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Foreword
Professor Shitij Kapur
President & Principal

We were named a Gold Employer in the Stonewall Workplace Equality Index.   

The Faculty of Dental, Oral & Craniofacial Sciences launched ‘Call Me By My Name’ – a
project which calls for the correct pronunciation of students’ names, which is starting to be
adopted by other faculties and directorates too.

The Cicely Saunders Institute of Palliative Care has renewed their Athena Swan award at
Silver level.

The Parents’ and Carers’ Fund awarded £322,000 in the last year to academic and research
staff returning from extended parental or caring leave.

The Race Equity & Inclusive Education Fund supported 13 projects on topics such as
diversifying and decolonising the curriculum, closing the Black and Minority Ethnic
attainment gap and assessment reform.  

And more beyond…

Thank you for taking the time to read this year’s Equality, Diversity & Inclusion annual report,
which brings together the progress we have made and highlights important areas for improvement.
 
There are many achievements to celebrate; all the result of the dedication and determination of
colleagues and students across the university. 

Our mean gender pay gap has dropped for the third year running and, while still higher than we
would like, it is amongst the best amongst the Russell Group. Such things don’t happen by chance
– it has taken work on equitable appointment panels; attention to progression and promotion; pay
benchmarking exercises; and through regular reporting on the number of women in senior
academic and professional services roles. It is not easy, but it shows that when we all give
concerted attention we can make change. 

We have had many other successes: 
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While offering scholarships and comprehensive programmes of education, King’s has become the
first ‘Refugees Welcome University’ in 2020. With more King’s Sanctuary Programmes, the
university has tried to hold the flag of inclusivity aloft. However, measures should be put in place
for supporting displaced and marginalised students and academics beyond such scholarships. A
broad plan for social change is required because these students are financially deprived or
extensively excluded in the UK and even beyond. King’s can offer them routes to rebuild their
lives and overcome various barriers in UK higher education. To bridge the gap between access to
higher education and displaced people, King’s needs to reform its gateway programmes and
scholarship structures that help students to enhance their academic skills while being funded
substantially. Simultaneously, this shall be established with a thorough structure embodying more
dynamic anti-racism policies. This will allow to defend and comfort the victims at all levels and
to identify racism in admissions, scholarships or classes.
 
As the president at KCLSU, I am proud of how King’s has been developing and creating safe
spaces, and how it has championed equality, diversity and inclusion for the student body. With
some work to be done, I believe King’s will emerge with the confidence to overcome such
challenges by advancing in different spheres and structures with fully funded programmes and a
diverse workforce. I firmly assure our King’s community that social challenges will not be
overlooked by KCLSU. I will vigorously push the university to acknowledge and address the
student voice. This will not only reinforce our aims concerning equality, diversity and inclusion
but will ensure the Students’ Union lives up to its values.
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King’s was named a Gold Employer in the Stonewall Workplace Equality
Index, ranking 14th out of 468 organisations and second within the higher
education sector.

King’s is 38th in the world, and fifth in the UK for UN Sustainability Goals
connected to Gender Equality.  

King’s has been a Peer Mentor Partner for five Indian Research Institutes or
Universities, funded by the British Council.

The university's mean gender pay gap has reduced from 17.1% in 2020 to
14.8% in 2021.

The Parent & Careers Fund awarded £322,000 to parents and carers
returning from extended leave.  

Microaggressions training was delivered to 214 staff and students.

King’s Diverse History project led to the naming of a new student study
space on Guy’s Campus after Africanus Horton.

A new 'Introduction to Equality, Diversity & Inclusion' e-learning module
for staff was launched on the King's Compliance E-Learning system.

Record numbers of applications were received for the More than
Mentoring programme, with 215 people applying to take part in the
scheme.
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The university purchased Culture Shift’s Report + Support tool to provide
a universal way to report bullying, harassment and unacceptable
behaviour.

Our EDI staff networks have put on an incredible number of events and
continued to support the King’s community.

Access Able were commissioned to conduct audits of ten key parts of the
Strand Campus to help Estates & Facilities understand where there are
accessibility issues and help plan for improvements to King’s built
environment.

The EDI Function led an institutional response to a government
consultation on disability workforce reporting.

Disability Support & Inclusion created 368 King’s Inclusion Plans and had
36,821 interactions with students.

The Cicely Saunders Institute of Palliative Care has renewed its Athena
Swan award at Silver level.

Over 60 colleagues attended Inclusive Practice for Educators training.

The Race Equity & Inclusive Education Fund supported 13 projects.

8



O
ur

 V
is

io
n

Attract and retain a workforce that is
representative of our student body

Be intersectional by default

Ensure the breadth of the workforce is productive
and feels valued and able to contribute

 

Attract and retain a diverse student population

Enable successful outcomes in terms of
degree attainment and employability 

for the breadth of the student body

Our EDI Vision & Strategy 
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Governance &
Accountability

Improve
accountability,
leadership and

decision
making

Improve
foundations,
ensure legal
compliance
and tackle

risks

Improve
workforce

equality data
collection

Workforce
Development

Improve
management

capacity

More capable
and inclusive

leadership and
management

practice

Promote the
benefits of
inclusive

behaviour

Improve
mechanisms

for addressing
unacceptable

behaviour

Workplace
Representation

Increase proportion
of women in senior

positions

Increase the
proportion of

BME
colleagues in

senior
positions

Improve inclusion
andmprogression 

of protected
characteristics
across all staff

groups

Address
ethnicity and
gender pay

gaps

King’s EDI work is shaped by its EDI
strategy, which sits under King’s
Strategic Vision 2029. The first part of
this annual report will outline our
progress towards the strategic priorities
outlined below.

King’s EDI Strategy
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Staff Disability
Inclusion

Improve inclusion
for disabled staff

Ensure efficient
and supportive

reasonable
adjustments

Build
awareness and

education
around

disability

Increase
confidence in
our disabled

staff that they
can trust us

Evaluation and
Recognition

Attainment of an
institution-wide

Athena Swan
silver award in

2020

Renewal of the
institution-wide
Race Equality
Charter bronze
award in 2020

Submission to
the 2021 Stonewall 

WEI and
improvement
of our ranking

Submission to
the Working

Families
benchmark in

2020

Addressing
Differential

Student Outcomes

Partnership with the
Social Mobility and

Student Success
teams to close BME

attainment gaps

Implement
Inclusive Education

Partners
(academic and
student staff)

Support work 
with Inclusive

Education Partners
and Conversations
about Race across

King’s
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Strategy 2026
Equality, diversity and inclusion is a thread that runs throughout Strategy 2026.  This strategy
sets out how we intend to work towards meeting our ambitions within Vision 2029. Strategy
2026 has been informed by engagement with and feedback from representatives of King’s EDI
Staff Networks (via the EDI Forum), the One King’s Leadership Team, the King’s Staff 100 and
EDI colleagues. Thank you to everyone who shared your views: your powerful contributions
have significantly strengthened the Strategy. 

Strategy 2026 brings a renewed focus onto the importance of a positive and inclusive culture at
King’s, where staff are supported to develop their careers and fulfil their potential. This ambition
for a ‘Thriving King’s Staff Community’ is one of our four strategic goals, to focus our work over
the next four years. 

Inclusion and support for disabled staff and those with long-term conditions is a priority. We will
also build on our support for parents and carers and continue our ambitious plans for gender and
race equality through the Athena Swan and Race Equality Charter, along with developing our
next steps for LGBTQ+ inclusion. We will continue to invest in leadership programmes that
ensure we create strong communities at every level, and we will recommit to our Principles in
Action to ensure that expectations for appropriate, inclusive behaviours are clear to all.

Strategy 2026 will also ensure King’s is an inclusive environment for our students. We will build
on our work to close attainment gaps for Black and Minority Ethnic students and those with
disabilities, while ensuring that our teaching resources, curriculum content, and digital and
physical spaces are fully accessible to all. We will support our staff to develop and share inclusive
education practice. 

We will also champion equality and inclusion in our wider impacts on the world, recognising
how important it is that King’s contributes to achieving fairer outcomes for all. By 2026, we aim
to increase the positive impact of our research, education, and global and civic engagement,
working to build a fairer society. We will convene expertise across King’s, and work with
partners and communities in the UK and globally, with a focus on climate action and
sustainability, good mental and physical health, promoting and enabling justice, peace and
security and tackling inequalities.
 

Terminology

King’s has committed to using the term Black, Asian and Minority Ethnic as
opposed to the acronym BAME (or BME). There are some instances in this
report where we haven’t done so as we have been guided by the wording
used elsewhere (eg on our EDI dashboards or within existing
documentation). We acknowledge that no terminology is perfect and we
welcome any feedback you have on this. 
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2020

-
2021

2021
-

2022

King’s
target
2021

-
2022

Senior female academic staff %  37.9 39.0 42.1

Senior female professional services staff %   48.3 50.6 50.7

Black and Minority Ethnic academic staff % 21.4 23.4 21.9

Black and Minority Ethnic professional services staff %  23.4 22.5 23

Female Black and Minority Ethnic academic staff % 10.5 11.5 11.6

Female Black and Minority Ethnic professional services staff
%

13.1 14.0 13.6

Measuring Success
The impact of King’s EDI efforts can be difficult to quantify as they manifest in various ways,
including indirect benefits to the community. We measure our progress in several ways to ensure
we are on track and to inform future actions. 

EDI key performance indicators (KPIs) form part of King’s balanced scorecard, which uses data
to measure our success. The balanced scorecard includes measures across five areas: education,
research, diversity, sustainability and productivity. Our KPIs fall under education (Black, Asian
and Minority Ethnic attainment gap) and diversity (Black, Asian and Minority Ethnic staff,
female Black, Asian and Minority Ethnic staff and senior female staff).

KPIs at King’s Institutional Level

Figures taken from a Balanced Scorecard in the Power Bi app. These figures are currently
estimates and actual figures are yet to be published.
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Gender representation at senior levels, for academic and professional services staff

The proportion of female senior academic and professional services staff increased from 2020-21
to 2021-22. Whilst we are closer to meeting our target related to senior female professional
services staff, we still have a way to go with our academic target. The reasons for this and the
consequent actions we are taking are explored in sections on gender equality and Athena Swan.

Black, Asian and Minority Ethnic representation at all levels, for academic and professional
services staff

We have seen an increase in the percentage of Black, Asian and Minority Ethnic academic staff
at King’s, with a 2 percentage point growth between 2020-21 and 2021-22. However, we have
seen a slight decrease in professional services staff teams (0.9 percentage points). While we are
exceeding our target for academic staff, we are slightly below our target for professional services
staff. We are also not representative of our student body - in 2020-21, 60.2% of home
undergraduate students defined as Black, Asian and Minority Ethnic (this figure was taken from
the Diversity and Inclusion Power Bi app).

Black, Asian and Minority Ethnic female representation at all levels, for academic and
professional services staff

The percentage of Black, Asian and Minority Ethnic female academic and professional services
staff increased between 2020-21 and 2021-22. We exceeded our target for professional services
staff but were slightly below our target for academic staff.

Gender and ethnicity pay gaps

The UK has a legal requirement to report on the gender pay gap. We are also committed to
reporting our ethnicity pay gap. Pay gap data are reported annually and the deadline is one year
from our ‘snapshot date’ of 31 March. The ‘snapshot date’ is the date used to identify qualifying
King’s employee and relevant pay rates.

Our most recent data for pay gap reporting are from 31 March 2021 and can be found on our
website. Our mean gender pay gap has reduced from 17.1% in 2020 to 14.8% in 2021. Our
mean ethnicity pay gap has decreased from 19.9% in 2020 to 19.1% in 2021. Our ethnicity pay
gap is higher than pre-2020 due to the insourcing of cleaning and security staff. We know there
are imbalances that needs to be tackled and we will be continuing with the Athena Swan and the
Race Equality Charter Action Plans to make progress against pay gaps. The aforementioned
report details the steps we will take to address this, one of which is through our Race Equality
Charter award, which we cover below.
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Equality, Diversity & Inclusion Governing Bodies

EDI Committee

The Equality, Diversity & Inclusion Committee (EDIC) has been chaired by the Senior Vice-
President (Service, People & Planning) and more recently by the Dean, Ellen Clark-King.
EDIC reports to the University Executive and its membership comprises of senior
representatives from across King’s. Committee meetings occur on a termly basis and provide an
open space for members to discuss how departments and directorates across the university are
implementing their equality, diversity and inclusion agendas and monitor the implementation of
King’s EDI strategic goals.  

EDI Forum 

The Equality, Diversity & Inclusion Forum (EDIF) is a body that comprises a wide breadth of
staff and student voices across King’s. The Forum directly feeds into EDIC and provides it with
insight into the diverse lived experiences of King’s staff and student community. Members of
the Forum represent their respective areas and help foster a strong link and two-way
communication between the King’s community and decision-making structures within our
governance.  

EDIC and EDIF Achievements in 2021-22 Academic Year

EDIC and EDIF have had a substantial impact on a variety of EDI matters throughout the
2021-22 academic year. From steering the implementation of the Race Equality Action Plan to
providing insights into sourcing a new provider for Diversity Matters training, the feedback of
EDIC has been central to progressing the university’s EDI agenda. EDIF has also provided an
invaluable space for influencing change. Members of the Forum have provided extensive
feedback on a wide variety of matters, from ensuring King’s Gift Acceptance Policy has been
reviewed through an EDI lens to drawing up recommendations for increasing support for those
who experience pregnancy loss and miscarriage. 

Both the Committee and the Forum have had to navigate decisions around significant
upcoming governance changes over the past year. These conversations have provided members
with many opportunities to reflect on how the Committee and Forum can be best utilised to
have a greater impact on embedding EDI across the university. 

With the collection of responses from the Race Equality Survey, both groups have been
particularly vital for influencing the direction of race equality work on a central level in the past
year. Members provided essential feedback for how the survey could have greater impact in
subsequent years and have helped shape how recommendations could be implemented beyond
the central EDI Function and across the entire university.
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Diversity Matters

Diversity Matters training, which over 2021-22 has been delivered in
partnership with Challenge Consultancy, has staff and manager sessions.
Last year, a total of 808 staff attended centrally organised sessions (573
staff and 235 managers). 

In 2021, the EDI Function carried out a review of the Diversity Matters
training for staff. The review found that while the training was informative
and well attended, King’s had progressed beyond the need for entry level
EDI training and staff would benefit from greater specificity, accessibility
and more advanced levels of training. In response to this finding, the EDI
Function carried out a consultation with key stakeholders to create some
revised learning objectives for the training. This consultation included
members of the EDI Committee, EDI Staff Network members, EDI
practitioners, EDI Forum members and Faculty and Directorate EDI
leads. There was also an opportunity for any staff member to provide
feedback on the draft objectives before they were finalised.  

Following this, the EDI Function went through the procurement process
to find a new supplier to fulfil these revised objectives and provide King’s
staff with a more advanced Diversity Matters training. A new supplier, the
Responsible Business Unit, has been appointed and is working with the
EDI Function to develop the new training, ready for it to be launched in
autumn term 2022.

Find out more about the new Diversity Matters training here. 

Introduction to Equality, Diversity & Inclusion E-
Learning Module

In April 2022, the EDI Function launched a new e-learning module for
staff on the King's Compliance E-Learning system. This module has been
designed for all staff to complete, particularly new starters. The course
explains the terms ‘equality’, ‘diversity’ and ‘inclusion’ and introduces the
Equality Act 2010. King’s approach to supporting and delivering EDI is
also covered, as is staff members’ responsibilities to EDI at King’s.  

This introductory course provides King’s staff with a basis to then further
their EDI learning. Links to further guidance, resources and related
policies are included in the module and after completing this course, staff
are encouraged to attend the Diversity Matters training to continue their
learning.  

Since its launch, 1,094 staff members have completed the course (9% of
staff) and work continues to encourage and support staff to engage in the
training. 

Find out more about the Introduction to Equality, Diversity & Inclusion
e-learning module here.

Training
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To be able to define bias and microaggressions. 
To give examples of bias and microaggressions in action. 
To be able to describe how biases are formed and the ways in which they manifest and
impact people within the workplace and classroom. 
To examine their own biases and to consider strategies to respond to microaggressions.

Trans Matters

EDI is able to deliver Trans Matters training to faculties and directorates on request. This
training is regularly reviewed to ensure it is in line with current legislation and best practice. 
During the last year, EDI delivered Trans Matters training to NMES. 19 people attended an
online session (which was open to all staff) and six people attended an in-person session (which
was open to faculty leadership). The EDI function also delivered three-in-person sessions to staff
from across Estates & Facilities, totalling 59 participants. 

Tackling Microaggressions

King’s has committed to nurturing an anti-racist culture as part of our Race Equality Action
Plan. An aspect of this includes tackling microaggressions within our community. Tackling
Microaggressions Staff Training has been specifically developed to support King's staff to embark
on their professional and personal anti-racist learning and development journey. A student
version of the training has also been created.

214 members of King’s community have attended the training, in addition to those who have
attended previous versions of the training around King’s (this includes IoPPN, RMID, A&H,
and FoDOCS). There are additional sessions planned for the next year. The training delivers a
commitment under our Race Equality Action Plan and supports members of the King’s
community: 

Mutual Mentoring

The Mutual Mentoring scheme is a positive action scheme that recruits staff who
have been identified as being marginalised or underrepresented in senior
leadership roles at King’s. The scheme has had two successful waves with the
second running from August 2021 to March 2022. The third wave will be
launched in the 2022-23 academic year. EDI have already received expressions of
interest from prospective participants. 

Mutual mentoring aims to increase confidence across King’s in championing all
areas of equality, diversity and inclusion by matching a senior leader with a lived
experience mentor. Our lived experience mentors identify as at least one of the
following: a woman, disabled, trans, lesbian, gay or bisexual or Black, Asian and
Minority Ethnic. The senior leader, in turn, can offer guidance on leadership,
career progression and development.

M
en

to
ri

ng
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Tackling Bullying and Harassment
Anonymous Disclosure

The anonymous disclosure process allows staff and students to disclose incidents of bullying,
harassment or discrimination. Anonymous disclosure helps us to identify patterns that, in turn,
can shape our proactive work.

The most frequent behaviour disclosed was bullying. After adding an option to disclose
microaggressions, it has been the second most frequent type of behaviour disclosed. King’s is
addressing this through rolling out Microaggressions Training to the university, as well as
through the Positive Workplace Steering Group and Student Misconduct groups. Other
frequently disclosed behaviours include ‘controlling or coercive behaviour’, ‘harassment’,
‘offensive, intimidating, malicious or insulting behaviour’ and ‘gaslighting’. We have been
successful in increasing engagement with the Anonymous Disclosure Form. From the publication
of the revised form on 5 October 2021 until 31 August 2022, there were 139 disclosures. This
represents a marked increase in disclosures compared to the previous year. While these figures
tell us there is much work to do to tackle bullying and harassment, they also indicate an increase
in trust in our community to disclosure inappropriate behaviours.

The Anonymous Disclosure form has now been incorporated into the Report + Support system
(see below for more details).

Report + Support

The university has introduced Culture Shift’s Report + Support platform to assist in addressing
the Office for Students' statement of expectations that institutions will provide 'easy-to-
understand information for all students and staff on how they can report, disclose or seek support
and advice if they experience or witness any incident of harassment and sexual misconduct'.

Report + Support is a platform for students, staff and visitors to report bullying, harassment,
sexual misconduct and other inappropriate incidents. It also signposts those reporting to sources
of support and provides immediate support information.  Report + Support allows for seamless
data collection and analysis, enabling both reporting and responses to Freedom of Information
requests, which frequently concern issues such as harassment, bullying and sexual misconduct. It
allows the collection of rich, centralised data sets, facilitating proactive analysis and informs
interventions.  The system allows data to be presented and shared in various forms at a glance, in
detail or over time, which will empower and inform King’s strategy and long-term preventative
solutions. 

The introduction of the Report + Support platform will also support King’s to deliver on the
King's Vision 2029 'to create an inclusive environment where all individuals are valued and able
to succeed'. The platform allows King’s to take proactive steps to tackle negative and harmful
behaviour. It also reduces barriers to reporting by providing a variety of reporting options and
explaining clearly how reports are processed at a local and institutional level.

This work is led by Joy Whyte (Education & Students Strategic Director), Frances Kirby
(Associate Director, Student Conduct and Appeals), Lorna Adair (Head of Employee Relations)
and Lorraine Kelly (Director of Organisation Development and Interim Director of EDI) and
supported by colleagues throughout King’s. The EDI Function has been one of many voices in
supporting and ensuring a survivor-centric response through this new product.
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Gender Equality
Gender equality has been a priority for King’s for many years.  

King’s recognises that the dialogue in the press, on social media and on our campuses can be
polarising, exaggerating tensions between sex-based rights and gender identity protections.  

King’s staff and students all have a duty to ensure our work and study environments are
respectful and that all our staff and students can be themselves, thrive and work alongside each
and every member of our community.  

King’s sex and gender equality work is guided by the Athena Swan accreditation, which is
outlined in more detail in the 'Evaluation and Recognition' section.

King’s is 38th in the world and fifth in the UK for UN Sustainability Goals connected to gender
equality.  

The EDI Function works with the full breadth of King’s Community to build capability, increase
capacity and embed an intersectional and inclusive gender equality approach throughout King’s.
As well as EDI-led activity, the support provided through the Projects and Partnerships team and
through consultancy enables a locally driven approach within a university-aligned framework.  

The Athena Swan Delivery Team (ASDT) has overseen the university’s sex and gender equality
work.  

King’s have international influence and reach for evidence-based gender equality work through
the Global Institute for Women’s Leadership (GIWL).  

The ASDT commissioned GIWL to undertake research into a professional services directorate
and a faculty within King’s. In collaboration with the Research Management & Innovation
Directorate (RMID) and King’s Business School (KBS), GIWL is conducting research to assess
gender inclusivity in working culture in these areas. The research will be a catalyst for RMID
and KBS to progress gender equality activity based on tailored recommendations.  

Looking to external engagement and impact, GIWL has launched an Executive Education
Programme with KBS. This course is designed to help leaders harness the benefits of gender
inclusion and avoid the common mistakes organisations make when enacting change
programmes designed to increase gender inclusion.   

GIWL collaborated with Ipsos Mori on an international study into gender bias and had a high
profile International Women’s Day celebration with Theresa May.

The Global 
Institute 
for Women’s 
Leadership
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Race Equality
King’s Race Equality Action Plan comprises of six themes: 
1. Leadership and accountability for race equality
2. Building capability around race equality
3. Attracting, appointing and investing in talent
4. Sensitively discussing race
5. Building a culture of inclusion and tackling unacceptable behavior, including microaggressions
6. Inclusive education and closing attainment gaps

Senior leadership buy-in and support is integral to the implementation of this plan. Our race
equality work is sponsored by Vice President (International, Engagement & Service), Professor
'Funmi Olonisakin and King’s progress was presented to the Professional Services Executive on
13 October 2021.

In the last year, the EDI Function conducted a race equality survey, which received 268 student
responses and 491 staff responses. The results have been presented to key stakeholders and the
EDI Function are currently exploring the best way of disseminating the data so that areas can
segment it in the way that is most useful for them.

The EDI Function delivered microaggression training to 200 members of staff and 14 students
and, due to demand, have booked further sessions. Microaggressions are one of our ‘stubborn
issues’ and so it is encouraging to see an appetite for training across King’s. 

King’s has awarded a series of Harold Moody scholarships to Black Home postgraduate students
in arts, humanities and social sciences, providing full funding for a four-year PhD. 

Through EDI communications channels, key dates have been marked, such as Black History
Month, the International Day for the Elimination of Racial Discrimination and Windrush Day.
The EDI Function has sought to platform the voice of others by featuring guest blogs on
Diversity Digest

Our Race Equality Action Plan spans a number of years and so this work is by no means
complete. This year’s priorities include the creation of a race allyship toolkit, communications
strategy and various research pieces (including how to diversify our Professors of Practice). 
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Disability inclusion is a key priority for both the EDI Function and King’s more broadly.
Collaboration across the university has been essential to help improve disability inclusion
activity. 

The Disability Inclusion Steering Group has now been established for over a year. The Group
provides strategic oversight of all disability inclusion activity for staff and students and is chaired
by the Senior Leadership Sponsor for Disability Inclusion, Professor Richard Trembath (Senior
Vice President, Health & Life Sciences and Executive Director of King’s Health Partners). The
Group brings together key stakeholders who lead disability inclusion across the university. 

Improving accessibility across the King’s Campuses has been a priority during the 2021-22
academic year and it will continue to be a priority in King’s disability inclusion work and
ongoing estates masterplanning. King’s has renewed its contract with AccessAble which provides
access guides for all buildings across the King’s campuses. These access guides will continue to be
updated to help our King’s community access and navigate our buildings. 

Our colleagues in Estates & Facilities continue to work with AccessAble, and will be exploring
ways to work closely with them to support us in planning for improvements to the King's built
environment. To support this work, Estates & Facilities are working to establish a new oversight
group to improve how reasonable adjustments and accessibility improvements to King’s spaces
are received and delivered. 

In spring term 2022, the EDI Function led an institutional response to a government consultation
on disability workforce reporting. Developed in consultation with key stakeholders, including the
Access King’s Staff Network, this response argued that any mandatory reporting on disability
must be accompanied by wider actions to improve transparency and inclusion.

The EDI Function are currently developing guidance for staff and managers on how to navigate
reasonable adjustments. This guidance will form a part of the staff Adjustments Passport Pilot
that is in development. The Disability Inclusion Hub  has also continued to be available to staff,
including a Disability Toolkit, information about the Access King’s Staff Network and links to
the Digital Accessibility Toolkit. 

In the summer term, King’s took part in a Student Disability Adjustments Passport Pilot. The
Passport has been developed by the Department for Education and the Department for Work
and Pensions to provide students with a record of their adjustments that they can take from
university into the workplace. The aim is to help students transition into employment with the
support they need to succeed. The pilot was led by the University of Wolverhampton, with
King’s taking part in the research by providing a group of eligible students to trial the Passport
and provide their feedback on the scheme. This feedback will directly influence how the scheme
is developed. 

Disability Inclusion 
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Digital Accessibility

Over the 2021-22 academic year, digital accessibility continued to be a priority for King’s.
King’s continues to work to ensure compliance with The Public Sector Bodies (Websites and
Mobile Applications) Accessibility Regulations 2018. 18 Digital Accessibility Statements have
now been published on the Accessibility webpage and the EDI Function continues to support
this work through quality assurance checks for any new statements. Guidance for staff on
creating accessibility statements is available on the Digital Accessibility Toolkit. 

There are two different resources to ensure accessibility: Siteimprove for web content and
Blackboard Ally for teaching materials and to enable students to download content in alternative
formats. All staff can use these resources to check their content. King’s Blackboard Ally
accessibility score is 94.1% (up by 10.6 percentage points from last year) and our Siteimprove
accessibility score is 59.9% (up by 2.5 percentage points from last year). 

This year also saw the launch of the Digital Education Accessibility Baseline KEATS course
developed by the Digital Education Accessibility Task and Finish Group. The course outlines
the core principles for accessible digital education, particularly for KEATS areas, and guidance
for how to interpret and enact them. EDI and DS&I continue to promote the use of this resource.

Disability Support and Inclusion

Disability Support & Inclusion (DS&I) is the team in Student Services that has the overall
purpose of working to remove barriers faced by disabled students so that they can participate
within the King’s community on an equal level to their peers. 

2021-22 has seen an increase in students informing the university of a disability and
registering/engaging with the team. DS&I have supported more that 4,190 students in 2021-22
as well as 2,264 students who are dormant (a dormant student has deferred assessments and will
only attend university to do the assessments) or on interruption. 

A total of 368 King’s Inclusion Plans (KIPs) have been created and the team has had 36,821
interactions with students.

A full review of DS&I processes and services for disabled students has been undertaken and this
has identified key changes required in order to continue support for the inclusion of disabled
students. These changes include greater prioritisation of need, clarification of the purpose and
role of KIPs and Personalised Assessment Arrangements (PAAs), the offer of disability inclusion
guidance to staff and the strengthening of the DS&I staff and leadership team. 

Key Milestones / Achievements

DS&I conducted a student survey in summer 2021, receiving 304 responses. The results of this
have informed the thinking of the DS&I Service Strategy and the changes being introduced to
better support disabled students in 2022-23. They will be surveying again this summer and look
to compare the findings. 

DS&I collaborated with Residences to review and enhance the Additional Accommodation
Requirements (AAR), enabling closer collaboration between DS&I and Residences to provide
appropriate accommodation offers to disabled offer holders and students, supporting with regular
meetings to review applications. 
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In 2021-22 the Academic Standards Sub-Committee (ASSC) approved the widening of
eligibility for Coursework Cover Sheets and Examination Script Stickers to all neurodivergent
students. DS&I collaborated with faculties and secured ASSC agreement to widen their use to
clinical-based programmes for 2022-23. Coursework Cover Sheets and Examination Script
Stickers, when attached to work submitted for assessment marking, identify that a student has a
confirmed disability under the umbrella term ‘neurodiversity’. This includes students with
specific learning difficulties such as dyslexia and dyspraxia and also other disabilities that are
recognised as impacting on the student’s information processing and/or working memory. They
enable academic staff when marking anonymously submitted work to make reasonable
adjustments.

DS&I also collaborated with Exams and Assessments to simplify the Personalised Assessment
Adjustment (PAA) form in time for 2022-23. A task and finish group will be convened to
consider PAAs in faculties and look to embed the alternative assessment process into the PAA
structure.
  
DS&I collaborated with the Centre for Doctoral Studies to develop reasonable adjustment
processes for PGRs and are actively participating in the ongoing review of support for this cohort. 

DS&I collaborated with the Specialist Case and Appointment Management Project to secure
service improvements that have been on hold for a number of years, helping with the creation of
a streamlined, effective process of engagement for disabled students and staff supporting students. 

DS&I collaborated with Estates & Facilities on a number of issues relating to access of the estate,
including the Strand Masterplan Project.  A specific incident led to a joint paper from DS&I and
EDI being presented to the Senior Leadership Forum, with specific recommendations to move
forward.  This activity will be continued in 2022-23.

I would like to take the opportunity to thank [my disability
adviser] who helped me with the DSA process. She was so

helpful and quick at responding and listened to my concerns. 

Quotes from the Disabled Students Survey 2021 

The disability support provided this year despite the difficulty
of online teaching was exceptional. [My disability adviser]

ensured my professors were aware of my disability and gave
me plenty of information, which gave me confidence.
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Disability Overall satisfaction

Learning disability 60.8%

No known disability 72.8%

Other disability, excluding learning 62.7%

National Student Survey Results

The National Student Survey (NSS) is an annual survey of final year undergraduate students
that enables King’s to see how it performs in comparison with the rest of the sector. It aims to
capture the student experience as a whole and results can be broken down by demographics. Our
overall satisfaction rate has decreased from 73.4% in 2021 to 71.0% in 2022. The results can be
broken down by demographics and some examples are provided below.

 

Disability

Disability Overall satisfaction

Asian 70.2%

Black 62.8%

Mixed 74.2%

Other 67.2%

White 73.4%

Ethnicity

Black

Disability Overall satisfaction

Female 70.6%

Male 72.0%

Gender
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Research Excellence Framework

After the Research Excellence Framework (REF) exercise, King’s carried out a review of
preparations that was circulated to all staff, so that all perspectives and input for all communities
could be captured.

A component of REF2021 that was found to have resulted in beneficial culture change was the
inclusion of EDI assessments as a key component, featuring in staff selection and environment
statements. Processes for identifying eligible staff were reported to have worked well and the
applicable circumstances process was considered useful for identifying the key issues faced by
researchers. King’s presence on the REF Equality and Diversity Advisory Panel also provided
an insight into how the applicable circumstances were being viewed by REF and gave a
key means to influence how REF took place.  

The findings from the review suggested that further work remains to be done to embed EDI in
REF processes.

Research England will be publishing an intersectional equality impact analysis on REF output
scoring, which will identify groups of staff that score less well in the REF. The REF Director is
planning to work with the EDI Function to connect with existing action plans and to devise
future interventions to address structural inequalities and to ensure that all of our research-active
staff are able to reach their full potential. 

In the national Equality and Diversity Advisory Panel, it was recognised that the impact of the
pandemic highlighted differential outcomes and experiences due to inequalities. EDI and cultural
change are key factors in cultivating research excellence, as structural inequalities impact on the
contributions talented research and academic staff can have through their work. This is further
evidence that all the EDI efforts across the university are needed to support innovation and our
university strategy.
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Inclusive Education Student Partners (IESP) - IESP is a leadership and professional
development opportunity for 18 Black and Minority Ethnic students across the nine
faculties. Students are paid to provide a student perspective on issues relating to race
inequality and inclusive education within their faculty. As a result of the programme, 100%
of students agreed they had developed new skills that would help them professionally. 

Inclusive Practice for Educators Training – With over 60 colleagues who have attended so
far in 2021-22, the training enables colleagues to explore how they can embed inclusivity
into their own practice. 

Inclusive Education Toolkits – Toolkits provide educators with guidance in areas such as
creating safe spaces, running inclusive events and using inclusive terminology.  

Common Ground – The project aims to source and specify strategies for building rapport,
given research evidence indicates that improving rapport between and among educators and
students will have a positive impact on student success and wellbeing.

Attainment Gaps 

Closing differences in attainment by ethnicity is a strategic priority for King’s and is a key
outcome within the Access & Participation Plan and Race Equality Charter Action Plan.  

The trend for differences in attainment by ethnicity for good honours remains stable (3% in
2019-20 to 4% in 2020-21) and has shrunk considerably for firsts (8% in 2019-20 to 4% in
2020-21). Compared to other Russell Group universities, the Balanced Scorecard for 2020-21
has put our gap for firsts in the upper quartile (1.4%). 

While this is great progress, it is unclear at this stage whether the closing of the gap is down to
measures implemented by King’s to address the gaps or whether changes in assessment methods
and other pandemic-related factors have played a role. This will become clearer over time.  
In 2021-22, NSS satisfaction levels for Black students improved by 4.8% (an improvement
within a pre-existing satisfaction gap).

Attainment Workstream 

Work on closing attainment gaps at King’s is led by the Attainment Workstream who report to
the Inclusive Education Steering Committee. The Attainment Workstream is made up of
Inclusive Education and EDI leads within faculties, Personal Tutoring and Assessment leads and
other professional services colleagues. 

The key priorities have been looking at how to better produce evidence-informed interventions,
the role of assessment and feedback in student attainment and inclusive curricula.  

There have been several efforts to support staff in addressing their attainment gaps, which have
included embedding considerations of attainment gaps in central programme regulation and
development processes and rewarding inclusion in academic promotion. Other structured
interventions include: 
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Broadening Musical Performance - providing a broader repertoire of composers and
coaching students in their performances of this music.
Decolonising the Digital Humanities Undergraduate Curriculum - involving students in the
research and redesign of their own curricula.
Careers+ Virtual Practice Assessment Centre - a bespoke package of holistic careers support
designed specifically to support students from underrepresented groups in HE.

Race Equity & Inclusive Education Fund  

The Students and Education Directorate deliver the Race Equity & Inclusive Fund (REIEF),
which supports projects that aim to address racial inequality or create a more inclusive student
experience at King’s.

A total of 13 projects were awarded funding in 2021-22 addressing the REIEF objectives. These
objectives include diversifying and decolonising the curriculum, specific actions to close the
Black and Minority Ethnic attainment gap and assessment reform. 

Some examples of the projects funded include: 

Conversations about Race

Conversations about Race (CaR) launched in the 2019-20 academic year and aims to create safe
spaces for the King’s community to engage in race-based conversations. The programme was
developed in collaboration with Citizens UK. Community organising techniques are employed to
facilitate safe and meaningful discussions about race between students and staff from all
backgrounds.

In 2021-22, CaR worked with seven faculties and two schools (School of Neuroscience and
Biomedical Engineering & Imaging Sciences) to trial a revised programme. The same cohort
attended two sessions rather than one. The first session was attended by the whole cohort for a
conversation about race. The next two sessions were aimed at Black and Minority Ethnic and
non-Black and Minority Ethnic participants. Black and Minority Ethnic participants attended a
session that aims to hold a space for the complexities that can come with speaking about race and
racism to people with no lived experience of it. Non-Black and Minority Ethnic participants
attended a session focused on action planning, putting the necessary onus on non-Black and
Minority Ethnic participants to tackle racism within their faculty.

I was able to also see my own biases playing out in scenarios in a safe space
where I could focus on seeing them and learning in a more neutral way. 

– Professional services staff member
 
 

I found the session extremely positive... Such sessions are important for
ensuring the wellbeing of international students. 

– Master's student
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King’s Business School

The EDI Committee was formed this academic year, with its first meeting taking place in
November 2021.

We have been working to produce a data-led long-term Action Plan that identifies the work that
needs to be done to improve EDI across King's Business School in the next four years.

The Action Plan has been co-produced with our EDI Committee who will be forming four
strategic action groups to commence the delivery of the plan: Athena Swan (Self-Assessment
Team), Inclusive Education, Organisation and Culture, and Staff Diversity and Development. 

The Faculty was successful in its bid for an Innovation Fund, which led to the recruitment of an
Organisational Psychologist. The appointed candidate will begin work on piloting a redesign of
recruitment and selection processes in the faculty to ensure they are clear and do not lead to
inequitable practice. Alongside this, we are participating in research conducted by the Global
Institute for Women’s Leadership as a catalyst for our EDI activity and to form a university
knowledge base. 

A priority for us has been improving the visibility of EDI across the faculty with more regular
communications through the staff newsletter, podcasts and work with our diverse alumni.

We have been developing a staff SharePoint Site and a student KEATS page that will house all
relevant faculty- and university-level EDI resources, such as training sessions, toolkits and King’s
policies.

Safyan Rahman (EDI Project Officer) & Dr Maddy Wyatt (Faculty EDI Lead)
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Faculty of Dental, Oral & Craniofacial Sciences

Faculty EDI staff have continued to run EDI workshops in the annual Teacher’s Education Day.
To ensure that we continue to reach our student body, we have embedded EDI into the
undergraduate curriculum through Professionalism, Leadership and Management Workshops.
This year we ran workshops for years 1, 2, 3 and 4 covering the Equality Act 2010,
microaggressions, being an active bystander and cultural competency. 

Katya Griffin, Student Wellbeing Manager, has launched Call Me By My Name - training and
guidance supporting staff to correctly address students. This is starting to be adopted by the
wider university.

The EDI committee and AS Working Group provide regular EDI updates and signposting
through the FoDOCS newsletter and emails. This includes promoting mentoring opportunities
for all staff, bullying and harassment support and reporting tools, signposting to policies and
guidance, and training opportunities. We have recently updated the faculty intranet EDI pages to
be more accessible. We have added self-education resources for staff and students with a focus on
inequalities and health. 

We have launched the second series of our Culture Change training sessions for staff, starting
with Deaf Awareness in Dentistry. We provide CPD certificates for all FoDOCS-based
sessions. We have also continued to run ‘Conversations about Race’ sessions. 

In 2022, we launched the first FoDOCS EDI survey to build an evidence base for our ongoing
work.

Lauren Blackwood (EDI Project Officer) & Dr Sasha Scambler (Faculty EDI Lead)

The Dickson Poon School of Law

Athena Swan and adapting to the transformed charter guidance has been the core focus in the
faculty over the past year. 

We have facilitated difficult conversations within the EDI Committee about data collection for
the Athena Swan renewal application and have worked to ensure the committee’s input directly
informs the processes for the application, such as the Culture Survey. 

We have also been mapping out what our key focus points for EDI will be across the next year
and aim to progress conversations on race and gender within the faculty. 

Through beginning the development of an EDI Action Plan and working with our Student
Experience Team to take a more proactive and innovative approach to race equality, we are
confident that the faculty will make significant strides with our EDI agenda.

Safyan Rahman (EDI Project Officer) & Professor Ann Mumford (Faculty EDI Lead)
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Faculty of Nursing, Midwifery & Palliative Care

The NMPC EDI Committee was excited to launch the EDI Action Plan in spring 2022. The
strategy to deliver on the plan will continue to underpin our EDI work in the faculty for the next
three years.   

Three EDI Strategy groups are taking responsibility for the themes identified in the action plan
by directing key activities, undertaking six-monthly reviews, analysing data and identifying
future directions and resources. The nine themes are organised into three strategic areas:
Organisation & Culture; Inclusive Education & Research and Staff Diversity & Development. In
addition to the strategic groups, members can identify task-and-finish groups to drive EDI work
within the faculty. 

There have been some exciting and collaborative conversations that demonstrate the level of
commitment and dedication to EDI within the faculty including to intersectional approaches as
we consider gender, race, disability and sexual orientation within each of the strategic groups.

We are proud that the Cicely Saunders Institute of Palliative Care renewed its Silver Athena
Swan award this academic year. Staff and EDI members continue to participate in the
Conversation About Race sessions and these inform our actions and priority areas. Our planned
staff development programme includes Inclusive Education, Trans Matters and Equality Analysis
training for the faculty. As healthcare professionals, we are keen that our students and staff
develop their cultural competency through the curriculum and staff development programme.

We are passionate that EDI is everybody’s business and that it is embedded into everything we
do at all levels of the faculty. We champion positive action. We drive change. We celebrate
individuality.

Find out more information on the faculty's webpages.

Sulekha Hassan (EDI Project Officer) & Dr Emma Briggs (Faculty EDI Lead)  
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To those that have adopted, or are learning to adopt, the practice of inclusion into their
research, education, provision of specialised support and interaction with people. 

To those that mentor, sponsor and lift as they climb. 

To those that challenge exclusion, inappropriate behaviour and practices. 

To those that bring EDI into the room before I can put my hand up. 

To those that push us to continuously strive for more. 

Institute of Psychiatry, Psychology & Neuroscience

We have continued to embed accountability within departments through the Culture, Diversity
& Inclusion Achievement Log, addressing the complicated and multi-faceted problem of
bullying and harassment and providing support through our many Inclusive Toolkits. For the
complete list, visit our IoPPN CD&I intranet pages and follow us on twitter at @ioppn.inclusion.
With so many accomplishments across our faculty, this year we are recognising our community:

Thank you! You are an integral part of our work and journey. 

It would be amiss not to thank Professor Ann McNeill who has stepped down as Vice-Dean
(Culture, Diversity & Inclusion). Ann has spent more than a decade driving improvements to our
work and learning environments, positively impacting countless people.

Zoe Kennedy (Culture, Diversity & Inclusion Lead in IoPPN)

Faculty of Social Science & Public Policy

Our focus has been on developing our long-term projects. We have sought the expertise and
opinions of our students when considering ways we can decolonise the curriculum, which we
have received further funding to develop. The students have provided us with invaluable
proposals, and we are extremely proud of how eager they are to hear about the progression.
 
This year, we have successfully launched a Black, Asian and Minority Ethnic peer mentoring
pilot scheme in one of our departments, which seeks to close this gap. This scheme provides our
Black, Asian and Minority Ethnic students with opportunities to develop new forms of peer-to-
peer mentoring to increase holistic support and enable them to achieve their full potential. This
pilot scheme has now been approved for further funding and will be extended by two years. Our
ambition is to employ this learning to refine the scheme across departments in the faculty in
2023-24.  

The faculty is working closely with a doctoral student to assist in a project to create an online
centralised place for all relevant information on the support our postgraduate research students
can receive. We hope to launch this project in the next academic year. To find out more about
EDI in SSPP, please visit our webpage.

Jessica Cole (EDI Project Administrator) & Professor Bronwyn Parry (Faculty EDI Lead)
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Students & Education 

The Students & Education Directorate undertook a number of initiatives to support EDI goals.

The King’s Community Charter was launched in 2021, and all students sign up to it as part of
enrolment and reenrolment. Among other areas of focus, the Charter highlights our commitment
to ‘creating an inclusive, respectful and safe environment for every member of our community to
ensure that everyone feels valued, listened to, and able to contribute with honesty’.

The Global Mobility team is working to ensure that when signing new international mobility
arrangements, King’s commitments to equality, diversity and inclusion are maintained even
when the partner might have different standards.

Student Knowledge & Information have increased the remit of a software system used to support
the Student Services Online portal to identify terms to avoid when writing about gender, age and
disability, allowing the team to think critically about language use. Student Knowledge &
Information has also been preparing a newsletter that is shared with students from widening
participation groups, students from vulnerable groups, mature learners and recipients of the
King’s Living Bursary. The newsletter includes a number of internal and external opportunities
and funding and  is shared with over 4,000 students each month. 

Counselling & Mental Health Support has improved the diversity of its team providing services
to students to ensure better representation for the global majority. It is also addressing barriers to
access, including improvements to intake forms and access for disabled students. 

Libraries & Collections has prioritised training related to LGBTQ+ support, learning about Black
History, and Race, Equity and Inclusion trainings. They have also introduced an anti-racism
journal club to allow discussion using various recourses. The Senior Management Team has also
been meeting monthly for critical engagement conversations. 

At King’s Academy, inclusive pedagogies are at the core of all development activities and
support for our educators. Focused development has been offered to GTAs and academics on
improving inclusion and accessibility as well as reflecting on issues of inclusivity, diversity and
equality to improve teaching practice. 

SED are also continuing to embed work started in 2020-21, including updating local race equity
plans that each team is required to have, moving from the pilot phase of working to remove
structural inequality from our recruitment processes, and incorporating these changes into our
business-as-usual practices. For example, staff have been encouraged to use additional
recruitment platforms such as Black Young Professionals to assist in a more diverse pool of
applicants. 
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Estates & Facilities

The Estates & Facilities Directorate (E&F) is one of the largest and most diverse professional
services directorates at King’s.

E&F’s EDI Steering Group meets regularly, with dedicated projects being supported by a
number of volunteers from across the directorate. Our Senior Leadership Team meets monthly to
discuss progress on our EDI work and surface any risks.  

This year, E&F has begun reviewing our demographic data, which has allowed us to take a more
evidence-led approach to our EDI work. E&F plan to continue reviewing this data on an annual
basis to measure progress. E&F continue to host fortnightly Coffee Mornings, which provide a
regular space for colleagues to get together and share learnings on the topic of EDI.   
E&F has supported the university to celebrate a number of major awareness raising days,
including the Purple Light Up for International Day of People with Disabilities and decorating
our campuses for LGBTQ+ Pride Month. 

E&F has strengthened its relationship with external partners AccessAble and continue to invest
in their expertise. E&F have met with their Founder & Chair and CEO to discuss ways to
develop the partnership and enhance the experience for disabled people using our campuses.  
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Working to ensure communications with alumni in terms of channels used and content is
effective in engaging with our worldwide alumni community.

A week-long ‘sharing our cultures’ event was held during the year. This lasted a week and
consisted of a variety of sessions, including round-table discussions and opportunities to share
and talk about food and clothing that reflects the many cultures and nationalities in the
department. 

Developing an induction pack and session for all new starters to outline the work of the
Group and its action plan. 

Developing a new SharePoint page, including links to university training provision related to
race equality. 

Updating the Departmental recruitment guide to incorporate best practice in terms of
promoting a more diverse workforce. 

The Group will be finalising its plan for 2022-23 and sharing this for discussion with all
departmental staff in October 2022. 

Fundraising & Supporter Development

F&SD has implemented the first year of its Race Equality Action Plan. The plan was developed
following two carefully supported fora for all colleagues to share their experiences and thoughts
about race equality at King’s and crucially to start the conversation about areas for focus in
delivering improvements.  

The formulation and implementation of the plan has been overseen by a Race Equality Working
Group. The plan details actions and milestones in the areas of recruitment, training,
Departmental culture, communicating with alumni and stakeholders, and fundraising activity.
Examples of work across the plan include: 

Research Management & Innovation Directorate

The RMID EDI Committee has continued to meet termly and membership has expanded in the
past year, reflecting greater interest from colleagues within the directorate. RMID is a pilot area
for the workplace adjustments project (currently on hold) and a project led by the Global
Institute of Women’s Leadership on gender and career trajectories. The Inclusive Committee
and Leadership scheme has provided 10 colleagues (four from underrepresented groups) with
opportunities to contribute to key projects within RMID. 

Two-thirds of RMID managers have attended Diversity Matters Managers training, as the
directorate move to ensure all those on hiring panels have undertaken training in EDI. The
Women in Leadership One Team has provided a range of training opportunities and careers talks
to colleagues within RMID and the wider Research Management Network, and these have
proven popular. 

Two colleagues from RMID were supported to undertake the Stellar HE programme, with both
commenting on how this experience was extremely beneficial and transformational for them.
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https://web.yammer.com/main/threads/eyJfdHlwZSI6IlRocmVhZCIsImlkIjoiMTc1MjI0NDU0MTc3NTg3MiJ9


https://internal.kcl.ac.uk/strategy2026
https://www.kcl.ac.uk/about/governance-policies-and-procedures/committees/staff-culture-committee





