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Agreement with the Scottish Funding Council (SFC): https://www.sfc.ac.uk/funding/outcome-

agreements/2021-

https://www.sfc.ac.uk/funding/outcome-agreements/2021-22/queen-margaret-oa2021-22.aspx
https://www.sfc.ac.uk/funding/outcome-agreements/2021-22/queen-margaret-oa2021-22.aspx


/about-theuniversity/our-strategic-plan/
/about-theuniversity/our-strategic-plan/


6 
 

professional service area of the University, as well as student and trades union 

representation. 

/about-theuniversity/our-strategic-plan/
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Our purpose is underpinned by our Values, which includes social justice. We embrace 

equality, diversity, inclusion, respect, and supporting our communities. Opportunities and 

access are open to all and on a fair basis. 

To fulfil our purpose, we have developed a set of strategic goals, with associated outputs, 

that are underpinned by our values and our alignment to the internal and external 

environment, including how we will contribute towards the Scottish Governmentôs drive 

towards excellence and equity across the education and skills landscape in Scotland.  

Equality and Diversity continue to be a focus of the Universityôs Outcome Agreement with the 

Scottish Funding Council. The Universityôs Outcome Agreement 2022-23 focuses on our 

commitment to attract and retain students from a wide range of backgrounds, and to support 

them to achieve successful outcomes. Over the period during which we have published an 

Outcome Agreement, we have adopted a definition of óunder-represented groupsô that has 
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ensure the student experience is mapped to this policy. Employment statistics will be 

reviewed by the Equality and Diversity Committee and published in line with the Scottish 

specific duties to ensure that, in terms of employment, the University is meeting the aims 

under this policy. 

 

 The University will continue to monitor its teaching and learning practice via Annual 

Monitoring Reports for both Schools and through the quality assurance and quality 

enhancement process. 

 

 The University will commit to maintain its Athena SWAN awards and the good practice 

established through the Concordat and the Research Excellence Framework. 

1.2.4 Equality Impact Assessment  

As part of its mainstreaming approach, the University undertakes Equality Impact 

Assessments (ñEIAsò) when reviewing and developing strategy, policy and process. We 

recognise that not all staff are involved in the EIA process, and that we have still more to do 

in terms of expanding the pool of trained staff. We have committed to auditing all formal 

University policy statements/regulations, with a view to producing a definitive register which 

sets out: policy owner, date of approval/last review and date of y 

unm® thᵰie owner, date ӑula ar
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The percentage of refusals in terms of ethnicity has been on an upward trend since 2018/19. 

In 2021/2, the percentage of refusals was 2.6% and indicative figures for 2022-23 suggest 

there has been a further increase to 3.3%. We are however pleased to report that the 

number and percentage of unknowns has been maintained at 0% respectively since 

2018/19. 

RELIGIOUS 
BELIEF 

2018/9 2019/0 2020/1 2021/2 2022/3 

No religion 49.0% (2877) 53.2% (3108) 54.8% (3478) 54.2% (3722) 52.1% (3179) 

Prefer not to 
say 

5.1% (300) 6.2% (360) 
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compared to 1.6% in 2021/22. However, we are pleased to note that the percentage of 

unknowns has decreased significantly since 2021/22, decreasing from 15.0% to 1.0%. 

We will continue to work to improve the percentage of unknowns, but we consider that the 

information available to us does allow us to produce management reports concerning our 

student population that are significant in statistical terms. We are able to produce live óon 

timeô reports that are accessible to all staff, either through direct access to the reports, or by 

request. In relation to student retention and progression, for example, we provide reports on 

a monthly basis to all programme leaders and senior academic managers so that any issues 

emerging are identified. A full suite of Management Information reports on student progress 

and achievement broken down into each of the protected characteristic groups is included in 

the Annual Reports for each programme.  

Management information and supporting commentary on our staff is set out in Section 2 

below and within Appendices 1 and 2 of this report. 
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2.1 
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Teaching and Assessmentô who can positively influence ILTA practice, and ultimately 

enhance the student experience at QMU and our collaborative partners.  

Our ILTA Champions have the following remit: 

1. Attend a longitudinal programme of workshops, delivered by Advance HE.  

2. Cascade their learning and enhanced practice to wider teams of colleagues in 
order to influence positive change around ILTA practice across QMU and our 
collaborative partners.  

3. Co-create a revised Inclusive Learning, Teaching and Assessment policy for 
QMU. 

 

From January to April 2023: 

 Colleagues from Advance HE have been delivering a longitudinal online programme of 

Inclusive Learning, Teaching and Assessment workshops for our cohort 

 These focus around the following topics: 

o Module 1: Introduction to EDI in Learning, Teaching and Assessment 

o Module 2: Inclusive and Equitable Assessment and Feedback 

o Module 3: Inclusive Curriculum 

o Module 4: Inclusive Student Engagement and Partnership 

 Colleagues from LEAD and Student Services have also embedded wraparound activities 

either side of this workshop programme: 

o To debrief and share key learning 

o To plan associated resources and activities to cascade learning to wider team 

members 

o To plan inputs to the forthcoming Festival of Learning on the 25th May. 

Between May and December 2023, plans are in place for the following: 

 ILTA Champions will contribute to co-creating a revised QMU Inclusive Learning, 

Teaching and Assessment policy. This policy revision will be led by the Head of Student 

Services and a small working group, and aims to be completed by December 2023. 

Once approved, the policy will be disseminated across QMU. 

 ILTA Champions will also continue to discuss and disseminate their learning with 

colleagues in their own teams and beyond. 

https://www.advance-he.ac.uk/


https://ce0011li.webitrent.com/ce0011li_webrecruitment/wrd/run/ETREC105GF.open?WVID=6368270VSq
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information about various issues, reporting options and detailed information about support is 

available. 

Since its launch, the website has received good traffic and anecdotally students have been 

using the website as a source of support and information when an incident occurs. The tool 

itself has received a number of reports, although it is acknowledged that numbers are still 

r
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2.2 Equality Outcome 2: Pay Gaps are eliminated where the pay gap is 

significant in statistical terms in favour of any group. 

We are committed to the principle of equal pay for work of equal value, free from bias and 

based on objective criteria. We recognise that, under the Equality Act 2010, women and men 

have the right to equal pay for work of equal value; this applies to all employees regardless 

of full or part-time status, casual or temporary contract or length of service. Equally, the 

University also recognises its duty to provide equal pay for work of equal value regardless of 

differences in sex, age, race, religion or belief, gender re-assignment, sexual orientation, 

marital status, pregnancy/maternity or disability. 

The University has in place, a pay and grading system which is used to assist in determining 

equal pay across the University. The pay and grading system is applied transparently, based 

on objective criteria to ensure that it is free from unlawful bias. The Universityôs policies and 

procedures associated with pay and remuneration have been developed and implemented 

with a view to eliminating unlawful bias, and are systematically monitored and reviewed. 

The Public Sector Equality Duty requires equal pay data to be published biennially. However, 

in order to demonstrate the Universityôs continued commitment towards equal pay, we have 

committed to undertaking an Equal Pay Review annually in order to review the Universityôs 

progress and identify if further actions are required. This commitment to annual reporting has 

allows us to analyse data both in terms of long-term trends, but also in terms of any 

significant changes that may have occurred within a year, allowing us to identify and target 

any potential arising issues at an earlier stage. 

Analysis of the data set within our Equal Pay Review 2023 (based on data from 31st March 

2022) indicates that, for all staff (including the Senior Leadership Team), there is gender a 

pay gap in terms of mean salary of some -4.50% between female and male employees, in 

favour of male employees.  This has increased slightly since 2021 but is not considered to 

be significant.  When excluding the salaries of SLT members, the Mean Pay Gap is now 

shown to be favouring male employees at -0.23%. Although this figure has fluctuated slightly 

over the course of the past five years, it is noted that these fluctuations have remained 

relatively consistent and none of these fluctuations have resulted in a figure that is 

/about-the-university/equality-and-diversity/
/about-the-university/equality-and-diversity/






/footer/bsl-action-plan/
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 Undertaken Counselling assessments.  

 Delivered brief Counselling and One-at-a-time Therapy/Single Session Therapy. 

 Increased links with local stakeholders 
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Other Sex - (0/0) - (0/0) 100.0% (2/2) - (0/0) 

 

Student attainment by declared disability: 

Honours 
graduates with a 
1st Class or 2:1 
Award 

2018/9 2019/0 2020/1 2021/2 

Declared 
Disability 

77.0% (94/22) 80.1% (133/166) 71.7% (109/152) 79.9% (139/174) 

No disability 80.2% (393/490) 81.5% (411/504) 83.4% (393/471) 82.0% (396/483) 

Unknown incl. 
PNTS 

- (0/0) - (0/0) - (0/0) 100.0% (1/1) 

 

Student attainment by ethnicity: 

Honours 
graduates with a 
1st Class or 2:1 
Award 

2018/9 2019/0 2020/1 2021/2 

Minority Ethnicity 65.0% (39/60) 71.9% (41/57) 69.6% (32/46) 66.7% (38/57) 

Unknown incl. 
PNTS 

100% (4/4) 100% (1/1) 100% (2/2) 80.0% (4/5) 

White 81.0% (444/548) 
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Unknown incl. 
PNTS 

83.3% (75/90) 82.0% (82/100) 78.3% (47/60) 
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further the support the University provides in this area, both internally and externally. Work 

continues in this area, with the following actions having been undertaken thus far: 

 HR Partners attended a disability in the workplace conference which involved 
discussions on supporting disabled staff in the workplace and are considering 
appropriate actions in this. 

 The opportunity to request reasonable adjustments at the interview stage is available  
 Discussions relating to reasonable adjustments take place at the earliest opportunity 

via HR inductions, and HR colleagues liaise with external expertise as appropriate. 
 As mentioned earlier in the report, there are plans in place to review the recruitment 

procedure with an EDI lens. Disability will be considered along with other protected 
characteristics in this review. 
 

QMU is also an accredited Living Wage employer. The Living Wage commitment sees 

everyone working at QMU, regardless of whether they are permanent employees or third 

party contractors, receive a real Living Wage. 

/about-the-university/our-strategic-plan/






33 
 

As a greater number of women 

/research-and-knowledge-exchange/strategy-and-culture/concordats-and-sector-good-practice/concordat-to-support-the-career-development-of-researchers/annual-compliance-statements-and-action-plan/
/research-and-knowledge-exchange/strategy-and-culture/concordats-and-sector-good-practice/concordat-to-support-the-career-development-of-researchers/annual-compliance-statements-and-action-plan/
/media/scipjzqx/new-research-and-ke-strategy_final-copy-31-march-22-tagged.pdf
/research-and-knowledge-exchange/strategy-and-culture/research-strategy-and-culture/
/research-and-knowledge-exchange/strategy-and-culture/research-strategy-and-culture/
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2.5 Equality Outcome 5: Equality and diversity is embedded fully in the 

curriculum and in research 

In relation to Research, actions under Outcome 4 apply. 
 
In relation to embedding EDI in the curriculum, actions under Outcome 1 regarding the Race 
Equality Steering Group work-streams of fostering an anti-racist culture of understanding 
and decolonising the curriculum apply. 

/research-and-knowledge-exchange/strategy-and-culture/concordats-and-sector-good-practice/concordat-to-support-the-career-development-of-researchers/
https://www.vitae.ac.uk/policy/hr-excellence-in-research?msclkid=6b4a0a99d03111ec9319e36a8b06a7d0
https://www.vitae.ac.uk/policy/hr-excellence-in-research?msclkid=6b4a0a99d03111ec9319e36a8b06a7d0
/about-the-university/equality-and-diversity/
https://www.vitae.ac.uk/impact-and-evaluation/cedars
https://www.vitae.ac.uk/impact-and-evaluation/cedars
https://www.st-andrews.ac.uk/osds/my-development/mentoring-coaching/mentoring/research-staff-mentoring/
https://www.st-andrews.ac.uk/osds/my-development/mentoring-coaching/mentoring/research-staff-mentoring/
/media/0nvjdjwj/qmu-researcher-development-training-programme-session-21-22.pdf
/research-and-knowledge-exchange/strategy-and-culture/concordats-and-sector-good-practice/concordat-to-support-research-integrity/
https://ukrio.org/
https://www.universitiesuk.ac.uk/topics/research-and-innovation/uk-forum-responsible-research-metrics
https://sfdora.org/
https://sfdora.org/
http://www.leidenmanifesto.org/
/research-and-knowledge-exchange/strategy-and-culture/queen-margaret-university-institutional-statement-on-the-use-of-metrics-in-research-assessment/
/research-and-knowledge-exchange/strategy-and-culture/queen-margaret-university-institutional-statement-on-the-use-of-metrics-in-research-assessment/
/research-and-knowledge-exchange/strategy-and-culture/concordats-and-sector-good-practice/knowledge-exchange-ke-concordat/
https://www.ukri.org/apply-for-funding/how-were-improving-your-funding-experience/introducing-a-better-way-for-you-to-evidence-your-contributions/
https://www.ukri.org/apply-for-funding/how-were-improving-your-funding-experience/introducing-a-better-way-for-you-to-evidence-your-contributions/


https://www.vitae.ac.uk/impact-and-evaluation/cedars/culture-employment-and-development-in-academic-research-survey
https://www.vitae.ac.uk/impact-and-evaluation/cedars/culture-employment-and-development-in-academic-research-survey
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2.6 Equality Outcome 6: More robust and comprehensive data is available on 
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2.7 Summary Table of Outcomes 

Outcome Evidence Base Activities and Outputs April 2023 Update PC (s) and general 
duty 

Responsibility 

Equality Outcome 1 
 
By 2025, our workforce 
will have increased in 
diversity to better 
reflect the communities 
it serves. This diversity 
is represented on 
decision making bodies 
of the University. 
 
We will adopt a broad 
definition of óworkforceô 
to include non-
executive directors on 
our Governing Body, 
and those with whom 
we engage in 
partnership in the 
delivery of the student 
learning experience 

Internal HR 
management 
information; HESA 
Staff return; Outcome 
Agreement Evaluation; 
Annual Report and 
Accounts; Court Annual 
Review; Externally 
Facilitated Court 
Review (due 2021/22) 

Promote equality and 
diversity in recruitment 
and reward of staff and 
in consideration of job 
descriptions. 
  
Maintenance of agreed 
%age Gender Balance 
on the University Court 
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and interviewing 
processes.  
 
Devise a proactive and 
strategic social media 
approach to increase 
our reach to a wider 
pool of high quality 
potential employees, 
and promote the 
university as an 
employer of choice for 
a diverse range of 
candidate.  
 
Conduct review of 
recruitment and 
selection practices to 
ensure that they ensure 
a fair, open and 
transparent process. 

 
 
 
External review of 
website & media 
conducted 2021. 
Ongoing fulfilment of 
resulting Action Plan 
 
 
 
 
 
 
 
Review planned for 
next academic year 
23/24 

Equality Outcome 2 
 
Pay Gaps are 
eliminated where the 
gap is statistically 
significant. 

Equal Pay Review. 
Internal Management 
Information HESA Staff 
return. 

Actions listed under 
Outcomes 1,3,4,5 and 
6 all apply.  
 
The University will take 
action to remove any 
statistically significant 
pay gap in favour of 
any group. 
 
Actions captured in 
Equal Pay Review 
Action Plan. 

2023 Equal Pay 
Review & Action Plan 
Published April 2023 
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Develop our approach



43 
 

particular the 
participation of parttime 
female staff. 
 
Continue to enhance 
gender equality 
initiatives beyond the 
traditional STEM 
domain of Athena 
SWAN through 
initiatives such as the 
Stonewall Equality 
Index and the Aurora 
programme. 
 
Maintain Athena 
SWAN Bronze award, 
and achieve Silver 
award for Nursing. 
 
 
Continue to implement 
Vitae Researcher 
Development 
Framework and 
actively participate in 
Vitaeôs Every 
Researcher Counts 
Project. 

 
 
 
 
Ongoing 
 
 
 
 
 
 
 
 
 
 
Institutional Bronze 
Award Submission due 
January 2024. Silver 
award for Nursing 
currently delayed 
 
Ongoing 
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3. Section 3: Employment Information 

Information relating to staff employed by the University is set out in the documents attached 

as Appendices 1 and 2 of this report. 

4. Section 4: Resources 

Evidence Base 

 Management Information and Analytical Reports considered by the Equality and 

Diversity Committee during the period 2021-23.  

 Consultation with the WISeR Board. 

  HESA Staff return 2021-22. 

  HESA Student return 2021-22  

 Internal Management Information drawn from the Tribal Student Records system 

(April 2023).   

 Internal Management Information drawn from the i-Trent HR Records system (April 

2023).  

 WISeR Board Student Retention Statistics.  

 Outcome Agreement 2023 (Due to be published May 2023)  

 EHRC Essential guide to the Public Sector Equality Duty: A guide for public 

authorities in Scotland, published October 2016. 

  QMU Outcome Agreement Data Management Group data (established 2016).  

 Advance HE and EHRC tool kits have been particularly helpful in drawing together 

this report. 

 Advanced HE Equality in higher education: students statistical report 2022: 

https://www.advance-he.ac.uk/knowledge-hub/equality-higher-education-statistical-

reports-2022  

  

https://www.advance-he.ac.uk/knowledge-hub/equality-higher-education-statistical-reports-2022
https://www.advance-he.ac.uk/knowledge-hub/equality-higher-education-statistical-reports-2022
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5. Section 5 – Management Information – Student Population Head 

Count (Excluding based overseas in collaborative partnership 

organisations) 

SEX 2018/9 2019/0 2020/1 2021/2 2022/3 

Female 76.9% (4516) 
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DISABILITY 
GROUP 

2018/9 2019/0 2020/1 2021/2  2022/3 

Disability 
Declared 

19.5% (1114) 21.0% (1228) 21.9% (1389) 22.7% (1557) 23.0% (1406) 

No Disability 80.3% (4715) 78.5% (4586) 77.4% (4913) 76.4% (5242) 75.3% (4594) 

Unknown 
incl PNTS 

0.2% (14) 0.5% (29) 0.7% (47) 0.9% (63) 1.6% (100) 

TOTAL 5873 5843 6349 6862 6100 
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ETHNICITY 2018/9 2019/0 2020/1 2021/2  2022/3 

Minority 
Ethnicity 

11.3% (666) 12.4% (724) 14.6% (930) 16.8% (1156) 22.9% (1395) 

Unknown 
incl PNTS 

1.0% (61) 1.2% (73) 
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SEXUAL 
ORIENTATION 

2018/9 2019/0 2020/1 2021/2  2022/3 

Bisexual 3.3% (192) 4.7% (272) 
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GENDER 
IDENTITY 

2018/9 2019/0 2020/1 2021/2 

Gender identity 
different from 

sex assigned at 
birth 

0.6% (34) 0.7% (41) 0.9% (55) 0.9% (65) 

Gender identity 
same as sex 

assigned at birth 
82.0% (4815) 84.0% (4911) 84.2% (5346) 82.5% (5663) 

Unknown incl. 
PNTS 

17.4% (1024) 15.2% (891) 14.9% (948) 16.5% (1134) 

TOTAL 5873 5843 6349 6862 
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MARITAL 
STATUS 

2018/9 2019/0 2020/1 2021/2  2022/3 

Co-habiting 7.5% (439) 7.5% (441) 8.8% (558) 
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