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University of Cambridge: REC 2025-2030AP

2025-2030 Race Equality Charter Action Plan

Other Institutional Strategies (as of July 2025)

Strategy Timeframe Origin Abbreviation 

Access and Participation Plan 2025-2029 Education Services APP

Athena Swan 2024-2029 Central ED&I Team AS

Being LGBTQ+ in Cambridge Ongoing Central ED&I Team LGBTQ+

Disability	Confident Ongoing Central University DC

People Strategy 2024-2027 Human Resources 
Division PS

Public Engagement EDI Roadmap Ongoing Public Engagement Team PEER

Student Mental Health and 
Wellbeing Strategic Plan (includes 
the Mental Health Change 
Programme	from	the	Black,	
Asian, and Minoritised Ethnic 
Student Mental Health Advisory 
Group)

2022-2025 Education Services SMHWP

External Strategies and Frameworks  (as of July 2025)

Strategy Timeframe Origin Abbreviation 

Code of Practice on Freedom of 
Speech/Academic	Freedom Ongoing UK Government FoS

Office	for	Students	-	Condition	
E6: Harassment and Sexual 
Misconduct

Ongoing Office	for	Students OfS E6

Worker	Protection	(Amendment	
of Equality Act 2010) Act 2023 Ongoing UK Government WPA
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All activities within the 2025-2030AP will be implemented in accordance with the 
Higher Education (Freedom of Speech) Act 2023.

1. The University has a Code of Practice on Freedom of Speech which covers: 

a.	 	The	steps	the	University	takes	to	secure	freedom	of	speech	within	the	law	for	
members,	staff,	students	and	visiting	speakers	and	academic	freedom	for	academic	
staff;	

b.  The University’s values relating to freedom of speech and an explanation of how those 
values uphold freedom of speech,

c.	 	The	procedures	to	be	followed	by	staff	and	students	and	the	students’	union	for	the	
organisation	of	meetings	which	are	to	be	held	and	activities	which	are	to	take	place	on	
the University’s premises;

d.  The conduct expected of such persons in connection with any such meeting or activity, 
and

e.	 	The	criteria	the	University	uses	in	making	decisions	about	whether	to	allow	the	use	
of its premises and on what terms, and the criteria it follows in determining whether 
there are exceptional circumstances to pass on any security costs to the organisers of 
such meetings.

2.  Nothing in this AP should be read as undermining or conflicting with the Code of 
Practice on Freedom of Speech and in case of any conflict the Code of Practice on 
Freedom of Speech will take precedence.
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Priority 1: Embedding responsibility for race equality across the University 
University-wide	consultations	conducted	in	2024	–	including	the	Staff	Culture	Survey	(SCS)	and	Student	Inclusion	and	Belonging	Survey	(SIBS)
–	highlighted	how	staff	and	student	experiences	varied	depending	on	where	they	were	within	the	institution.	Actions	under	this	priority	
aim to address this by improving local involvement and accountability for race equality, thereby facilitating institutional culture change.

No. Actions Rationale Activities and Outputs Success Measures 
and Timeframes

Responsibility and 
Partnerships

Other 
Strategies 
and 
Frameworks

1.1 Improve 
communication, 
transparency, 
and visibility 
about University 
processes, 
procedures, and 
resources.

Institutional 
consultations revealed 
that	staff	and	students	
had limited knowledge 
about the University’s 
efforts to tackle racial 
inequality.	Staff	and	
students also had 
limited	knowledge	
about key processes 
and procedures 
(e.g. bullying and 
harassment), where 
to	seek	resources	(e.g.	
mental health and 
wellbeing), and how the 
institution integrates 
staff/student	feedback	
into its processes and 
procedures. 
Consultations also 
highlighted how 
experiences with 
communication and 

a) Raise awareness about 
reporting mechanisms 
and processes regarding 
bullying, harassment, 
and discrimination. 
Additionally, raise 
awareness about mental 
health and wellbeing 
resources to support 
individuals undergoing 
the reporting process. 
This action encompasses 
ongoing	work	to	comply	
with	the	Office	for	
Students Condition 
E6	and	the	Worker	
Protection Act.
b) Raise awareness about 
external and statutory 
services for mental health 
by collating resources 
on a SharePoint site. 
Number of visitors will be 
monitored regularly.

a)	All	staff	and	
students will receive 
an annual email 
containing a single 
comprehensive source 
of information about 
reporting mechanisms 
(in alignment with 
E6) by 2025-2026. 
Web analytics will be 
used to monitor the 
number of visitors to 
relevant webpages.
b) Monitor completion 
rates	among	staff	
and students for new 
online E6 training 
modules starting in 
2025-2026. 
c) Monitor attendance 
of in-person E6 
training sessions 
starting from 2025-
2026.

Responsible: 
•  Head of Policy Team 

(1.1a, 1.1e, 1.1g)
•  Education Services 

(1.1a, 1.1c, 1.1f, 
1.1g)

•  HR Case 
Management Team 
(1.1a)

•  Lead HR Business 
Partners (HRBPs) 
and Local HR 
Teams (1.1a, 1.1e)

•		Staff	Wellbeing	
Consultant (Jo 
Clarke)	(1.1b)

•  OEAC (1.1f)
•  HR Communications 

(1.1a, 1.1f)
•  L&OD 

(1.1d, 1.1h)

• AS 2.1
• OfS E6
• PS
• WPA
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No. Actions Rationale Activities and Outputs Success Measures and 
Timeframes

Responsibility 
and Partnerships

Other 
Strategies 
and 
Frameworks

1.1 
(cont.)

transparency varied  
across the University. 
While	some	staff	and	
students felt that they 
received adequate 
information, others 
felt that they either 
received too much 
information (particularly 
upon arrival) or not 
enough information.

c) Increase signposting 
to College resources 
focused on bullying, 
harassment, mental 
health, and wellbeing.

d) Begin monitoring 
uptake	of	mental	
health training for 
managers (launched 
in	2024-2025)	and	
modify the training 
based	on	feedback.	
This will ensure that 
line managers are 
equipped with the 
necessary	knowledge	
and	skills	to	support	
the mental health of 
their colleagues.

e) Encourage 
and facilitate the 
dissemination of best 
practice across Schools, 
Faculties, and NSIs.

d) The 2026 
institutional culture 
survey will show an 
increased percentage 
of	staff	and	students	
who are aware of 
reporting mechanisms 
across various sections  
of the University (e.g. 
OSCCA, Colleges).
e)	Uptake	of	the	mental	
health training for 
managers will increase 
by October 2030. 
f) Begin using 
iCasework	(or	a	similar	
programme) to collect 
data on cases reported 
by	staff	by	January 
2027. 
g) Improved 
awareness of reporting 
mechanisms and 
increased	confidence	
in the institution’s 
approach to handling 
cases of bullying, 
harassment, 

Partnerships: 
•  E6 Group 
•		Staff	Wellbeing	

Steering 
Committee

•		Staff	Counselling	
Service
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No. Actions Rationale Activities and Outputs Success Measures and 
Timeframes

Responsibility 
and Partnerships

Other 
Strategies 
and 
Frameworks

1.1 
(cont.)

f)	Close	the	feedback	
loop by informing 
staff	and	students	
about the outcomes 
of institutional 
consultations (e.g. 
surveys).

g)	Identify	key	
touchpoints	where	staff	
and students receive 
relevant information.

h) Signpost to relevant 
resources	and	staff	
networks	during	staff	
induction events. 

and discrimination, will 
result in more reported 
cases	via	iCasework	and	
increased engagement 
with	the	Dignity	at	Work	
contacts by 2028. Level of 
engagement with Dignity 
at	Work	contacts	to	be	
monitored on a consistent 
basis, and demographic data 
to be analysed.

h) Increased number of 
cases reported via the 
anonymous reporting 
system by 2030.

i) Number of visitors to the 
SharePoint site for mental 
health and wellbeing to 
increase from its launch 
in 2025. Furthermore, 
an increased number of 
clients	will	access	the	Staff	
Counselling Service via this 
SharePoint site starting from 
2025.
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No. Actions Rationale Activities and Outputs Success Measures 
and Timeframes

Responsibility and 
Partnerships

Other 
Strategies 
and 
Frameworks

1.2 Support all 
areas of the 
University to 
identify and 
address local 
race equality 
issues, 
including 
racially- 
inclusive 
policies and 
practices. 
Policies will 
be drafted in 
accordance 
with the 
Higher 
Education 
(Freedom of 
Speech) Act 
2023.

During 
institutional 
consultations, 
staff	and	students	
suggested 
improvements in 
how examples of 
best practice are 
shared across the 
University.	Staff	
and students also 
indicated that the 
effectiveness	of	
ED&I initiatives 
within Faculties, 
Departments, and 
Colleges often 
varied, and that 
these initiatives 
should be better 
integrated into 
regular activities.

a) Provide regular and 
standardised ED&I data on 
staff	demographics,	student	
demographics, and training 
uptake,	to	Schools,	Faculties,	
Departments, NSIs, and other 
local institutions.
b) Hold annual meetings with 
senior	leadership	teams	(SLT/s)	
within each School and NSI, 
to discuss data and support 
integration into local ED&I 
strategies.
c) Support local institutions in 
creating and upholding racially- 
inclusive policies and practices 
via EIAs.
d) Careers Service to review 
data dashboards to allow 
for intersectional analysis on 
attendance trends.
e) BISI to provide data 
dashboards on PGT attainment 
(actual	marks)	and	PGR	
completion (submission rates 
and time to completion) with 
ethnicity	as	a	filter.

a) ED&I data on 
staff	demographics,	
student 
demographics, and 
training	uptake	to	
be provided to local 
institutions on a 
regular basis by 2026-
2027.
b) Annual meetings 
with SLTs to 
commence from  
2026-2027.
c) Local institutions 
to be supported 
in creating and 
upholding inclusive 
policies and practices 
via EIAs starting from 
2025-2026. 
d) Dashboard for 
Careers Service to be 
functional by Summer 
2026. Baseline data 
will be collected, 
and past data will be 
analysed (subject to

Responsible: 
•  ED&I Team (1.2a, 

1.2b, 1.2c)
•  Careers Service 

(1.2d)
•  Education Services 

(1.2a)
•  BISI (1.2e)
Partnerships: 
•  Postdoc Academy 

(PdA; Careers Service 
dashboard)

• AS 6.5
• APP
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No. Actions Rationale Activities and Outputs Success Measures 
and Timeframes

Responsibility and 
Partnerships

Other 
Strategies 
and 
Frameworks

1.2 
(cont.)

availability). Trends 
will be reported 
annually via the 
Careers Service 
governance 
mechanisms, and will 
inform current and 
future operational 
plans, including 
reaching a more 
diverse client base.
e) BISI to provide 
data dashboards on 
PGT attainment and 
PGR completion (with 
ethnicity	as	a	filter)	by	
the end of 2025.

1.3 Build 
confidence	in	
the University’s 
response to 
race-related 
incidents 
of bullying, 
harassment,  
and 
discrimination.

SCS/SIBS	results	
indicated that only 
35%	of	staff	and	
27% of students 
felt	confident	that	
the appropriate 
investigative 
and/or 
disciplinary 
action would be 
taken if they

a) Develop annual reporting 
and data collection on 
investigations into grievances 
and disciplinary cases, based 
on protected characteristics.

b) Further develop and 
deliver targeted training for 
people	undertaking	staff	case	
investigations.

See Action 1.1 Responsible:
•  Director of HR (1.3d)
•  Assistant Director of 

HR (1.3d)
•  HR Case 

Management Team 
(1.3a)

•  OSCCA (1.3a, 1.3d)
•  Head of ED&I (1.3b, 

1.3d)
• L&OD (1.3b)

• AS 2.1 
•  LGBTQ+ 

Review  
1.3, 1.7
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No. Actions Rationale Activities and Outputs Success Measures 
and Timeframes

Responsibility and 
Partnerships

Other 
Strategies 
and 
Frameworks

1.3 
(cont.) 

reported a race-
related incident 
to the University. 
These percentages 
were lower among 
B.A.M.E.	staff	
and students. 
Additionally, only 
23% of students 
were	satisfied	with	
how bullying and 
harassment were  
addressed in 
their department 
while 35% did not 
know.	Qualitative	
findings	also	
showed concerns 
about the 
institution’s 
response to race-
related incidents.

c) Produce induction materials 
and targeted resources to 
support individuals who are 
new to leadership roles, to 
build their understanding 
of their responsibilities in 
supporting the University’s 
expectations of positive 
behaviour, enabling them to 
handle	complaints	effectively.	
Materials and resources will 
be drafted in accordance 
with the Higher Education 
(Freedom of Speech) Act 2023.

d) Develop University- 
wide communications and 
engagement resources for 
staff	to	raise	awareness	of,	
and	confidence	in,	reporting	
incidences of bullying and 
harassment. Additionally, 
guidance will be developed 
to	enable	staff	and	students	
to understand the boundary 
between	Freedom	of	Speech/
Academic Freedom, and 
bullying/harassment.

Responsible:
•  HR Resourcing 

Team (1.3c)
•  HR Policy Team 

(1.3d)
Partnerships:
•  HR Communications 

Team
•		Staff	Counselling	

Service
•  Racial & Religious 

Discrimination 
Advisor
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No. Actions Rationale Activities and 
Outputs

Success 
Measures and 
Timeframes

Responsibility 
and 
Partnerships

Other 
Strategies 
and 
Frameworks

1.4 Improve and 
encourage 
ED&I training 
and education, 
particularly for 
race-related 
content.

Qualitative	analysis	from	SCS/SIBS	indicated	
the need to encourage all members of the 
University – but particularly for those within 
student-facing roles, management, and 
senior leadership – to be upskilled in their 
knowledge about race-related issues 
and other ED&I matters. Consultations also 
indicated that current engagement with 
ED&I training/education is inconsistent 
across the University. 
Furthermore, the new OfS E6 Condition of 
Registration will	require	staff	and	students	
to undergo training on harassment and 
sexual misconduct. 

Launch the 
updated online 
ED&I training 
module in 2025.

New ED&I 
training module 
available for all 
staff	in	2025.

Responsible: 
•  ED&I Team 

(1.4)
Partnerships:
•  L&OD 

(collaboration 
with ED&I 
Team)

•  Schools, 
Faculties, 
Departments, 
and NSIs

• OfS E6
•  LGBTQ+ 

Review
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No. Actions Rationale Activities and 
Outputs

Success 
Measures and 
Timeframes

Responsibility and 
Partnerships

Other 
Strategies 
and 
Frameworks

1.5 Engage relevant 
groups in 
discussions 
about race-
related 
terminology 
and ensure that 
the discussions 
take	into	
consideration 
FoS/	AF	in	
accordance 
with the Higher 
Education 
(Freedom of 
Speech) Act 
2023.

Results	from	SCS/SIBS	showed	that	
only	37%	of	staff	and	48%	of	students	
felt comfortable discussing race-
related	topics	with	their	colleagues/
peers. Language and terminology 
were	often	cited	by	staff	and	students	
as a reason for this discomfort, and 
many stated that advice from the 
central University on this issue would 
be useful.

a) Design the 
format of the 
consultation. 
This includes 
identifying 
groups with 
which to 
engage.
 b) Hold 
discussions 
with	key	groups	
and analyse the 
findings.
c)	Use	findings	
to create advice 
on race-related 
terminology 
which	reflects	
FOS/AF.

a) Key groups to 
be engaged by 
2027.

b) Advice to be 
collated and 
distributed 
by the end of 
2027.

c) Increased 
percentage 
of	staff	and	
students in 
next culture 
survey (2028) 
report feeling 
confident	in	
discussing race-
related topics.

Responsible: 
•  ED&I Consultant for 

Race Equality (1.5a, 
1.5b, 1.5c)

Partnerships:
•  OEAC (provide input 

on consultation 
design and 
communication of 
findings)

• HR 
Communications 
Team (provide input 
on consultation design 
and communication 
of findings)

• LGBTQ+ 1.2
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No. Actions Rationale Activities and 
Outputs

Success Measures and 
Timeframes

Responsibility and 
Partnerships

Other 
Strategies 
and 
Frameworks

1.6 Continue 
to support 
and provide 
visibility for 
the University 
Race Equality 
and Inclusion 
Champions, the 
REN, and other
race-related 
roles/groups	
across the 
University.   

Various roles and 
groups across the 
institution have 
been created to 
provide forums for 
networking	and	for	
addressing race- 
related issues at the 
University. However, 
consultations have 
revealed that the 
institution’s devolved 
structure, and siloed 
approaches to 
working,	can	lead	to 
limited knowledge 
about these 
roles/groups and 
therefore limited 
collaboration on 
shared aims. 

a) Ensure regular 
communication 
and collaboration 
between the 
University Race 
Equality and

Inclusion Champions 
and the REN.

b) Provide 
opportunities for 
intersectional 
collaborations with 
other ED&I-related 
groups	and	networks	
(e.g. Legacies

of Enslavement 
Working	Group).

c) Engage with, and 
use the ED&I CoP 
to collaborate with 
other	networks.

a) REN Co-chairs and 
University Race Equality 
and Inclusion Champions 
to meet biannually – 
facilitated by the ED&I Team. 
Additionally, University 
Race Equality and Inclusion 
Champion to attend REN 
events where possible.

b) Representative from 
the central ED&I Team 
to regularly attend REN 
meetings starting from 2025.

c) Head of ED&I to facilitate 
biannual meetings with 
all	staff	network	co-chairs	
starting from 2026.

d) REN to collaborate with 
at least three race equality-
related	working	groups	per	
academic year, starting from 
2026.

Responsible: 
•  REN Co-chairs 

(1.6a, 1.6d)
•  University 

Race Equality 
and Inclusion 
Champions (1.6a)

•  ED&I Consultant for 
race equality (1.6b)

•  Head of ED&I (1.6c)
Partnerships:
•  L&OD  

(Communities of 
Practice)

•  LGBTQ+ 
Review 1.2
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Priority 2: Improving B.A.M.E. representation at senior levels and in governance structures
The	percentage	of	B.A.M.E.	members	on	key	committees	and	governance	structures	ranges	between	8.3%	and	17.6%.	Actions	under	
this	priority	aim	to	improve	the	ethnic	diversity	of	committees	and	governance	structures	which	impact	key	decisions	within	the	the	
institution, and provide visibility of B.A.M.E. role models at senior levels in the institution.

No. Actions Rationale Activities and Outputs Success Measures and 
Timeframes

Responsibility and 
Partnerships

Other 
Strategies 
and 
Frameworks

2.1 Identify and 
address 
recruitment 
barriers that 
limit B.A.M.E. 
staff	from		
successfully 
applying for 
professorial 
roles. 
Furthermore, 
identify and 
address barriers 
to progression 
into professorial 
roles.

The percentage of 
B.A.M.E. professors 
at the University 
currently sits at 
10.3%. This is 
slightly higher than 
the Russell Group 
(10.0%) but lower 
than the sector 
average (11.7%). 
More	specifically,	the 
percentage of Black 
(0.6%) and Asian 
(6.8%) professors is 
lower than the sector 
average (0.9% and 
7.6% respectively).  

a) Launch the updated 
Board of Electors 
guidance and monitor 
the impact.

b)	Take	forward	the	
development of written 
guidance for Chairs and 
Convenors (HoIs) to 
reinforce	verbal	briefings.

c) Develop “Short Guide” 
on	networking	for	the	
purposes of academic 
recruitment, encouraging 
outreach to global 
candidates from diverse 
backgrounds.

d) Review advertising 
avenues for senior 
academic roles and 
create a list of potential 
viable sources to 
increase the reach of 
roles	within	the	market.

a) Updated Board of 
Electors guidance to be 
launched by the end of 
Michaelmas Term 2025. 
Data will be reviewed 
annually thereafter.

b) Written guidance for 
Chairs and Convenors  
(HoIs) to be launched by 
the end of Michaelmas 
Term 2025.

c) “Short Guide” on 
networking	for	the	
purposes of academic 
recruitment to be 
launched by the end of 
Michaelmas Term 2025.

d) List of potential 
advertising avenues for 
senior academic roles  
to be created by the 
end of the 2025-2026 
academic year.

Responsible: 
•  HR Resourcing Team 

(2.1a, 2.1b, 2.1c, 
2.1d, 2.1e, 2.1f)

Partnerships: 
•  ED&I Team
•  HR Reward Team

• PS
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No. Actions Rationale Activities and Outputs Success Measures and Timeframes Responsibility and 
Partnerships

Other 
Strategies 
and 
Frameworks

2.1 
(cont.)

e)	Ask	Heads	of	
Faculty/Department	to	
consider the pipeline of 
potential applications 
(e.g. ethnic diversity of 
eligible pool).

f) Use media and 
briefings	to	support/
encourage recruitment 
of candidates from 
diverse	backgrounds.

e)	Heads	of	Faculty/Department		
asked	to	consider	the	pipeline	of	
potential applications on an annual 
basis from the end of the 2025-
2026 academic year (alongside 
annual review of data). 

f)	Media	and	briefings	to	be	used	
to	support/encourage	recruitment	
starting from the 2026-2027 
academic year.

g) An increased number of 
applications for professorial roles 
from B.A.M.E. academics throughout 
the lifespan of the AP. Data will be 
reviewed annually starting from the 
end of the 2025-2026 academic 
year.

h) The University’s percentage 
of B.A.M.E. professors will reach 
the	current	sector	benchmark	of	
11.7% by 2030. In particular, the 
University’s	percentage	of	Black	
professors will reach the current 
sector	benchmark	of	0.9%	by	2030, 
while the percentage of Asian 
professors will reach the current 
sector	benchmark	of	7.6%	by	2030.
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No. Actions Rationale Activities and Outputs Success Measures and 
Timeframes

Responsibility and 
Partnerships

Other 
Strategies 
and 
Frameworks

2.2 Ensure that 
the proportion 
of B.A.M.E. 
applicants 
for the ACP  
schemes 
reflects	the	
proportion of 
the eligible 
B.A.M.E.	staff	
population.

Although the pool 
of eligible B.A.M.E. 
staff	for	the	ACP	
schemes – especially 
the ACP R&T scheme 
– has increased 
in recent years, 
the percentage 
of B.A.M.E. staff  
who apply for this 
scheme, remains 
consistently lower 
than the percentage 
of White applicants. 
However, when 
B.A.M.E.	staff	do	
apply, they typically 
have a similar or 
higher success 
rate than White 
applicants.

a) Provide annual 
workshops	for	the	CV	
Mentoring Scheme 
and the ACP schemes 
(R&T; T&S; Research 
and Teaching; Teaching 
and Scholarship; 
Research).	The	uptake	
of	these	workshops	
among B.A.M.E. and 
female applicants will be 
evaluated annually.

b) Consider the 
development of 
workshops	for	the	
biennial ACP Grade 12 
scheme based on the 
applications received for 
the	first	round	in	2025.

c) Consider whether the 
ACP application form can 
include	a	field	where	the	
HoI can state if they have 
had a conversation with 
the applicant.

a)	Annual	workshops	
for the CV Mentoring 
Scheme and the ACP 
schemes will have an 
increased	uptake	by	
B.A.M.E. applicants by 
2030.

b) Depending on the 
applications received 
for	the	first	round	in	
2025, develop biennial 
workshops	for	the	ACP	
Grade 12 scheme by 
2028.

c) If possible, include 
a	field	in	the	ACP	
form to indicate 
that the individual 
has discussed their 
application for 
promotion with their 
HoI by 2028.

Responsible:
•  Reward Team  

(2.2a, 2.2b, 2.2c)
Partnerships:
•  Postdoc Academy 

(mentoring for 
research staff)

•  CCTL (briefing 
session and 
workshop for T&S 
staff)

•  L&OD (talent 
management)

•  Schools, Faculties, 
and Departments

• AS
• PS
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No. Actions Rationale Activities and Outputs Success Measures and 
Timeframes

Responsibility and 
Partnerships

Other 
Strategies 
and 
Frameworks

2.3 Undertake	
analysis to 
identify any 
intersectional 
barriers in 
recruitment 
between race 
and other 
protected 
characteristics 
for senior 
Academic and 
PSS roles.

Ethnic diversity 
among the higher 
grades has 
steadily increased 
since the 2019 
REC application. 
However, B.A.M.E. 
staff are still 
underrepresented 
at senior levels for 
both Academic and 
PSS roles. 

a)  Survey HoS and 
other	key	stakeholders	
to examine guidance 
for selection panels, 
and	look	at	the	Board	
of Electors process.

b)	Take	forward	the	
actions that arise from 
the survey

c)	Work	with	executive	
search	firms	to	
establish a process 
for collecting equality 
data as part of the 
application process, 
and providing this as 
part of their report to 
the University.

a) Analysis completed and 
intersectional barriers 
identified	by	2028.   

b) Ongoing improvement 
in candidate experience 
during the recruitment 
process.

c)	HoS	and	other	key	
stakeholders	to	be	
surveyed during the 2025-
2026 academic year. 
Actions arising from this 
to be implemented during 
the 2026-2027 academic 
year.
d)	Work	with	executive	
search	firms	to	establish	
a process for collecting 
equality data during the 
2025-2026 academic 
year. Implementation to 
occur during the 2026-
2027 academic year.

Responsible:
•  HR Resourcing 

Team (2.3a, 2.3b, 
2.3c)

Partnerships:
•  HR Analytics Team

• ED&I Team

•  HR Recruitment 
Teams

•  HoS

• AS 3.1
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Priority 3: Improving staff recruitment, support, and belonging (staff pipeline and experience)
The	percentage	of	B.A.M.E.	academic	and	professional	services	staff	at	the	University	of	Cambridge	has	increased	since	2019.	However,	
quantitative	and	qualitative	data	showed	disparities	for	B.A.M.E.	staff	during	the	recruitment	process	and	during	their	time	at	the	
University.	Actions	under	this	priority	aim	to	address	common	disparities	which	impact	the	B.A.M.E.	staff	pipeline	and	experience.

No. Actions Rationale Activities and Outputs Success Measures and 
Timeframes

Responsibility 
and 
Partnerships

Other 
Strategies 
and 
Frameworks

3.1 Analyse 
recruitment 
trends to 
identify 
common 
issues 
impacting 
B.A.M.E. 
applicants 
during the 
application, 
shortlisting, 
and	offer	
phases. 

Since the 2019 
REC application, 
the University has 
recruited more 
B.A.M.E. individuals to 
academic, research, 
and professional and 
support services (PSS) 
roles. Furthermore, 
the University has 
attracted increasing 
numbers of 
applications from 
B.A.M.E. candidates. 
However, quantitative 
analysis shows 
that despite these 
increasing numbers, 
B.A.M.E. candidates 
are less likely to 
be shortlisted or 
receive an offer for 
the roles to which 
they have applied.

a) Implement annual 
analysis of available 
recruitment data to identify 
trends in application 
numbers and progress.

b) Generate APs to address 
any	identified	issues.

c) Implement candidate 
experience questionnaires 
to give candidates 
the opportunity to 
provide	feedback	on	the	
recruitment process, 
including any barriers 
identified.

d) Review the guidance 
provided to applicants, 
highlighting the information 
that should be included in 
the application to increase 
the	likelihood	of	improved	
outcomes.

a) The number of applications 
from B.A.M.E. candidates 
to increase throughout the 
lifespan of the AP.

b) The outcome of 
applications from candidates 
from underrepresented 
backgrounds,	particularly	
B.A.M.E. candidates, to 
improve by 2030.

c) APs to address any 
identified	issues	to	be	
developed and implemented 
starting from the end of the 
2026-2027 academic year.

d) Candidate experience 
questionnaires to be launched 
by the end of the 2025-2026 
academic year.

e) Guidance for applicants to 
be reviewed by the end of the 
2025-2026 academic year.

Responsible:
•  Head of ED&I 

(3.1a, 3.1b, 
3.1c, 3.1d)

•  HR Resourcing 
Team 
(3.1a, 3.1b, 
3.1c, 3.1d)

Partnerships:
•  Schools, 

Faculties, and 
Departments

• PS
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No. Actions Rationale Activities and 
Outputs

Success Measures and Timeframes Responsibility 
and 
Partnerships

Other 
Strategies 
and 
Frameworks

3.2 Identify 
and trial 
measures 
to diversify 
advertising 
routes/
materials 
and 
recruitment 
practices 
for all role 
types.

The University has 
recruited more 
B.A.M.E.	staff	
members across 
all role types since 
the 2019 REC 
application. How-
ever, quantitative 
analysis shows 
that most B.A.M.E. 
staff	members	
identify as Asian 
(particularly Chi-
nese or Indian) 
while few identify 
as being from 
an Other Ethnic 
Group, Black, or 
Mixed Heritage. 
Diversifying how 
the University 
advertises and re-
cruits for roles can 
help address the 
underrepresen-
tation of certain 
ethnicities within 
the	workforce.

a) Launch a 
revised Inclusive 
Recruitment 
Framework	which	
includes additional 
recommendations 
on how to attract 
diverse talent.

This	will	take	into	
consideration	FoS/
AF.

b)	Seek	advice	from	
the University’s 
recruitment 
advertising partners 
on other routes to 
market	that	can	help	
encourage more 
applications from 
underrepresented 
groups. Afterwards, 
identify the most 
appropriate 
way to share 
this information 
with	Faculties/	
Departments.

a) The number of applications from 
B.A.M.E.	candidates	(specifically	from	Other	
Ethnic	Group,	Black,	and	Mixed	Heritage	
backgrounds)	to	increase	by	2%	by	2030.

b) Increased percentage of B.A.M.E. 
candidates reaching the shortlisting and 
offer	stage	by	2030.

c) The percentage of B.A.M.E. academics 
to increase to 18% to align more closely 
with	the	current	sector	benchmark	(21.7%)	
by 2030. Furthermore, the percentage 
of	Black	academics	to	increase	to	2%	to	
align more closely with the current sector 
benchmark	(3.4%)	by	2030.

d)	The	percentage	of	B.A.M.E.	PSS	staff	
to	reach	the	current	sector	benchmark	
of	15.4%	by	2030. Furthermore, the 
percentage	of	Black	PSS	staff	to	increase	to	
3% to align more closely with the current 
sector	benchmark	(3.7%)	by	2030.

e) Updated Inclusive Recruitment 
Framework	to	be	launched	by	Lent Term 
2026.

f) Information from University’s 
recruitment advertising partners to be 
shared	with	Faculties/Departments	by	the	
end of the 2025-2026 academic year.

Responsible:
•  HR Resourcing 

Team (3.2a, 
3.2b)

Partnerships:
•  University’s 

recruitment 
advertising 
partners

•  Schools, 
Faculties, 
Departments, 
and NSIs

• PS
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No. Actions Rationale Activities and 
Outputs

Success Measures and Timeframes Responsibility 
and 
Partnerships

Other 
Strategies 
and 
Frameworks

3.3 Increase 
involvement 
with 
Cambridge 
city’s local 
B.A.M.E. 
community 
to diversify 
recruitment.

Benchmarking	
data shows that 
Black	(1.2%),	Mixed	
Heritage (3.7%), and 
Other Ethnic Group 
(1.6%) academics 
and researchers are  
underrepresented 
when compared to 
local demographics 
(2.4%,	5.1%,	and	
3.1% respectively). 
The same is true 
for Asian (7.3%), 
Black	(1.7%),	Mixed	
Heritage (2.7%), and 
Other Ethnic Group 
(0.7%) in PSS roles.
Furthermore, 
quantitative analysis 
shows that PSS roles 
at the University 
consistently receive 
more applications 
from White rather 
than B.A.M.E. 
candidates.

a) Continue to hold 
job fairs and other 
local events to 
increase B.A.M.E. 
recruitment in PSS 
roles.

b) Build relationship 
with the Cambridge 
Ethnic Community 
Forum (CECF, a 
leading voluntary 
organisation in 
Cambridge which 
works	with	B.A.M.E.	
individuals and 
groups) to identify 
barriers to applying 
for University jobs. 
Afterwards, discuss 
targeted methods of 
talent attraction.

c) Engage with 
organisations that 
support a diverse 
range of service 
users (e.g. BEAM, 
Homelessness 
Charter, Job Centres).

a) The number of applications from 
B.A.M.E.	candidates	(specifically	
from	Other	Ethnic	Group,	Black,	and	
Mixed	Heritage	backgrounds)	to	
increase by 2% by 2030.

b) The percentage of B.A.M.E. PSS 
staff	to	reach	the	current	sector	
benchmark	of	15.4%	by 2030. 
Furthermore, the percentage of 
Black	PSS	staff	to	increase	to	3%	to	
align more closely with the current 
sector	benchmark	(3.7%)	by	2030.

c) Job fairs and other local events to 
be held on an ongoing basis.

d) Relationship with CECF to be 
maintained on an ongoing basis.

e) Engagement with organisations 
that support a diverse range of 
service users to be maintained on 
an ongoing basis.

f) Establish a ‘partnership’ with 
multiple organisations that includes 
support for managers who are 
interviewing/employing	as	well	as	
applicants by 2030.

Responsible:
•  HR Resourcing 

Team 
(3.3a, 3.3b, 
3.3c)

Partnerships:
•  CECF

•  Civic Engage-
ment Manager

•  Recruitment 
and Attrac-
tion	Working	
Group (con-
tains repre-
sentatives 
from Divisions 
and Schools 
across the 
University)

• PEER
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No. Actions Rationale Activities and Outputs Success Measures and 
Timeframes

Responsibility 
and 
Partnerships

Other 
Strategies 
and 
Frameworks

3.4 Improve 
understanding 
of civic and 
community 
engagement 
activities with 
local B.A.M.E. 
communities 
and collect 
more extensive 
ED&I data 
about these 
activities. 

Better	knowledge	of	
civic and community 
engagement activity 
across the devolved 
University will enhance 
the experiences of 
external partners, 
whilst an extensive 
consultation 
and listening 
exercise with local 
communities will 
build trust and 
relationships.

a) Develop a map of 
current data collection 
activities and strategies.

b) Develop, and 
implement the use of a 
demographics form for 
internal and external data 
collection.

c) Establish a Community 
Knowledge Incubator 
Fund with a focus 
on excluded and 
underrepresented 
communities. These 
communities will lead 
on	decision-making	
and funding allocation 
through a Community 
Advisory Panel.

a) Baseline data about 
the University’s current 
audiences will be 
gathered by 2028.

b) Data will be reported 
annually to the REF 
governing body, and other 
relevant	stakeholders	by		
2028.

c) Increased engagement 
between local 
communities and 
the University via co-
production of community-
led ideas and initiatives by 
2030.  

Responsible:
•  Engagement, 

Knowledge 
Exchange and 
Impact Team 
(RSO; 3.4a, 
3.4b, 3.4c)

•  Civic Engage-
ment Manager 
(OEAC; 3.4a, 
3.4b, 3.4c)

Partnerships:
•  University of 

Cambridge 
Museums

•  University’s 
Public Engage-
ment	Network

• PEER
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No. Actions Rationale Activities and Outputs Success Measures and 
Timeframes

Responsibility 
and Partnerships

Other 
Strategies 
and 
Frameworks

3.5 Further 
reduce the 
University’s 
intersectional 
pay gaps 
by ethnicity, 
gender, and 
other protected 
characteristics, 
where data 
permits.

While the University 
has	undertaken	GPG	
and Ethnicity Pay Gap 
(EPG) analyses, it is 
yet to undertake any 
analysis considering the 
intersection of ethnicity 
and gender in relation 
to salary and career 
progression.
The University did not 
hold ethnicity data for 
13.0%	of	all	staff	in	
2023. This comprised a 
nondisclosure rate of 
5.4%	(individuals	who	
actively chose not to 
disclose their ethnicity) 
and a further 7.6% of 
staff	whose	ethnicity	
was	unknown	because	it	
had not been collected 
(e.g. when originally 
appointed), suggesting 
there	is	more	work	to	
be done to improve the 
disclosure processes 
during recruitment and 
during employment.

a) Develop a 
communication 
campaign to increase 
ethnicity disclosure 
rates across the 
University	from	staff.

b) Conduct 
annual analysis of 
intersectional pay gaps 
(gender and ethnicity).

c)	Undertake	cohort	
analysis of the past 10 
years to chart career 
progression.

d)	Undertake	analysis	
of	B.A.M.E.	staff	leavers.	
This includes reasons 
for leaving, number of 
progressions prior to 
leaving, career ‘events’ 
(e.g. family leave) and 
proximity to leaving, 
and exit interviews.

a) Non-disclosure of 
ethnicity reduced to 
less than 10% of all 
staff.

b) Intersectional pay 
gaps	identified,	and	
a decrease observed 
over a 5-year period.

Responsible:
•  Head of ED&I 

(3.5a, 3.5b, 3.5c, 
3.5d)

•  HoS  
(communicate 
about disclosure 
rates; reducing 
pay gaps)

•  Heads of NSIs 
(communicate 
about disclosure 
rates; reducing 
pay gaps)

Partnerships:
•  HR Reward Team

• OEAC

• HR Comms Team

• HRBPs 

•  School 
ED&I Forum 
representatives

• ED&I Champions

•		Staff	Network	
Chairs

• AS 1.2.3
•  LGBTQ+ 

Review  3.3
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No. Actions Rationale Activities and Outputs Success Measures and 
Timeframes

Responsibility 
and Partnerships

Other 
Strategies 
and 
Frameworks

3.6 Develop 
culturally 
appropriate 
resources for 
B.A.M.E.	staff.

Institutional 
consultations 
showed that 
B.A.M.E.	staff	
felt that current 
resources and 
provisions provided 
by the University 
often adopted a 
‘one size fits all’ 
approach, often 
overlooking	the	
unique experiences 
faced by those from 
underrepresented 
backgrounds.	In	
particular, B.A.M.E. 
staff	noted	that	
resources relating to 
mental health and 
wellbeing, as well 
as those relating to 
bullying, harassment, 
and discrimination 
should be 
more culturally 
appropriate.

a)	Upskill	people	involved	
in investigations on race-
related matters and other 
ED&I topics. This will be in 
accordance with the Higher 
Education (Freedom of 
Speech) Act 2023.

b)	Update	policies	to	reflect	
appropriate race-related  
language and terminology; 
provide guidance to 
individuals involved in policy-
making	about	creating	
culturally appropriate policies. 
This will be in accordance 
with the Higher Education 
(Freedom of Speech) Act 2023.

c) Ensure that recruitment 
panels	within	the	Staff	
Counselling Service are 
diverse to improve the ethnic 
representation of counsellors.   

d) Review current mental 
health and wellbeing 
resources to ensure that they 
are	fit-for-purpose	and	are	
reaching	B.A.M.E.	staff.

a) By 2030, 90% of HR 
Case Management 
Team members will 
be trained within 
6 months of being 
recruited. Furthermore, 
100% of new internal 
investigators will be 
trained by 2030.

b) By 2027, 90% 
of	Dignity	at	Work	
contacts will be trained 
on race-related matters 
and other ED&I topics.

c)	The	Staff	Counselling	
Service will review 
applications to identify 
B.A.M.E. candidates 
who	can	be	upskilled.	
Starting from 2026-
2027,	qualified	B.A.M.E.	
candidates can be 
given the opportunity 
to	work	as	an	
associate for the SCS 
to gain the necessary 
accreditation.

Responsible:
•  HR Case 

Management 
Team (3.6a, 
3.6b)

•		Staff	Counselling	
Service (3.6c, 
3.6d)

•  REN (providing 
guidance via 
consultations)

Partnerships:
•		Dignity	at	Work	

Contacts

• L&OD

• PS 
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No. Actions Rationale Activities and Outputs Success Measures 
and Timeframes

Responsibility 
and Partnerships

Other 
Strategies 
and 
Frameworks

3.7 Provide 
effective	
resources 
to enable 
progression 
and 
promotion of 
B.A.M.E.	staff	
members. 

Although the ethnic 
diversity within 
higher	staff	grades	
is slowly increasing, 
quantitative analysis 
shows that B.A.M.E. 
staff	are	still	more	
likely	to	be	in	lower	
grades than White 
staff.
Furthermore, while 
the pool of eligible 
B.A.M.E.	staff	for	
the ACP schemes  
– especially the 
ACP R&T scheme 
– has increased 
in recent years, 
the percentage 
of B.A.M.E. staff   
who apply for this 
scheme remains 
consistently lower 
than the percentage 
of their White 
counterparts who 
apply.

a) Promote and support 
mentoring schemes for

B.A.M.E.	staff	members	and	
staff	members	from	other	
underrepresented groups. 
Work	with	the	REN	to	align	their	
proposed mentoring scheme 
with	this	work.

b) Address disparities in the 
percentage	of	B.A.M.E.	staff	who	
receive contribution increments.

Data will be reviewed across all 
pay progression schemes (CRS 
Academic and Research, CRS 
Professional Services, CRS 12, 
and ACP 12).

c)	Provide	annual	workshops	
for the CV Mentoring Scheme 
and the ACP schemes (R&T; T&S; 
Research).	The	uptake	of	these	
workshops	among	B.A.M.E.	
and female applicants will be 
evaluated annually.

a) In the 2026	Staff	
Culture Survey, 50% 
of	staff	will	state	
that they believe 
there	are	sufficient	
opportunities for 
career progression 
at the University.

b) Analyse CRS data 
after three years to 
identify trends.

c) Develop a 
CRS	toolkit	for	
institutions and 
awarding authorities 
by 2028. 

d) Provide guidance 
to	HoIs/HoS		to	
encourage them to 
review ethnicity and 
gender data trends 
by the HR Reward 
Team by 2028. 
An accompanying 
briefing	session	for	
line managers will be 
developed by 2028. 

Responsible:
•  Head of ED&I 

(3.7b, 3.7h)
•  Head of L&OD  

(3.7a, 3.7c, 3.7d, 
3.7e, 3.7f, 3.7g, 
3.7j)

•  Professor 
Franklin	
Aigbirhio (3.7i)

Partnerships:
•  HR Reward Team

• ED&I Team

•  Reward and 
Recognition 
Project Team

•  Schools, 
Faculties, 
Departments, 
and NSIs

•  REN

•  PdA

• AS 1.3, 1.5
•  LGBTQ+ 

Review  
3.5.1

• PS
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No. Actions Rationale Activities and Outputs Success Measures and 
Timeframes

Responsibility 
and 
Partnerships

Other 
Strategies 
and 
Frameworks

3.7 
(cont.)

d)	Consider	the	development	of	workshops	for	
the biennial ACP Grade 12 scheme based on 
the	applications	received	for	the	first	round	in	
2025. 

e)	Provide	support	for	B.A.M.E.	staff	under	
the upcoming PSS Career Development 
Framework.

f) Progress the Narrative CV Project, including 
the development of guidance and training to 
support	wider	University	uptake.

g) Develop support and resources for 
prospective postdoctoral researchers.

h) Grow structures for postdoctoral researchers 
to participate in University and departmental 
decision-making	(e.g.	through	representative	
roles on departmental committees, formation 
of/participation	in	School-level	consultative	
forums,	and/or	institutional	societies/
networks),	ensuring	that	postdocs	can	advocate	
for	changes	that	will	benefit	the	community.

i)	Provide	training	opportunities	for	Black	
postdoctoral researchers to enable them with 
the	skills	to	progress	their	careers.

j) Explore the possibility of using positive 
action to reserve spots for candidates from 
underrepresented groups for development 
programmes. 

e)	Uptake	of	workshops	for	
the CV Mentoring Scheme 
and the ACP scheme among 
B.A.M.E.	staff	to	increase	by	
2030.

f) Narrative CV project 
(including the accompanying 
training and guidance) to be 
launched by 2030.

g) PSS Career Development 
Framework	to	be	launched	
by 2028. 

h) Support and resources 
for prospective postdoctoral 
researchers to be launched 
starting from 2025-2026.

i) Increased structures for 
postdoctoral researchers 
to participate in University 
and departmental decision-
making	to	be	in	place	by	
2028.

j) The postdoctoral  scheme 
will be launched between 
2027 and 2029, and will 
provide three positions 
for	Black	postdoctoral	
researchers for two years.
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No. Actions Rationale Activities and Outputs Success 
Measures and 
Timeframes

Responsibility 
and 
Partnerships

Other 
Strategies 
and 
Frameworks

3.8 Identify and 
address 
race-related 
imbalances 
in University 
research 
grant 
applications 
and success 
rates.

Data from UKRI suggests 
that there are race-related 
disparities in the number of 
B.A.M.E. applicants for large 
research grants and the 
number of grants awarded 
to B.A.M.E. applicants.  
Further investigation will 
consider whether there are 
race-related differences 
in application rates, 
success rates, and the 
value allocated between 
academics	of	different	
demographic groups at the 
University.

a) Analyse research grant funding 
applications and success rates by 
ethnicity and other demographic 
information to identify any 
differences.

b)	Undertake	staff	surveys	and	
semi-structured interviews to 
understand	key	drivers	and	
blockers	for	funding	applications.

c) Develop and share 
recommendations to improve 
equity in grant award 
outcomes for academics from 
underrepresented	backgrounds	at	
the University.

a) Analysis 
of research 
grant funding 
applications and 
success rates to 
be conducted by 
2028.

b) Conduct survey 
and interviews by 
2028.

c) Develop 
interventions and 
recommendations 
by 2029.

Responsible: 
•  Director of 

Research 
Services 
(3.8a, 3.8b, 
3.8c)

Partnerships:
•  ED&I Team

•  HR Analytics

•  Schools, 
Departments, 
and Faculties

• AS 1.4

3.9 Identify 
the causes 
behind 
race-related 
disparities 
regarding 
fixed-term 
and open-
ended 
contracts.

Quantitative analysis  
shows that B.A.M.E. staff 
are more likely to be on 
fixed-term contracts than 
White	staff,	thus	limiting	
opportunities for career 
progression and promotion. 
Black	staff	in	particular	are	
more	likely	to	be	on	fixed-
term contracts than open-
ended contracts

Undertake	a	detailed	analysis	to	
understand the disparity based on 
individual	ethnic	groups	on	fixed-	
term and open-ended limited 
funding (OELF) contracts.

Analysis of 
identifying 
causes to be 
completed by 
2030. 

Responsible:
•  ED&I Team 

(3.9)
Partnerships:
•  HR Policy 

Team

• PS
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No. Actions Rationale Activities and Outputs Success Measures 
and Timeframes

Responsibility 
and 
Partnerships

Other 
Strategies 
and 
Frameworks

3.10 Provide regular 
opportunities 
for	staff	to	
provide 
feedback 
about their 
experiences at 
the University.

The	2024	SCS	had	a	
response rate of 23%. 
This is a decrease from the 
27% response rate in 2017. 
Furthermore, only 27% of 
staff overall believed that 
action would be taken 
based on the results of the 
2024	survey.
This	work	will	form	part	
of	a	wider	review	of	staff	
engagement mechanisms to 
be	undertaken	by	HR.

a)	Conduct	the	Staff	
Culture Survey (SCS) every 
2 years from 2026 and 
communicate the results.

b) Review the University’s 
exit survey process and 
develop communications 
to improve response rates 
and	implement	findings.

c)	Establish	a	more	effective	
system for learning from 
exit survey responses and 
locally-conducted exit 
interviews. Urgent issues 
will be escalated and 
themes and trends across 
the	University	identified.

a) The response rate 
for the SCS in 2026 
and 2028 will exceed 
the 23% response 
rate	of	the	2024	SCS.

b) The response rate 
for the University’s 
exit survey will 
increase by 2030.

c) Key themes and 
trends from the 
University’s exit 
survey and locally- 
conducted exit 
interviews to be 
identified	by	2030.

Recommendations 
to address them 
will be developed 
by the relevant 
stakeholders

Responsible: 
•  Head of 

L&OD (3.10c)
•  Head of ED&I 

(3.10a, 3.10b, 
3.10c)

•  OEAC (3.10a)
•  HR Comms 

Team (3.10a)
•  HR Analytics 

(3.10b)
Partnerships:
•  Director of 

HR

• AS 3.5
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Priority 4: Improving student admission, support, and belonging (student pipeline and experience)
The University of Cambridge increased its percentage of B.A.M.E. UG, PGT, and PGR  students since 2019. Despite these trends, 
quantitative and qualitative data have shown disparities in the representation and experiences of B.A.M.E. students. Actions under this 
priority aim to address common issues which impact the B.A.M.E. student pipeline and experience including the provision of a racially-
inclusive T&L environment.

No. Actions Rationale Activities and Outputs Success Measures and 
Timeframes

Responsibility 
and 
Partnerships

Other 
Strategies 
and 
Frameworks

4.1 Address 
race-related 
disparities in 
undergraduate 
student 
admissions, 
particularly 
among 
Black-British	
and British-
Bangladeshi 
students.

Full rationale and 
evidence base in the 2025 
APP. 
Assessment of applicant 
attainment data considered 
alongside available 
ethnicity data indicates 
that raising attainment is 
a more important focus 
than seeking to establish 
proxy criteria to use in 
the admissions process, 
therefore, strategies here 
focus on activities designed 
to mitigate against the 
risks as set out in the 
Equality of Opportunity Risk 
Register (EORR), including 
lack of knowledge/skills, 
lack of information and 
guidance, perception of HE/ 
Cambridge, low applicant 
success rates, limited choice 
of course type.

From the APP:
a) Continue the Target 
Oxbridge programme in 
collaboration with the 
University of Oxford and 
Rare Recruitment. This 
programme targets pre-
16 and post-16 students 
of	Black	African	or	
Caribbean heritage.

b) Expand the 
Embedded Outreach 
Officers	initiative.	This	
provides resources 
such as teacher 
CPD, application 
support programmes, 
attainment raising 
programmes, and 
parental engagement.

c) Maintain the Apply: 
Cambridge programme 
which provides 
mentoring

From the APP: The absence 
of validated information on 
the ethnicity of applicants in 
the UCAS process represents a 
challenge in setting meaningful 
and robust numerical targets.

a) IS1 Short and intermediate 
term outcomes include: 
academic self-efficacy, 
increased knowledge of higher 
education, increased sense 
of belonging, and improved 
understanding of and 
confidence in the university 
admissions process. Long 
term outcomes include: 
Students make applications 
to selective HEIs including 
Oxford or Cambridge, parents 
have increased familiarity with 
higher education institutions, 
students receive offers of study 
from Oxford or Cambridge.

Responsible:
•  Education 

Services 
(Student 
Access and 
Admissions) 
4.1a, 4.1b, 
4.1c, 4.1d, 
4.1e, 4.1f, 
4.1g)

Partnerships:
•  Target 
Oxbridge/
Rare 
Recruitment 

•  Stormzy 
Scholarship/	
Cambridge 
Trust

• PS

https://www.undergraduate.study.cam.ac.uk/files/publications/university_of_cambridge_app_2025_29.pdf
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No. Actions Rationale Activities and Outputs Success Measures and 
Timeframes

Responsibility 
and 
Partnerships

Other 
Strategies 
and 
Frameworks

4.1 
(cont.)

There is also an 
awareness that 
Black students 
disproportionately 
take types of KS5 
qualifications that 
are not suitable for 
making competitive 
applications to 
Cambridge, which 
will also require a 
focus on improving 
the guidance 
we provide to 
applicants, their 
teachers and 
parents.

as well as tailored information, 
advice, and guidance for target 
students	to	make	successful	
applications to Cambridge.

d) Continue the August 
Reconsideration Pool (ARP) where 
applicants who are not made an 
offer	after	interview	but	who	meet	
widening participation (WP) criteria, 
are eligible for reconsideration if 
they meet or exceed the typical 
academic entry requirements.

e) Review HE+ which is an 
established national programme 
for	Y12,	focusing	on	specific	regions	
providing collaboration and super-
curricular support.

f) Launch the Atom Valley Education 
Challenge which will provide 
regionally focused outreach in 
Greater Manchester for Y5-Y13 over 
a 5-year period.

g) Continue neaco which is a 
Cambridge-led partnership of all 
higher education institutions and 
further education colleges in East 
Anglia.

b) The University to 
investigate appropriate 
targets based upon 
student attainment 
in school and the 
proportion of 18-year-
olds in the applicant 
population by 2029.
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No. Actions Rationale Activities and Outputs Success Measures and 
Timeframes

Responsibility 
and Partnerships

Other 
Strategies 
and 
Frameworks

4.2 Develop 
culturally 
appropriate 
resources 
for B.A.M.E. 
students.  

Institutional 
consultations showed 
that B.A.M.E. students 
felt that resources and 
provisions provided by 
the University often 
adopted a ‘one size 
fits all’ approach, often 
overlooking	the	unique	
experiences faced by 
those from marginalised 
backgrounds.	In	
particular, B.A.M.E. 
students noted that 
resources relating to 
mental health and 
wellbeing as well as 
those relating to bullying, 
harassment, and 
discrimination should 
be more culturally 
appropriate

a) Review and, where 
possible, implement the 
recommendations from 
the	Black,	Asian,	and	
Minoritised Ethnic Mental 
Health Advisory Group 
report.

b)	Ask	case	handlers	and	
investigators in OSCCA to 
complete central online 
ED&I training modules. 
This will be in accordance 
with the Higher Education 
(Freedom of Speech) Act 
2023.

a) B.A.M.E. students 
report an increased 
level of satisfaction 
with the mental 
health and wellbeing 
services provided 
at the University by 
2030. This will be 
assessed	via	feedback	
gathered from local 
and institutional 
consultations (e.g. 
surveys, focus groups).

b) Increased 
engagement with 
services and improved 
outcome measures by 
2030 demonstrated 
through routine data 
collection and analysis.

Responsible:
•  Deputy Head 

of Education 
Services 
(Student 
Support; 4.2a, 
4.2b)

•  OSCCA (4.2b)
•  ED&I Team 

(4.2b)
Partnerships:
•  HoS

• Colleges

•  Racial & 
Religious 
Discrimination 
Advisor

• APP
• AS 5.1
• SMHWP
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No. Actions Rationale Activities and Outputs Success Measures and 
Timeframes

Responsibility 
and 
Partnerships

Other 
Strategies 
and 
Frameworks

4.3 Develop 
culturally 
appropriate 
resources 
for B.A.M.E. 
students.  
Improve the 
experiences 
and outcomes 
of	Black-British	
and British-
Bangladeshi 
students by 
encouraging 
evidence-
based and 
research-led 
awareness of 
the awarding 
gap.

From the APP:
Research undertaken with 
our own students along 
with published research, 
indicates that inequities in 
educational experiences 
and awarding gaps arise 
from a complex interplay 
of factors, including 
students’ experiences 
of their curricula, 
relationships between 
and  among  students, 
and with staff, identities 
and perceived identities, 
potentially   combined 
with other factors. These 
may include insufficient 
academic and personal 
support tailored to
individual needs, and cost 
pressures (ethnicity often 
intersects with IMD and 
less advantaged students 
are more likely to have to 
seek paid employment to 
supplement their income 
and have less time to focus 
on their studies).

From the APP:
a) Increase awareness 
among T&L support  
support	staff	of	factors	
giving rise to awarding 
gaps, including those 
affecting	Black-British,	
British-Bangladeshi, 
British-Pakistani	and	
other racially minoritised 
students through: an 
annual programme 
of	staff	conferences	
and	network	events	
(~400	participants)	and	
planned programme of 
publication, including 
internal T&L Newsletter 
(currently	~1,400	
subscribers).

b) Support teaching 
staff	in	using	pedagogy-
led approaches to 
developing students’ 
academic capabilities, 
academic	confidence	
and sense of belonging;

From the APP:
For the reasons described 
in the summary of evidence 
base and rationale for this 
objective, we have concluded 
we should not set numerical 
outcomes targets. We 
will instead measure the 
effectiveness of our activities 
through the following 
milestones: 

a) 2025-26 milestone: 
completion of cycle 1 of 
annual student-led research 
and pedagogical consultancy

b) 2025-26 milestone: 
findings of student-led 
research and pedagogical 
consultancy are disseminated 
through staff conferences 
and network events (~400 
staff participants), Teaching 
& Learning Newsletter 
(currently ~1,400 subscribers) 
and Centre for Teaching & 
Learning workshops and 
programmes for teaching staff 
(~850 staff participants).

Responsible:
•  Education 

Services  
(4.3a, 4.3b, 
4.3c, 4.3d)

•  CCTL 
(4.3a, 4.3b, 
4.3c, 4.3d)

Partnerships:
•  BAH

•  APP 
Objective 3

• AS	4.1

Rectangle



99
University of Cambridge:  Institutional Race Equality Charter Bronze Award Renewal Application 2025  99

No. Actions Rationale Activities and Outputs Success Measures 
and Timeframes

Responsibility 
and 
Partnerships

Other 
Strategies 
and 
Frameworks

4.3 
(cont.)

pedagogy-led approaches are sensitised to inequities 
experienced by Black, Bangladeshi, Pakistani and 
other racially minoritised students, through: systematic 
embedding into Centre for Teaching & Learning workshops 
and programme (~650 participants and ~200 participants, 
respectively), and improved suite of online self-evaluation 
guides and supporting materials for individual members of 
teaching staff and for teaching teams.

c) Encourage pedagogical inquiry and evaluation, in 
particular inclusive and participatory approaches, with a 
particular focus on inequities affecting Black, Bangladeshi, 
Pakistani and other racially minoritised students through: 
continuation of innovative APP Participatory Research 
Project which involves annual cycles of student-led 
research and pedagogical consultancy (indicatively 
involving 60-80 students as researchers over APP 
lifetime), and planned programme of internal and cross-
institutional workshops to support knowledge exchange, 
evaluation capacity building and dissemination.

d) Extend the contribution of the Black Advisory Hub in 
building a diverse and inclusive community for all students 
and staff, as part of institutional action to improve Black 
students’ outcomes, including: co-created and facilitated 
induction programme for incoming students, student-led 
qualitative research and pedagogic consultancy informing 
Cambridge-wide and local enhancement and actions, and 
extended student and staff-facing online resources and in-
person workshops.

c) 2027-28 
milestone: 
publication of 
self-evaluation 
materials which 
are contextualised 
to Cambridge’s 
distinctive 
environment and 
which support 
individuals and 
teams in identifying 
and enacting 
meaningful change. 

d) 2028-29 
milestone: 
indicatively, 60-80 
students   involved 
as co-researchers 
over APP lifetime; 
findings of student- 
led research 
& pedagogic 
consultancy inform 
development of the 
next APP.
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No. Actions Rationale Activities and Outputs Success Measures and Timeframes Responsibility 
and 
Partnerships

Other 
Strategies 
and 
Frameworks

4.4 Address 
race-related 
disparities in 
postgraduate 
student 
admissions 
among 
B.A.M.E. 
students.

Quantitative 
data has shown 
disparities in 
progression 
to postgradu-
ate study by 
students from 
other higher 
education in-
stitutions from 
certain groups, 
including those 
from underrep-
resented eth-
nicities.

From the APP:
a) Support for dedicated 
widening participation 
research experience 
placements in all six academic 
Schools. Placements 
offered to undergraduates 
and graduates who have 
experienced socio-economic 
disadvantage and who belong 
to underrepresented groups, 
including: FSM, first generation, 
young carer, care experienced, 
estranged, single-parent, Black-
British, British-Bangladeshi, 
British-Pakistani, and Mature.
b) An applicant support 
programme will be established 
to support those who have 
not previously studied at 
Cambridge to apply for 
postgraduate study.
c) Existing provision of 
Master’s scholarships will 
be sustained and developed 
to improve access to 
funding for applicants 
from underrepresented 
backgrounds.

From the APP:
a) Interim report published on our 
website annually from 2025-26, 
summary report published 2028.

b) Short and intermediate term 
outcomes: interns have strengthened 
research skills gained through 
practical experience, target students 
have increased familiarity with 
Cambridge student life and prospective 
sense of belonging, increased 
knowledge of and confidence in 
Cambridge admissions process. Long 
term outcome: participants are 
more likely to successfully apply to 
postgraduate study at Cambridge or 
other research-intensive institution 

c)  Short and intermediate term 
outcomes: funding opportunities for 
students most in need of financial 
support are maintained, improved 
process for identifying former 
internship students when allocating 
funding. Long term outcome: 
Applicants from underrepresented 
backgrounds are more likely to apply 
and take up their offer for Master’s 
study.

Responsible: 
• Education 
Services 
(Student 
Access and 
Admissions; 
4.4a, 4.4b, 
4.4c)

Partnerships: 
• Schools, 
Faculties, and 
Departments

•  APP 
Objective 5
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No. Actions Rationale Activities and Outputs Success Measures and 
Timeframes

Responsibility 
and 
Partnerships

Other 
Strategies 
and 
Frameworks

4.5 Improve the 
visibility of 
B.A.M.E. 
role models 
across the 
University. 

The	2024	SIBS	results	
showed that 55% of 
students felt that they 
had access to role 
models with whom 
they can identify, 
in their course or 
department. However, 
when disaggregated 
by ethnicity, these 
percentages were 
lower among students 
who identify as B.A.M.E. 
Qualitative analysis also 
revealed that having 
visible role models can 
impact students’ sense 
of belonging and their 
desire to stay within 
the University.

a) Develop a 
communications plan to 
improve visibility of B.A.M.E. 
role models.
b) Conduct the AIM 
mentoring programme for 
students underrepresented 
in the current postgraduate 
community.

a) B.A.M.E. students report 
an increased sense of 
belonging in institutional 
consultations by 2030.

b) From the APP regarding 
mentoring programmes: 
Short and intermediate 
term outcomes will include 
increased	knowledge	of	
the Cambridge admissions 
process, increased 
knowledge	of	what	makes	a	
strong application, increased 
academic self-esteem, 
and	increased	confidence	
in navigating Cambridge 
admissions process. The 
long-term outcome will be 
that participants are more 
likely	to	successfully	apply	
to postgraduate study at 
Cambridge

Responsible: 
•  Central HR 

Division 
(4.5a)

•  ED&I Team 
(4.5a)

•  Student 
Admissions 
and Access 
(4.5b)

Partnerships: 
• Colleges

•  Schools 
Faculties, 
Departments, 
and NSIs

• OEAC

• APP
• LGBTQ+ 
Review 5.3
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No. Actions Rationale Activities and 
Outputs

Success Measures 
and Timeframes

Responsibility 
and Partnerships

Other 
Strategies 
and 
Frameworks

4.6 Continue	efforts	
to promote 
racially-inclusive 
T&L practices 
across the 
University.  

Since the 2019 REC application 
and various global events (e.g. 
the	2020	Black	Lives	Matter	
movement, COVID-19), there has 
been increased discussion within 
the University about inclusive 
T&L	practices,	including	talks	and	
initiatives focusing on decolonising 
and diversifying the curriculum. 
Institutional consultations have 
shown that curriculum content 
and experiences during lectures 
have a strong impact on the 
educational experiences and 
outcomes of students, especially 
those from underrepresented  
backgrounds.	

See Action 4.3 See Action 4.3 Responsible: 
•  Education 

Services (4.6)
• CCTL (4.6)
Partnerships: 
•  BAH

•  APP 
Objective 3
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No. Actions Rationale Activities and Outputs Success Measures and 
Timeframes

Responsibility 
and Partnerships

Other 
Strategies 
and 
Frameworks

4.7 Improve	efforts	
to engage the 
Collegiate 
university on  
race-related 
matters.

Institutional 
consultations 
show that 
students’ 
experiences at 
the University 
are largely 
influenced by 
their College. 

a) Develop actions in 
consultation with the 
Colleges, including the 
collaborative provision 
of training, information- 
sharing on College ED&I 
roles, policies and
procedures, and resource 
sharing (e.g. training 
recommendations).
b) Engage with existing 
College	networks	to	share	
best practice and engage 
with local race equality 
issues. This includes UG 
and PG representatives 
(e.g.	JCR	and	MCR	officers)	
within Colleges.
c) Creation of a single 
comprehensive 
source of information 
about resources (e.g. 
external trainers). A 
communications plan will 
be developed to increase 
awareness of this source.

a) A single comprehensive 
source of information to 
be created by 2027-2028. 
Web analytics will be used 
to monitor engagement 
with this resource.
b) Double the number 
of participating Colleges 
which are deeply engaged 
with REC by 2030. This 
includes expanding the 
range of Colleges involved 
(e.g. large versus small, 
PG versus UG, centrally-
located versus outside the 
city centre).
c)	Key	College	networks	
will add ED&I as a 
standing item on their 
agenda by 2030.

Responsible: 
•  Education 

Services 
(4.7a, 4.7b, 4.7c)

•  ED&I Team 
(4.7a, 4.7b, 4.7c)

Partnerships: 
•  Colleges 

(including 
student 
representatives 
such as JCR and 
MCR	officers)

•  Cambridge 
Students’ Union

•  Student societies

• APP
• OfS E6


