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Overview

• The context - Key challenges for students and staff.

• The approach - Evidence-informed co-production.

• The focus - Clear priorities for institutional and structural 
change.

• The goal - Embedding anti-racist principles and 
practices throughout the organisation. 



Where we started

Students

• One of the largest ethnicity awarding gaps compared to English 

universities

• Low sense of belonging for Global Majority students

Staff

• Overrepresentation of Global Majority staff in the lowest paid grades 

• Almost no representation in senior leadership roles

• High attrition, low sense of belonging, low trust, low progression and 

significant pay gaps for Global Majority staff





Questions we asked….

1. How can UWE become anti-racist and what are the top priorities? 

a) What would it look and feel like if it was effectively anti-racist?

a) What behaviours and/or practices are needed to make this happen?

2. What are the key steps to reduce racial disparity at UWE?

3. What is not working that should be stopped?

4. What changes would make the biggest impact for you?

5. What successful solutions exist and how can UWE adopt them?



It’s just a tick 

box exercise 

when it comes 

to race

There’s a triple ceiling when it 

comes to promotions when 

you’re a global majority 

woman

If you raise a 

race-related 

complaint expect 

a counter 

complaint

Having 

diverse staff 

doesn’t make 

you anti-

racist

International students’ poorer 

performance is due to their 

lower competency 

Perpetrators 

rewarded with 

a higher 

position

They are just 

playing the race 

card

How can we truly be 

inclusive with the 

size of our awarding 

gap

We have some 

great practice it’s 

just not consistent 

across the uni

UWE admitting they’re 

institutionally racist is 

the first step now we 

need action

Representation matters – 

where is the diversity at 

the top of the organisation

I feel seen, valued 

and heard but it’s not 

the same for other 

Global Majority staff

When asking people 

to focus on EDI, they 

will never pick race

What 
we 
heard….



Evidence 
informed

Desk research on anti-

racist strategies and 

approaches

7 listening events 

involving 60+ students 

and staff

Meetings with staff 

networks and 

individuals

Reviewing student and 

staff data

Reviewing insights 

from student and staff 

surveys



Evidence informed



Priority areas for students
Intervention strategies and expected outcomes



1. Education, training and racial literacy – with a focus on improving the confidence, capabilities 
and capacity of managers, whilst providing pastoral support for Global Majority staff and those 
leading this agenda

2. Progression – improving progression and awareness of opportunities and processes to 
accelerate progression

3. Processes, procedures and policies – with a focus on grievances, disciplinaries, recruitment 
and other HR processes, ensuring we improve the staff experience and recruitment processes

4. Culture and engagement - Improving the experience of current Global Majority staff, 
addressing their lived experiences, focusing on staff networks and building belonging. 

5. Leadership – Increasing representation of our leadership and ensuring strong accountability 
for embedding anti-racist approaches

Data and communications as underpinning priorities - fundamental for understanding our 
processes, staff experience, measuring progress and impact, ensuring everyone understands their 
responsibilities and who is accountable

Priority areas for staff



Strategy Development Roadmap

Engaging and 
involving 

people in co-
production 
and change

Building a 
proposed anti-
racist strategy 

and plan

Educate, 
inform, inspire 
– bringing the 
data insight to 

life



4 levels of racism



Co-production guide



Four Anti-Racism guiding principles



Prioritise Anti-Racism

• How do my actions/ 
decisions contribute 
to dismantling 
systemic racism 
within my sphere of 
influence?

• Am I addressing 
racial inequities 
proactively, or only 
when issues arise?

• What concrete 
steps can I take to 
embed anti-racist 
principles into my 
programme?

• How much time 
have I given to 
learning about anti-
racism?

Investigate racial 
inequity

• Whose voices/ 
perspectives are 
missing from my 
work, and how can I 
actively include and 
amplify them?

• What data have I 
collected to 
understand racial 
inequalities in my 
area?

• Am I aware of how 
Global Majority 
groups are affected 
by the service I 
provide?

Systemic action

•How are policies and 
practices reviewed 
through an anti-racist 
lens?

•How could I 
implement positive 
action in the delivery 
of our service?

•How do my 
curriculum, teaching 
methods, and 
assessment practices 
reinforce or challenge 
systemic inequalities?

Measuring progress

• Do I regularly 
review/measure 
our progress?

• What measurable 
goals aligned to 
anti-racism have I 
set for myself?

• In the end of year 
self-assessment 
have we reflected 
on how well 
diversity of voice 
has been captured 
or informed 
business?

Anti-Racism in action through guiding principles



Adapted from 
Vafadari, 2024

Based on a social 
justice framework 
for self-evaluation 
and strategic 
planning

Anti-Racism 
Strategy



Our promise: We pledge to embed anti-racism principles within our curriculum, 

practice, and research, fostering an inspiring environment where diversity is 

celebrated, discrimination is actively challenged, and equity is prioritised.

Our targets:

• Reduce the White to Black (African and Caribbean) students degree 

awarding gaps to less than 10% by 2030

• Reduce the White to Asian degree awarding gap to 0 by 2030

• Increase the % of Global Majority colleagues that have Significant 

Responsibility for Research (SRR) as measured within the annual HESA return 

to 20%

Key impact areas:

• School-level ownership and implementation of actions aligned with the 
Access and Participation Plan.

• Strategic initiatives to enhance racial literacy for all staff.

• Targeted interventions to enhance outcomes for Global Majority students 

and staff.

Curriculum, practice and research

https://www.uwe.ac.uk/-/media/uwe/documents/about/strategy-2030/access-and-participation-plan-summary-2024-27.pdf


Our promise: We commit to cultivating a culture of belonging where everyone feels valued, 

respected, supported and dedicated to continually improving the experience for Global 

Majority students and staff. Additionally ensuring individuals feel safe and empowered to 

report instances of racism and discrimination knowing concerns will be taken seriously and 

addressed promptly.

Our targets: 

• Increase the workplace recommendation score to 70% by 2026/27

• Increase % of students who feel that there is a clear system for raising issues or 

complaints related to race. With a comparable level of satisfaction for staff.

• Reduce disparities between Global Majority staff compared to White staff in feeling 

they are treated fairly regardless of their race or ethnic origin. 

• Reduce the disparities between Global Majority students and staff compared to White 

students and staff in feeling a sense of belonging at the university.

Key impact areas:

• Strategically aligned messaging, projects, and programmes delivered by People Services 

and Marketing teams to reinforce a culture of inclusivity and anti-racism.

• Strong partnerships with the Students’ Union at UWE, including proactive engagement 

with the elected President’s team to create safe spaces for Global Majority students

• External engagement and accreditation with networks such as Universities of Sanctuary 

to embed best practices and enhance accountability.

Culture and belonging



Our promise: We will prioritise staff diversity and development, implementing inclusive 

recruitment/promotion practices, providing ongoing anti-racism training, and fostering a 

supportive environment where all staff regardless of race, feel valued, respected, and 

empowered to thrive.

Our targets: 

• Staff diversity at all levels to reflect Bristol’s Global Majority population of at least 

20% by 2030. 

• All staff to have undertaken the Anti-racism Terminology training 

(module 1) by 31st July 2025 and new staff within three months of joining.

Key impact areas:

● Comprehensive training and resources to enhance staff racial literacy and 

awareness.

● Targeted projects addressing disparities identified in the Anti-Racism Staff 

Data Analysis Report, led by People Services.

● Strategic investment in the Black female leadership pipeline, supporting the 

career progression of Black women into senior roles.

Staff diversity and development

https://uweacuk.sharepoint.com/sites/Anti-racism/SitePages/Anti-Racism-Data-Analysis-Staff-Journey-Report.aspx?web=1
https://uweacuk.sharepoint.com/sites/Anti-racism/SitePages/Anti-Racism-Data-Analysis-Staff-Journey-Report.aspx?web=1


Our promise: We are dedicated to fostering anti-racist leadership, promoting diversity 

at all levels of governance, and ensuring that our leadership structures actively reflect 

and champion the values of equity, inclusion, and social justice.

Our targets:

• New or externally recruited S and J grade roles to better reflect Bristol’s diverse 

Global Majority population of 20% by 2030.

• Board of Governors diversity to continue to reflect Bristol’s Global Majority 

population of at least 20%.

• All VCE members to deliver the race equity KPI targets within their areas of 

responsibility 

Key impact areas:

• Proactive engagement with VCE, the Board of Governors, and senior leaders to 

develop anti-racist skills and racial literacy.

• Establishing clear expectations for leadership to embed anti-racist principles, 

ensuring accountability and alignment across all strands of work.

• Engaging senior leaders at the next level down to support the strategy, involve 

their teams, and align their priorities with the strategy.

Leadership



Measuring progress



Anti-racism Strategy Launch Roadmap
Institutionalising inclusion



Key take aways

Use evidence to inform your approach

Ensure you’re engaging with diverse 
voices

Co-produce principles that will guide 
your anti-racism journey

Focus on system/structural change

Bring people on the journey – 
communications and engagement 
activities



1. How are inequities showing up in your institution or 
organisation?

2. Who are the voices you need to hear from to better 
understand lived experiences?

3. How are policies and practices advancing equity and not 
maintaining the status quo?

4. What one action could you take to embed anti-racism in 
your work?

Take action
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