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Our target audience 

This document is aimed at: 

• Students (present & future, undergraduate & postgraduate) 

• Staff (present & future) 

• Visitors 

• Clients 

• Relevant external stakeholders 

 

Alternative versions and further information 

This report is published as a Word document and as a PDF file on the College website at www.rvc.ac.uk. 

http://www.rvc.ac.uk/
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Equal Opportunities Monitoring Report - 2015 

 

Introduction and Background 
The Royal Veterinary College (the College) is committed to the promotion of equal opportunity for all staff and students. This 
commitment is for staff and students to be treated equally regardless of age, disability, ethnic origin, gender, gender reassignment, 
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Update of Equality Activities 

Equality Strategy Group 

The College’s Equality Strategy Group (ESG) has looked to increase its membership in order to improve its representation of both 
staff and students and was pleased to welcome the Student Union General Manager, Student VP for Welfare, Finance Manager 
and  a lecturer in the department of Production and Population Health to the group.   
 
In the last year the group made significant progress in creating the Equality Action Plan 2015 – 2019. This document builds on the 
work undertaken since 2010/11 and replaces our single scheme which will help us to further our commitment to equality and 
di
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looking at total remuneration figures at grade 9. Some pay gaps were also identified when looking at Ethnicity, Disability and 
Academic roles.  These will all be investigated and discussed further at the meeting with the sub-group of the JNCC.  An action 
plan will then be developed to address any issues. 

In order to support the Colleges family leave policies a centralised College budget has been established to provide for the costs 
associated with family leave. Departments will be able to access these funds when arranging cover for staff on such leave. 

Disappointingly we were unsuccessful in achieving the Athena Swan bronze award this year. It is important that the college reflects 
on and addresses the issues that led to this failure. The Athena Swan self-assessment team has reviewed the feedback from the 
Athena Swan panel and remain confident that we can make a real difference to supporting women in the College by pressing 
ahead and implementing the College’s Athena Swan action plan.  The intention is to resubmit for the bronze award in 2016 or later, 
once we have implemented and achieved some of the actions in our Plan.  This will enable a much stronger application to be 
submitted in the future. 

Students 
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Staff/Students
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Unknown 42 14 8  Unknown 31 7 2 
Total 1025 353 105  Total 588 185 43 
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Staff Recruitment by Disability 

Academic 

Hawkshead     Camden     

 Applied 
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Total 
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Staff Recruitment by Gender 

Academic 

Hawkshead     Camden     

 
 

Applied  Shortlist  Offered   Applied  Shortlist  Offered 
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Out of the total number of Non Academic positions recruited to, 20.9% went to men and 77% went to women (2.1% = unknown).  
 

Research 

Hawkshead     Camden     

 
 

Applied  Shortlist  Offered   Applied  
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Staff Profile 

 
 
Headcount by Year 
 

 
Chart 1 
 
The following is based on data known as of 1 August 2015. Where possible, comparisons will be made with the 2014 report. As can 
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Table 27 highlights that Non Academic staff represents the largest category of staff with 69.5% which is a slight increase from last 
year which stood at 65.7%.  A large percentage of employees are full time, representing 79.2% of the total workforce.  There has 
been very little change in the percentage of part-time positions in the College which currently stands at 20.8% compared to 21% in 
2014.  With the introduction of the wider statutory right to flexible working which was introduced in June 2014, I would have 
expected this number to have increased 
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 Academic 
Non 
Academic Research 

Grades 
1 to 5 

Grades 
6 to 9 
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number of part-time positions available at the College it is predominantly women who occupy these representing 89%.  The overall 
female/male split has remained relatively static for five years running (females account for 65.8% of current staff). 
 
Within the Academic roles there are 79 staff within grade 6-7, 68% of those are female however when we compare this with the 103 
Academic positions at Grade 8-9 females only account for 37%.  When looking at Non Academic roles within Grades 1-5, 78% are 
female – in contrast to 56% of females within Grade 6-9. These figures demonstrate that women are failing to progress to the more 
senior roles. This is an area that the Athena Swan Action Plan aims to address and therefore I would expect to see an improvement 
in these figures over the next few years.  
 
 

 Academic 
Non 
Academic Research 

Grades 
1 to 5 

Grades 
6 to 9 Hawkshead Camden Other Perm 

Fixed 
Term 

Full 
Time 

Part 
Time 

Male 90 176 33 100 199 206 93 - 238 61 279 20 
Female 92 431 52 339 236 421 153 1 463 112 413 162 

        Table 30 
 
 
Staff Profile by Ethnicity 
 
Those staff that have identified themselves as from the BAME group account for just 10.4% of all staff. Academic and Non 
Academic groups have broadly similar BAME representation at 10.9% and 9.2% respectively. Research employs the majority of 
BAME staff with 17.6%.  When looking at the BAME group there is roughly an equal split between those employed at grade 1-5 
(47%) and those at grade 6-9 (53%) 
 
Camden has a more diverse workforce with BAME representing 19.9% of their total staff compared with Hawkshead which is 6.7%. 
 

 Academic 
Non 
Academic Research 

Grades 
1 to 5 

Grades 
6 to 9 Hawkshead Camden Other Perm 

Fixed 
Term 

Full 
Time 

Part 
Time 

BAME 20 56 15 43 48 42 49 - 67 24 78 13 
White 159 535 70 389 375 570 193 1 618 146 599 165 
Unknown 3 16 - 7 12 15 4 - 16 3 15 4 

Table 31 
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Other Equality Strands 

At the present time, the College does not require current and future staff to provide details relating to the following protected 
characteristics: 
 

• Gender Reassignment 
• Marriage & Civil Partnership 
• Religion & Belief 
• Sexual Orientation 

 
As such, figures relating to the protected characteristics detailed above are not included. 
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