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Equal Opportunities Monitoring Report - October 2013 

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, marriage or civil partnership status, 

pregnancy or maternity, religion or belief or sexual orientation.  

 

This report provides a summary of the work carried out by the Equality Strategy Group, including 

the progress that has been made against the actiÖÕÚɯÊÖÕÛÈÐÕÌËɯÞÐÛÏÐÕɯÛÏÌɯ"ÖÓÓÌÎÌɀÚɯ2ÐÕÎÓÌɯ$ØÜÈÓÐÛàɯ

Scheme (SES). The report also provides equality monitoring statistics for current staff and students 

(as at 1 August 2013) as well as equality monitoring statistics for the recruitment of staff (during the 

period 1 August 2012 to 31 July 2013) and students (during the period 1 August 2011 to 31 July 

2012).  

 

The report will be published on the College internet and intranet. 

 

Remit of monitoring 

The report will provide monitoring information on staff and student matters within the College 

covering age, disability, ethnicity and gender.   

 

This report will monitor: 

 Staff and student applications 

 Interview statistics (for staff only)  

 Offers and Appointments 

 Current staff and student profile 

 

 

The following report has been produced using data collected and held on College systems.  The 

ethnicity categories currently being used are in line with current best practice.  Please note however 

that minority ethnic data has been presented in terms of white, minority ethnic/other and not 

known ɬ this is to maintain confidentiality. 
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Single Equality Scheme – Update 

Equality Strategy Group 

The "ÖÓÓÌÎÌɀÚɯEquality Strategy Group (ESG) has continued to make progress with implementing 

the Single Equality Scheme, working with colleagues from across the College to ensure equality of 

opportunity is embedded throughout the organisation. 

 

Following the decision of Ms Sian Griffith, Operations Director (Clinical Science and Services) to 

step down as the chair of ESG, work began in 2012 to appoint a replacement. Ms Elaine Acaster 

(Assistant Principal) took up the role on a temporary basis until August 2013 and the group wishes 

to record its thanks to Ms Acaster for the assured guidance and support whilst she was in the role of 

chair. However, it is with pleasure that we can now announce, through this update, the College has 

appointed a permanent chair of the ESG ɬ Dr Jill Maddison, Director of Continuing Professional 
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 The production of an Equal Opportunities Code of Practice (CoP) relating to inclusion in the 

Research Excellence Framework (REF2014). This CoP ÌÕÚÜÙÌÚɯÛÏÌɯ"ÖÓÓÌÎÌɀÚɯÊÖÔÔÐÛÔÌÕÛɯÛÖɯ

taking into consideration equality and diversity issues when making strategic decisions on 

which academic members of staff to include for inclusion. 

 The proposed ÚÜÉÔÐÚÚÐÖÕɯÖÍɯÛÏÌɯ"ÖÓÓÌÎÌɀÚɯÙÌ-
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Equal Opportunities Monitoring Report 2013 – Key Highlights 

The data from pages 8 to 12 gives a breakdown of applications received, shortlisted candidates, and 

appointed candidates by age, disability, gender and ethnicity as well as the current staff equality 

profile. The data from pages 16 to 21 gives a breakdown of applications received and offers made to 

students by age, disability, gender and ethnicity as well as the current student equality profile.  

 

Staff data has been 
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Staff Recruitment by Disability 

Academic 

Hawkshead 
    

Camden  
   

 
Applied  Shortlist  Offered 

  
Applied  Shortlist  Offered 

Disabled  1 0 0 
 

Disabled  2 1 1 

Not disabled 166 69 25 
 

Not disabled 28 16 4 

Unknown 9 0 0 
 

Unknown 0 0 0 

Total 176 69 25 
 

Total 30 17 5 

Table 9               Table 10 

Non Academic 

Hawkshead 
    

Camden  
   

 
Applied  Shortlist  Offered 

  
Applied  Shortlist  Offered 

Disabled 31 10 0 
 

Disabled  16 3 0 

Not Disabled 707 232 60 
 

Not disabled 418 112 25 

Unknown 44 8 2 
 

Unknown 25 5 3 

Total 782

3

 

3333
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Staff Recruitment by Gender 

Academic 

Hawkshead 
    

Camden  
   

 

 
Applied  Shortlist  Offered 

  
Applied  Shortlist  Offered 

Male 
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Staff Profile 

The following is based on data known as of 1 August 2013. Where possible, comparisons will be 

made with the 2012 report. As can be seen in chart 1, headcount has increased by nearly 5% since 1 

August 2012 and 8% when compared to 1 August 2011. Staff headcount as at 1 August 2013 was 

800.  

 
 
Headcount by Year 
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The figures also show that those aged 41 or over are more likely to be in a permanent position, compared to those aged 30 or under (90% and 

75% respectively), potentially highlighting that fixed term opportunities are more attractive to younger employees who possibly have more 

opportunity for job mobility in order to gain experience ɬ the figures are virtually static when compared to the 2012 report. As would be 

expected, the figures highlight that a larger percentage of employees aged 51 or over are part time, when compared to those aged under 30 

(28% and 10% respectively).  

 
 

 
Academic 

Non 
Academic Research 

Grades 
1 to 5 

Grades 
6 to 9 Hawkshead Camden Other Perm 

Fixed 
Term 

Full 
Time 

Part 
Time 

18-30 3 115 27 112 33 104 41   108 37 130 15 

31-40 80 148 36 106 158 200 64 1 203 61 216 48 

41-50 62 115 7 69 115 132 51 1 169 15 129 55 

51-60 38 122 8 82 86 114 53   151 17 130 38 

61+ 9 30 

 

18 21 26 13   31 8 18 21 

Table 28 

 
 
Staff Profile by Disability 
 

The figures in table 29 show that proportionally, employees with a disability are typically in lower graded positions at the College ɬ positions 

in Grades 1 to 5 or in the Non Academic category tend to be more administrative or support roles. The overall employee disclosure rate for 

disability is 2.4% (which is down from 2.7% compared to the previous report). The figures also show that employees with a disability are more 

ÓÐÒÌÓàɯÛÖɯÉÌɯÐÕɯ×ÌÙÔÈÕÌÕÛɯÖÙɯÍÜÓÓɯÛÐÔÌɯÙÖÓÌÚɯÞÏÐÊÏɯÐÚɯÌÕÊÖÜÙÈÎÐÕÎɯÈÕËɯÐÚɯÐÕɯÚÜ××ÖÙÛɯÖÍɯÛÏÌɯ"ÖÓÓÌÎÌɀÚɯÊÖÔÔÐÛÔÌÕÛɯÜÕËÌÙɯÛÏÌɯÎÖÝernment led 

#ÐÚÈÉÐÓÐÛàɯȿ3ÞÖɯ3ÐÊÒÚɀɯ2ÊÏÌÔÌɯÞÏÌÙÌɯÌÔ×ÓÖàÌÙÚɯÚÌÌÒɯÛÖɯÌÕÚÜÙÌɯÌÔ×ÓÖàees who have, have had or acquire a disability in their employment to 

remain in employment. 
 

 
Academic 

Non 
Academic 
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Staff Profile by Gender 
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Student Recruitment 

Student recruitment data has been monitored for the period August 2011 to July 2012, for entry in 

September 2012. The number of applications when compared to 2011 increased by 1.8%. Data for 

undergraduate student recruitment includes a breakdown by application status, however a detailed 

breakdown was not available for postgraduate applications (therefore postgraduate data only 

shows applications received).  

Undergraduate Student Recruitment by Age 

The table below shows 32.5% of applicants were offered a place on an undergraduate course at the 

College, of which 94.4% were aged under 24 (an increase by 2% when compared to the previous 

report). A large proportion of applicants applied for the BVetMed course (54.1%), with 27% of offers 

being made. For the second year in a row, this course also had the highest number of applicants 

over the age of 30, accounting for over 70% of those in this group who applied for any course. The 

overall success rate for applicants aged 30 or over was 21%, which was lower than the success rate 

of 17 to 20 year old applicants (38.5%).    
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BVetMed 868 95 179 1142 

     Conditional Offer 209 19 39 267 

     Unconditional Offer 44 2 8 55 

BV
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Undergraduate Student Recruitment by Gender 

The table below shows that 82.2% of applications received for a place on an undergraduate course 

were from female applicants (an increase of 2% when compared to the previous report) ɬ of these 

30.8% were successful in receiving an offer (a decrease of nearly 5%). This compares to 40% of male 

applicants who received an offer (this was almost identical to the previous report). The female/male 

split for the BVetMed course was nearly 80/20 respectively (with more male applicants being 

offered a place compared to female applicants ɬ 33.1% compared to 26.3% - this is in contrast to the 

previous report). Male applicants were also more likely, proportionately, to be offered a place on all 

other undergraduate courses when each course was compared individually (this is in contrast to the 

previous report).   

 

 
Female Male Grand Total 

BioVet Science 202 55 257 
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Postgraduate Student Recruitment by Gender 

The table below highlights that nearly 59% of applicat
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Student Profile by Gender 

 
UG Students PG Students (Taught) 

Male 351 65 

Female 




