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[bookmark: _Toc233358273]Foreword
Peter Micthell, Chief People Officer:
I am pleased to present Bournemouth University’s Equality, Diversity and Inclusion (EDI) Annual Report for 2025. This report celebrates the progress we have made and our continued commitment to embedding EDI across BU.
2025 was a year of significant organisational change. Despite this, we sustained momentum and made meaningful progress against our EDI strategic priorities. EDI is firmly embedded within our new strategy, BU2035, with ‘inclusion’ as one of our core values, voted for by our people. Inclusion is not an add-on to our strategy; it is fundamental to how we work, learn and lead, and to the culture we are collectively shaping.
We are strengthening inclusive leadership through the launch of our ‘Managing Inclusively’ workshop, expanded EDI learning opportunities, and practical tools to support fair, consistent decision-making. More than 500 colleagues took part in EDI-related learning and events, demonstrating a collective commitment to our shared values of curiosity and inclusivity.
We also continued to invest in developing under-represented talent to build a leadership pipeline that better reflects our community. This included expanding women’s leadership development through Aurora and Aurora Plus, providing executive coaching for Equality Chairs, and further strengthening our staff networks, which now have a combined membership of over 470 colleagues.
Progress has also continued through our national equality charter commitments. In 2025 we submitted our institutional Athena Swan application, advanced delivery of the Race Equality Charter action plan, and continued our self‑assessment against the University Mental Health Charter framework. These commitments remain an important benchmark of our progress and accountability.
Creating an environment where students feel a strong sense of belonging and are able to thrive remains a core priority. We were proud to be awarded first place for Mental Health and Wellbeing Support at the Whatuni Student Choice Awards 2025. This reflects, in part, the immense impact of the University Front Room, our on-campus mental health retreat, which supported over 5,600 student visits during the year.
Beyond our campus, BU’s research and public engagement activity continues to address inequality and amplify under-represented voices. Examples include our partnership with AFC Bournemouth to advance girls’ and women’s football, research tackling inequality in maternity care, projects exploring LGBTQ+ young people’s experiences online, and  enhancing inclusive social care practice through the Centre for Seldom Heard Voices. Targeted outreach initiatives, such as funding for the Dorset Boys Impact Hub, continue to supporting improved GCSE outcomes for working-class boys. 
We are committed to long-term, meaningful and sustained change. Encouragingly, our gender pay gap is now at its lowest level since reporting began. At the same time, we recognise more must be done. Continued progress requires honest reflection, evaluation of impact, and action at every level of the organisation.
This report reflects the collective effort of many colleagues across BU. I would like to thank everyone who has contributed their time, expertise and commitment to fostering a more inclusive, fair and respectful university community. We all have a role to play in driving meaningful and lasting progress.
[bookmark: _Toc233358274]Overview
This report provides an overview of the work undertaken in 2025 to promote equality, diversity and inclusion (EDI) across Bournemouth University. It provides transparency about our priorities, actions and areas of focus and is grounded in our responsibilities under the Equality Act 2010 and the Public Sector Equality Duty.

What this report covers:

Progress and impact in 2025
Progress against equality objectives
Preventing and tackling harassment
Data and reporting

This report does not seek to capture all EDI activity at BU, as much of this work is already detailed through ongoing initiatives, equality charter submissions and action plan deliverables.
[bookmark: _Toc233358275]A Snapshot of Progress and Impact in 2025
EDI embedded within BU2035 strategy
Inclusivity is a BU Value, voted for by our people
1.2% reduction in mean gender pay gap
New Staff & Student relationship policy
Athena Swan institutional submission completed
52 women supported through targeted leadership development programmes
30 senior leaders engaged as mentors through Aurora and Aurora Plus
7 EDI Chairs supported through executive coaching pilot
80% programmes aligned to EDI related UN Sustainability Development Goals
20+ EDI events delivered, engaging over 450 attendees
470 members across 7 staff networks
90% completion of sexual harassment training
New Inclusive leadership workshop introduced
[bookmark: _Toc233358276]Summary of Key Progress against our Equality Objectives 
This section provides a high-level update on our progress against the Inclusivity Action Plan and the six Equality Objectives in the 2024–2026 EDI Strategic Plan:
Equip and empower everyone to advance equity and inclusion, with a focus on strengthening inclusive leadership
Expand opportunities and elevate under-represented talent
Improve traction through changed governance, better MI (management information) and a focus on structural inclusion
Deliver progress through equality charter commitments
Foster belonging and work-life balance
Foster an inclusive student experience
The Inclusivity Action Plan aims to improve the experience of colleagues and students by further fostering a welcoming, supportive and inclusive culture.
1. [bookmark: _Toc233358277]Equip and Empower Everyone to Advance Equity and Inclusion, with a Focus on Strengthening Inclusive Leadership   

[bookmark: _Toc233356516][bookmark: _Toc233358278]Why this matters:
Leading inclusively isn’t just a moral choice, inclusive leaders are more likely to achieve effective decision-making, foster collaboration, form stronger relationships and create a better and more harmonious working culture. By modelling inclusive behaviours, leaders help employees feel empowered, valued, and able to thrive.
But lasting and real change requires more than leadership alone. Inclusion is shaped by both individual and collective action, it goes beyond just our leaders. Guided by our BU motto, “to learn is to change,” we want to empower everyone to deepen their self‑awareness, understand others’ lived experiences, and recognise the role they play in creating and promoting inclusion.
[bookmark: _Toc233356517][bookmark: _Toc233358279]Key activity:
· [bookmark: _Toc233356518][bookmark: _Toc233358280]Building Inclusive Leadership Capability & Inspiring Leaders to Adopt this Mindset: Inclusive leadership capability has been strengthened through multiple, complementary approaches that support advocacy, deepen understanding, and encourage visible role-modelling. The Senior Leadership Conference provided dedicated space for leaders to explore inclusive leadership in practice, with a focus on compassion, curiosity, active listening and wellbeing. Across Aurora and ‘Aurora Plus’, around 30 internal mentors from BU’s leadership community supported participants’ development while strengthening their own inclusive leadership capability and exposure to diverse perspectives. Members of the University Leadership Team further demonstrated commitment by speaking at and attending staff-network-led events throughout the year, including Race Equality, Black History Month, LGBTQ+ and Disability History Month activities.

· [bookmark: _Toc233356519][bookmark: _Toc233358281]New Managers Inclusive Leadership Workshop & Hub: A new mandatory ‘Managing Inclusively’ workshop was launched in late 2025 to support managers strengthen inclusive leadership skills, recognise and manage bias and make fairer decisions. This complements wider training such as ‘Managing Wellbeing’, which supports managers in promoting staff wellbeing and implementing reasonable adjustments effectively.  The updated EDI Managers Hub brings together self‑assessment tools, learning resources and practical guidance to support self‑directed development, with a strong emphasis on self‑awareness as a foundation for inclusive leadership.

· [bookmark: _Toc233356520][bookmark: _Toc233358282]Strengthened Staff EDI Training & Learning Opportunities: Ten new training opportunities were launched to help embed inclusive behaviours, including a new ‘Tackling Sexual Harassment & Misconduct’ module, which saw strong early engagement. Staff also completed 856 online EDI bitesize modules, and around 100 colleagues attended cultural awareness workshops- helping to deepen understanding of lived experience and inclusive behaviours. In addition, about 30 staff attended Mental Health First Aider training, strengthening wellbeing support across the organisation. Despite this progress, increasing awareness and engagement with learning opportunities remains a key focus for the year ahead.

· [bookmark: _Toc233356521][bookmark: _Toc233358283]Increasing and improving our communications about EDI: Working collaboratively across BU we have delivered a range of opportunities for staff to engage with critical EDI topics. These initiatives weave together storytelling, listening, and sharing experiences. The Inclusivity Calendar includes events such as the Neurodiversity Alumni Panel, Black History Month Summit, Race Equality Conference, BourneFree parade, Rainbow Office Hours, Human Libraries, podcasts and more. With more than 500 attendees, these initiatives helped amplify diverse voices, build allyship and strengthen staff belonging.

· [bookmark: _Toc233356522][bookmark: _Toc233358284]Strengthening Community Engagement and External Impact: We work closely with local partners and host regular on-campus meetings with charities and community organisations, creating space to share expertise and make a positive difference together. Major events such as the Black History Month Summit and Race Equality Conference brought together community partners, public sector organisations and external experts to reflect, connect and commit to meaningful change. Our public engagement and research activity continues to address inequality and amplify underrepresented voices. This includes partnerships to advance girls’ and women’s football with AFC Bournemouth; tackling inequality in maternity care; engaging LGBTQ+ young people on experiences of the online world; and the work of the Centre for Seldom Heard Voices, which brings together academics and practitioners to support inclusive social care practice.
[bookmark: _Toc233358285]2. Expand Opportunities and Elevate Under-Represented Talent
[bookmark: _Toc233356524][bookmark: _Toc233358286]Why this matters
We offer career development, mentoring and training to help staff thrive, alongside targeted initiatives that support underrepresented groups and build a more diverse leadership pipeline that reflects our university community.
Research shows that certain groups have less opportunity for development at work, missing out on valuable feedback, mentorships, and sponsorships, which can impede growth and progression.
Understanding that there are barriers in place to individuals from certain groups, these initiatives work to counteract this disadvantage and create opportunities to level the playing field.
[bookmark: _Toc233356525][bookmark: _Toc233358287]Key activity:
· [bookmark: _Toc233356526][bookmark: _Toc233358288]Inclusive Futures Coaching Pilot: Investing in our Equality Chairs: As part of a cross-university initiative led by Strive Higher, we participated in the ‘Inclusive Futures Coaching Programme’, a pilot designed to nurture diverse leadership talent development and create a supportive, inclusive workplace. Participants were paired with highly skilled external executive coaches, providing dedicated space and time to reflect on and explore opportunities, clarify goals and take meaningful steps to achieve professional goals. At BU, this opportunity was offered to our Equality Charter chairs and staff network co-chairs, with seven participants engaging in six coaching sessions over a 6-12 month period. 

· [bookmark: _Toc233358289][bookmark: _Toc233356527]Aurora: 17 Women Participated in AdvanceHE’s Leadership Development Programme: This flagship programme is designed to empower women to realise their leadership potential and take proactive steps toward career growth. Each participant is paired with a BU mentor for additional support and guidance . Senior leaders, including members of UET attended the final celebration, and feedback has been very positive, with participants reporting increased confidence and greater willingness to take on projects, speak publicly and network.

· [bookmark: _Toc233356528][bookmark: _Toc233358290]‘Aurora Plus’ Initiative- Expanding Access to Leadership Development: To respond to the high demand, but limited spaces, for the Aurora Programme, we launched ‘Aurora Plus’, extending support to an additional 35 applicants. This initiative included mentorship opportunities and two bespoke events. Participants reported feeling motivated, and clearer about their next steps.

· [bookmark: _Toc233356529][bookmark: _Toc233358291]Women’s Academic Network (WAN): Championing the Success of Women at BU: WAN is dedicated to fostering an inclusive and supportive environment that champions the success and wellbeing of women in academia. In 2025, WAN hosted five writing retreats, a networking event for International Women’s Day, speaker sessions, and sponsored gender-related research activities across BU. These events are highly valued by participants: 
“These days are some of the most productive that I spend all year. When I think about all the publishable work I have produced in the last few years, most of these papers have their roots in the WAN writing days.” – WAN Member 
[bookmark: _Toc233358292]3. Improve Traction through Changed Governance, better MI (management information) and a Focus on Structural Inclusion

[bookmark: _Toc233356531][bookmark: _Toc233358293]Why this matters:
By embedding EDI into our institutional priorities, core people processes and governance structures, we can both comply with our legal duties as well as further foster a workplace where all individuals are able to thrive and contribute fully. 
Better management information underpins this approach, supporting evidence-based decision-making, clearer accountability and targeted action where it will have the greatest impact. Together, this drives sustainable, systemic change and fairer processes where equality and fairness are consistently applied - making our institution a better place for everyone.
[bookmark: _Toc233356532][bookmark: _Toc233358294]Key activity:
· [bookmark: _Toc233356533][bookmark: _Toc233358295]EDI is Embedded within the new BU Strategy, BU2035 and inclusion is one of our Values: The BU2035 strategy is built around five pillars, each setting out clear ambitions, objectives and activities to drive long-term change. Central to this is a commitment to a values-led, future-ready workforce where everyone feels a sense of belonging, is supported to grow, and can make a meaningful difference. It also includes a clear ambition to build an inclusive community that prioritises wellbeing and enables everyone to thrive. Inclusion remains a core University value, voted for by our community. Through collaboration and partnership, we recognise that celebrating difference strengthens our community and helps create a culture of belonging. Meaningful staff engagement was prioritised throughout the development of BU2035. This included a dedicated session with staff network co-chairs, ensuring diverse perspectives helped shape the strategy from the outset. Engagement continues through bi‑annual meetings with the Vice‑Chancellor and CEO and involvement in workshops linked to major initiatives, such as developing the new academic career framework.

· [bookmark: _Toc233356534][bookmark: _Toc233358296]Using Data and Insight to Drive Change: Our diversity data campaign has increased staff disclosure rates, improving the quality of management information and enabling more informed, evidence-based decision-making- including for our 2025 Athena Swan submission. At the same time, the growth and revitalisation of our staff networks are also providing richer qualitative insights into lived experience, helping to shape priorities and action. 

· [bookmark: _Toc233356535][bookmark: _Toc233358297]Supporting Fairer, more Inclusive Decision-making with Practical Tools: Cognitive bias can influence everyday decisions and lead to unintended disparities. Bespoke ‘Mitigating Bias in Decision-Making’ training was developed for managers involved in key decisions during the Change Programme. This training was delivered alongside evidence-based process controls. Bias awareness and mitigation are also embedded within the ‘Managing Inclusively’ workshop. The EDI Managers Hub further supports managers with practical, just-in-time tools and resources to mitigate biases at key decision points, including recruitment and appraisal.

· [bookmark: _Toc233356536][bookmark: _Toc233358298]Aligning EDI with Sustainability Goals: We are committed to the UN Sustainability Development Goals (SDG) and recognise the intersectionality between EDI and sustainability, particularly SDG 5 (Gender Equality) and SDG 10 (Reduced Inequalities). All education programmes must align to at least one SDG, with strong alignment shown for SDG 5 (80%) and SDG 10 (82%).  Our commitment extends beyond BU to the impact we create through research and partnerships.
[bookmark: _Toc233358299]4. Deliver Progress through Equality Charters and Action Plan Promises.
[bookmark: _Toc233356538][bookmark: _Toc233358300]Why this matters:
We have signed up to several national equality charters, memberships and schemes because they help us make meaningful progress on EDI at BU. They give us access to expertise and resources that inform and strengthen our approach.
Equality charters provide a clear, evidence-based framework to help us assess our progress, identify and address organisational and cultural barriers to equality for specific groups of staff and students, benchmark ourselves against the wider sector, and hold ourselves accountable for delivering change.
We work collaboratively across the BU community to deliver our inclusivity action plan, embedding a joined-up and intersectional approach that supports sustained, meaningful progress.
[bookmark: _Toc233356539][bookmark: _Toc233358301]Key activity:
· [bookmark: _Toc233356540][bookmark: _Toc233358302]Athena Swan - Submitted our Institutional Renewal & New Action Plan: We have held an institutional Athena Swan Bronze Award since 2015 and have recently submitted an updated self-assessment and action plan to Advance HE. We are now awaiting the outcome. The Athena Swan Charter recognises good practice in promoting gender equality in higher education. Following the restructure, Faculty leadership teams will review previous departmental Athena Swan action plans, reflecting on context, progress and future priorities, and will work with Advance HE to explore how existing commitments and, where appropriate, previous departmental awards can be updated, carried forward and transitioned into the new School structure.

· [bookmark: _Toc233356541][bookmark: _Toc233358303]Race Equality Charter - Inaugural Submission Awarded Bronze in July 2023: The Charter helps institutions identify and address the barriers facing Black, Asian and minority ethnic staff and students, while also providing a framework for action and improvement. We are mid-way through the delivery of our Race Equality Charter action plan and in 2026, we will be recruiting a new Race Equality Charter Chair and undergo a mid-term review in collaboration with Advance HE.

· [bookmark: _Toc233356542][bookmark: _Toc233358304]Disability Confident Employer- and new signatory of Sunflower Hidden Disabilities Scheme: We are a Disability Confident Employer, a quality mark awarded by the Department of Work and Pensions in recognition of our positive commitment to the employment, retention, training and career development of disabled employees. BU has also joined the Sunflower Hidden Disabilities initiative, offering free Sunflower badges and lanyards and promoting training and resources to raise awareness of non‑visible disabilities.

· [bookmark: _Toc233356543][bookmark: _Toc233358305]Signatories of the University Mental Health Charter: Building on our commitment as a ‘Mindful Employer’, we have signed up to the Student Minds ‘University Mental Health Charter’. We are in the process of our self-assessment and are working with Student Minds to agree the timeline for submission. The University Mental Health Charter framework provides a set of evidence-informed principles to support universities to adopt a whole-university approach to mental health and wellbeing to create lasting positive change for staff and student mental health. 
[bookmark: _Toc233358306]5. Foster Belonging and Support Work-Life Balance
[bookmark: _Toc233356545][bookmark: _Toc233358307]Why this matters: 
We want a workplace that supports everyone. A sense of belonging is a fundamental human need and directly supports positive mental health and wellbeing. When people feel included, they are more engaged, confident in sharing ideas, and more likely to stay. 
Supporting healthy work-life balance helps our people thrive sustainably, especially at key moments when personal life and work intersect. Research from the Workwell Benchmarking Report shows that FTSE 100 companies that prioritise employee wellbeing and engagement outperform their peers by 10%. By fostering belonging and supporting work-life balance, we create a stronger, more resilient, and high-performing institution for everyone.
[bookmark: _Toc233356546][bookmark: _Toc233358308]Key activity:
· [bookmark: _Toc233356547][bookmark: _Toc233358309]On-going Delivery of BU’s Health, Safety and Wellbeing (HSW) Strategic Plan: During a year of significant change, the Health, Safety and Wellbeing (HSW) team supported 250 more staff than the previous year, providing in-the-moment and ongoing wellbeing support. The team continued to deliver the HSW Strategic Plan, including rolling out Mental Health First Aider training, introducing new neurodiversity training, launching wellbeing resources on the intranet, and piloting personal wellness plans. Following an increase in the number of staff seeking assistance with existing or emerging neurodivergent conditions we can now refer staff to in‑house screening and onward Educational Psychologist assessments to inform reasonable adjustments. This provides us with detailed information regarding reasonable adjustments so that we can support both staff and students. HSW and EDI continue to work closely to embed inclusive wellbeing support across the university.

· [bookmark: _Toc233356548][bookmark: _Toc233358310]Growing Staff Networks: Our staff networks play a key role in creating an inclusive and supportive workplace, offering spaces for connection, peer support and influence on organisational change. Collectively, the networks have over 470 members and delivered more than 20 events, engaging around 450 attendees. Network Chairs collaborate to ensure an intersectional approach, and workload time is now recognised for their contribution. Alongside the established networks, BU also introduced men’s wellness initiatives- including Fire Fellas, 1001 Fathers and a 5‑a‑side football group.

· [bookmark: _Toc233356549][bookmark: _Toc233358311]Going Beyond Statutory Leave Entitlement, inc. Carers & Maternity Leave: Where possible, we seek to go beyond statutory requirements to better support staff wellbeing and work-life balance. This includes offering 26 weeks of maternity leave at full contractual pay and up to one week of carers’ leave per year, with two days fully paid. From April 2025, all staff members are also now entitled to 30 days annual leave.

· [bookmark: _Toc233356550][bookmark: _Toc233358312]New People Hub – Making Access to Resources more Accessible: We host a wealth of wellbeing and EDI related resources and information for all staff and managers on our new People Hub. We continually expand our guidance for staff and line managers on important areas such as support for parents, reasonable adjustments, neurodiversity, fertility awareness and support for colleagues affected by domestic abuse and more, helping to ensure managers can respond appropriately and staff feel supported and safe at work.

· [bookmark: _Toc233356551][bookmark: _Toc233358313]Menopause Awareness and Support: BU has signed the Menopause Workplace Pledge in partnership with Wellbeing of Women, reflecting our commitment to listening to staff needs, encouraging open conversations, providing appropriate support and adjustments, raising awareness, and making menopause information accessible. Our Menopause Hub offers practical guidance and resources for both staff and managers, alongside one-to-one advice from the HSW team. Our active Menopause Network also plays an important role in informing our approach.

· [bookmark: _Toc233356552][bookmark: _Toc233358314]Faith & Reflection- Pastoral, Spiritual and Interfaith Support: In 2025 we expanded our collective of faith advisors and chaplains. Together, they led on events marking religious and cultural celebrations such as Ramadan, Easter, Sukkot, and Diwali. As well as interfaith initiatives including interfaith Human Library and film, ‘"what is joyful about being religious at university”- interfaith engagement remains a central focus.
[bookmark: _Toc233358315]6. Foster an Inclusive Student Experience 
[bookmark: _Toc233356554][bookmark: _Toc233358316]Why this matters: 
We want every student to feel that they belong and have equal opportunities to thrive. When students experience a strong sense of belonging, they are more likely to engage fully in their learning and university life, with positive impacts on wellbeing and academic success.

We recognise every student’s entitlement to a learning experience that respects diversity, enables participation, and removes barriers by anticipating a wide range of learning needs and preferences.

Our commitment to high-quality inclusive learning is reflected in our silver rating in the Teaching Excellence Framework. 

Our work in this area brings together a range of initiatives designed to create an equitable, supportive university experience.

[bookmark: _Toc233356555][bookmark: _Toc233358317]Key activity:

Awarded First Place for Mental Health and Wellbeing Support (Whatuni Student Choice Awards):  The award, judged by a national panel of students, recognises our ongoing commitment to creating a supportive, inclusive and health-focused environment for our students and the immense impact of the University Front Room (UFR) at Talbot campus. The UFR is a welcoming, informal, safe space where students can drop in and discuss any issues affecting their Mental health,  with over 5600 student visits in 2025. BU’s joint suicide prevention strategy- developed with regional partners-has been in place since 2021 and is reviewed annually, continuing to evolve to strengthen prevention across the university community.

Working in Partnership with SUBU to Enhance Belonging, Community and Support: SUBU Liberation Officers and student-led networks help shape an inclusive culture through year‑round activities linked to national awareness days. In partnership, BU and SUBU also provide practical support, including free period products, the Community Kitchen, and safe spaces like Rainbow Office Hours. New initiatives like the SUBU community garden further strengthen connection and belonging. Additionally, the BU ASD & ADHD Student Wellbeing Group provides peer-led support, learning opportunities, and guest speaker events for neurodivergent students. Together, these initiatives create a supportive environment where students can connect, feel included and access support they may need.

Delivering the New 2025/26 to 2028/29 Access and Participation Plan: The Access and Participation Plan (APP) is a regulatory requirement that sets out how BU will improve equality of opportunity for underrepresented groups. The main objectives and targets of our new APP address equality of opportunity risks identified for entrants and students from low socioeconomic and from Asian, Black, Mixed or Other Minority Ethnic backgrounds. The intervention strategies in the new APP are underpinned by a theory of change approach and aligned with BU2035 and embedded in our core delivery. As part of the new APP, BU’s bursary offer has been enhanced from 2025-26 onwards.

Continued Delivery of the Inclusive Curriculum Evaluation Project: The Inclusive Curriculum Evaluation Project continues to support inclusive learning through collaborative student–staff programme reviews. In 2024/25, 16 students were employed to review six programmes. In 2025-26 the project is broadening its focus in line with the new APP, exploring inclusivity in relation to neurodiversity, disability and entry qualification type. The collaborative model will be strengthened- the project will be promoted as a ‘service on offer’ to programme staff, with the project positioned as a flexible service shaped by what is most useful for programme teams.

Expanding Equitable Access to Higher Education: Targeted outreach continues through initiatives such as funding for the Dorset Boys Impact Hub- supporting improved GCSE outcomes for working-class boys. In addition, tailored support for disabled and neurodivergent applicants is delivered through programmes such as EnablED. Together, these initiatives help reduce barriers to access and support students to thrive at BU.



[bookmark: _Toc233358318]Preventing and Tackling Harassment
We are committed to providing a positive working environment for all and uphold a zero-tolerance policy for discriminatory behaviours. 
[bookmark: _Toc233358319]Reporting:
The Employee Relations Team supported six formal staff cases that included EDI considerations. Following appropriate investigation, in line with our policies, appropriate further action was taken in four cases.  
The University’s Online Report tool is one of the ways that our University community can report any acts of harassment, discrimination or hate crime and receive the support they need. Importantly it is also possible to report anonymously. 

[bookmark: _Toc233358320]Preventing and Tackling Sexual Harassment and Misconduct:

Preventing sexual harassment and misconduct has been a key priority, informed by new legal and regulatory requirements from the Office for Students and the Worker Protection Act. Key actions included:

New Mandatory training for staff and students: The staff training focusses on respectful behaviours, legal and policy responsibilities, preventing sexual harassment, and appropriate responses. 90% of staff completed the training within 90 days. Student engagement remains lower, and work is ongoing to improve participation.

New Staff-student relationship policy: Introducing a clear prohibition, except in limited circumstances. This policy strengthens central oversight and promotes a shared understanding of professional boundaries, ethical responsibilities and power dynamics- helping to better protect both students and staff. 

Appointment of a Sexual Assault and Harassment Advisor: Providing confidential, non-judgemental support to any student who has experienced sexual assault, harassment or abuse. This is alongside weekly drop-ins from Dorset Sexual Trauma and Recovery Service.

Membership of the Employers’ Initiative on Domestic Abuse (EIDA), and promotion of the Phoenix Programme: Supporting staff affected by domestic abuse and raising awareness. The Phoenix programme is an educational support group open to BU staff and the wider community and provides referral opportunities and vital assistance for individuals who have experienced or are experiencing domestic abuse.
[bookmark: _Toc233358321]Data and Reporting
[bookmark: _Toc233358322]Pay Equality
We remain committed to providing equal pay for work of equal value. 
Our pay and grading structure, along with the rigorous use of the analytical Hay job evaluation methodology, ensures that we meet this commitment. We publish gender pay gap data annually and conduct bi-annual equal pay reviews to monitor our compliance and address any unjustified inequalities in pay. 
Based on the data from our most recent equal pay review we believe we can continue to demonstrate, at an institutional level, that we provide equal pay for work of equal value with respect to gender, ethnicity and disability. 
[bookmark: _Toc233358323]Gender Pay Gap
· The gender pay gap is the difference between the average earnings of men and women across an organisation. 
· Our 2025 gender pay gap and bonus gap are at their lowest levels since reporting began in 2017, demonstrating sustained progress over time. 
· This reflects that our policies and actions are moving us in the right direction, but we recognise that there is more to do. 
· Addressing and closing the gender pay gap is complex and takes time. The gender pay gap is influenced by a range of societal, structural and organisational factors. Meaningful change therefore requires sustained, long-term action.
· We remain committed to understanding the drivers of our gender pay gap and taking targeted action to reduce it. Further data, reports and details on our actions are available on our website. 


