this month was “Proud to 
Be”. This campaign aim was to make Black History Month 
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Understanding and addressing Unconscious bias 
This course took a practical approach to discussing how 
unconscious bias can a�ect the decisions people make; 
and how people communicate with others every day. 

Discussions and activities were built around de�ning 



https://www.alumni.london.ac.uk/shl-friends-joseph-archive-2022
https://www.alumni.london.ac.uk/shl-friends-joseph-archive-2022
/events/holden-lecture-2022-paul-and-adelaide-joseph-archive
/events/holden-lecture-2022-paul-and-adelaide-joseph-archive
/news-opinion/london-connection/q-and-a/uol-alumnus-mohammad-taqi-yasir-makes-forbes-under-30-list?fbclid=IwAR1vcjoExCx3wU4wRgtSYnWtI5rvEegADqVCSjmr6_dzk_6eK-3Si5efYiw
https://www.britishcouncil.pk/programmes/education/alumni/alumni-awards-2022?fbclid=IwAR1Gn0ANMj2fjebGeOCVP9U-P1c7Tu3Y7-GC3Kjh3ywYLyPncaieYKAXTxE
https://www.britishcouncil.pk/programmes/education/alumni/alumni-awards-2022?fbclid=IwAR1Gn0ANMj2fjebGeOCVP9U-P1c7Tu3Y7-GC3Kjh3ywYLyPncaieYKAXTxE
/news-opinion/london-connection/profile/advocacy-action
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Highlights from our University-wide 
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To date, 22 awards have been made to refugee and 
displaced students from Ukraine, Myanmar, Afghanistan, 
Iran, Somalia, Burundi, DR Congo, Albania, Cameroon, 
and Zimbabwe. All are individuals that have �ed their 
country of origin and are now in countries that include 
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Embedding inclusion in the work of Centre for 
Online and Distance Education (CODE)
The Centre for Online and Distance Education (CODE) 
is one of the Centres for Excellence at the University of 
London. The Centre has recently increased the number 
of Fellows to create a more inclusive and diverse 
membership. There are currently 42 CODE Fellows drawn 
from across the University of London member institutions, 
and from other UK and international institutions.

The Fellowship brings together an inclusive 
representation of thought leaders in the sciences, 
research, academic practice, and leadership in online 
and distance education. The Fellows’ roles include 
teachers, course leaders, senior managers, researchers, 
educational technologists, learning designers and 
policy advisors. CODE and its Fellows are ensuring that 
its commitment to improving equality, diversity and 
inclusion is evident in its strategic activities, educational 
innovations, and research. 

CODE runs large scale conferences, workshops, and 
webinars. Hosted online and hybrid, we reach a global 
audience, with strong representation from colleagues 
working in the Global south in both the audience and 
as presenters. All of our events are made available as 
Open Educational Resources, with videos hosted on 
YouTube and materials and reports on the sessions 
available on our website. 

In 2021/22 our programme of events included:

•	 Supporting Student Success workshop – our 
fourth annual workshop, took place in January 
2022, was entitled ‘Ful�lling the potential of Online 
and Distance Education’. The programme included 
parallel sessions that focused on topics such as 
“From students to professionals” and “Responding to 
learners’ needs

•	 Our annual Research in Distance Education 
conference (RIDE) 2022, took place in June, 
and included input from colleagues in over 20 
countries. Themes explored in the conference 
included decolonization; accessibility awareness; 
compassionate teaching; ensuring equality in 
distance education and assessment; impact of 
Covid-19; Inclusive Course Design; supporting 
student wellbeing.

•	 Our Experiences in Digital Learning webinar series, 
was co-hosted with ULIP, and  included webinars 
on “Approaches to Inclusive Online Practices” led by 
Maha Bali, American University in Cairo and Virna 
Rossi, London Ravensbourne University.

CODE also supports a scheme for Student Research 
Fellows drawn from across the globe. This is an initiative 

/centre-online-distance-education/who-we-are/our-fellows
/centre-online-distance-education
/centre-online-distance-education/events/supporting-student-success-workshop
/centre-online-distance-education/events/research-distance-education-and-e-learning-ride-conference
/centre-online-distance-education/events/experiences-digital-learning-webinar-series
/centre-online-distance-education/who-we-are/student-fellows
/centre-online-distance-education/who-we-are/student-fellows
https://www.youtube.com/watch?v=cTAUWpF88DM
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•	 How does access to institutional types of care, e.g., 
medical care, mental health care, relate to care within 
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•	 Achille Mbembe discussing his 2020 book Brutalisme 

•	 Deborah Cowen on the connections between 
infrastructure and imperialism 

•	 Etienne Balibar on ‘Critical re�ections on the new 
de�nition of the Human Species’ 

•	 Benjamin Noys on ‘the crisis of the future’

•	 Sarah Salem on decolonisation in Egypt in the 1950s 
and 60s and histories of anti-colonial struggle 

•	 Abdou Maliq Simone on changing forms of 21st-
century urbanisation, with a focus on the volatile 
extended regions of cities 

Bannister Fletcher Fellowship (2020–ongoing)
As the signi�cance of shared culture and robust 
exchange between the cities of London and Paris 
comes increasingly to the fore, the University of London 
in 2020 announced the endowment of a global 
fellowship opportunity piloted by the University of 
London Institute in Paris in partnership with the Bartlett 
School of Architecture (UCL) and Queen Mary University 
of London (QMUL), the University’s leading centres of 
research and learning in urban history, culture, design, 
and theory. 

For the second iteration of the fellowship in 2021–2022, 
ULIP welcomed Dr John Bingham-Hall (Director of 
Theatrum Mundi) to lead a programme of research 
that explored some of the implications of the new 
focus on ‘green infrastructures’ as they are playing out 
in the cities of Paris and London. Entitled ‘Commons, 
Wilds, Infrastructures,’ the work took an experimental 
approach to developing new understandings of 
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‘Reclaiming the Universalist Credo’ discussion with 
Mame-Fatou Niang and Julien Suaudeau (March 2022)
In 2019, Mame-Fatou Niang and Julien Suaudeau 
spoke out against the racist artwork commemorating 
the abolition of slavery in the entry corridor of the 
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Student volunteering: Anglais pour tout le monde
Anglaise pour tout le monde delivers free English 
classes to asylum-seeker and refugee people, with 
weekly sessions taking place on ULIP premises, among 
other locations across Paris. In 2020–21, ULIP students 
were involved in language classes, and in 2021–22, 
ULIP students ran an additional programme in a 
refuge centre for women in the 18th arrondissement of 
Paris on Saturday mornings:27 (r)13.4the 18

https://www.eptlm.com/?fbclid=IwAR3aAxA6qvVBVx6C4ZnIYrfGHbGN1c0O6DU0V3oUCmRYmkD2s_XgPEiXPgI
https://www.eptlm.com/?fbclid=IwAR3aAxA6qvVBVx6C4ZnIYrfGHbGN1c0O6DU0V3oUCmRYmkD2s_XgPEiXPgI
https://www.eptlm.com/?fbclid=IwAR3aAxA6qvVBVx6C4ZnIYrfGHbGN1c0O6DU0V3oUCmRYmkD2s_XgPEiXPgI
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3.3   The Careers Group work on 
embedding equality and inclusion 

As a federation of careers services of many of the 
Member Institutions of the University of London, The 
Careers Group (TCG) has signi�cant reach when it 
comes to consideration and practice of equity, equality, 
diversity, and inclusion. We are focused both on how 
we can enact our commitments with our students, 
academic partners, and employers, as well as within our 
own professional and colleague community through 





https://london.ac.uk/senate-house-library/our-collections/diversity-and-inclusion
https://www.history.ac.uk/library/collections/teaching-british-histories-race-migration-and-empire
https://www.history.ac.uk/library/collections/teaching-british-histories-race-migration-and-empire
https://www.history.ac.uk/library/collections/online-resources/open-access-resources
https://www.history.ac.uk/library/collections/online-resources/open-access-resources
https://www.history.ac.uk/whats/ihr-events-archive/researching-imperial-and-commonwealth-history
https://www.history.ac.uk/whats/ihr-events-archive/researching-imperial-and-commonwealth-history
https://www.history.ac.uk/library/collections/migration-history
https://www.m25lib.ac.uk/m25-resources-and-activities/task-finish-groups/task-finish-group-diversity/
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Next steps
The University of London Library Inclusivity Working 
Group aims to initiate direct, mutually bene�cial 
contact with groups and communities depicted in 
our collections and which are within the scope of 
this review. We hope to develop relationships where 
holdings are digitised and made available to interested 
audiences, to openly share our content but to also 
harness their greater knowledge and understanding 
of our materials in our descriptions. We are also very 
interested in seeking funding to explore collaborative, 
creative outputs from this work, raising awareness of 
our collections, their legacies and their contested future. 
At present, we have identi�ed two potential audiences: 

•	 Working with Gay’s the Word bookshop and their 
community of readers and activists, to explore our 
holdings that re�ect struggles for liberation and 
rights in the 1970s and 1980s against the repressive 
actions and legislation of successive governments. 
The Haud Nominandum collection, amassed by Dr 
Jonathan Cutbill, will be key here 

•	 To work with established groups amongst the 
British Guianan diaspora, to explore colonial and 
neo-colonial shadows in our holdings, and to re�ect 
upon the meaning of such materials being held in 
London University’s Equality and Inclusion Annual 
Report 2021/22

We hope to progress conversations with the UoL Press 
about how best to capture this work, with input from 

https://modernlanguages.sas.ac.uk/about-us/amluk
https://modernlanguages.sas.ac.uk/about-us/amluk




https://london-coc.blogs.sas.ac.uk/
https://www.sas.ac.uk/
https://www.sas.ac.uk/
https://ahrc.ukri.org/
https://www.thebritishacademy.ac.uk/
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inclusive festival programme and contribute to wider 
public engagement projects around the country. In 
addition, festival audiences will be held to a code of 
conduct at events, ensuring a more welcoming and 
inclusive environment.
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Conclusion4



View the 
University of 
London website

This material is available in alternative formats upon request. 
Please contact: special.arrangements@london.ac.uk

Follow us on:

 
london.ac.uk/facebook

 

mailto:special.arrangements%40london.ac.uk?subject=
http://london.ac.uk/facebook
http://london.ac.uk/facebook
http://london.ac.uk/instagram
http://london.ac.uk/issuu
http://london.ac.uk/linkedin
http://london.ac.uk/twitter
http://london.ac.uk/youtube
http://london.ac.uk
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