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Empowering people, fostering inclusion, and shaping a fairer future together  
for over 180 years.

BCU’s Strategy 2030 is anchored in three strategic pillars that set the direction  
for our future as an exemplar anchor institution:

•	 Develop Talent for Tomorrow

•	 Create Knowledge for Good

•	 Power Prosperity

This Equality, Diversity and Inclusion Strategy is shaped by all three pillars, 
reflecting our belief that belonging, inclusion and equity must underpin  
every aspect of who we are, as an educator, an employer and a civic partner.

Throughout 2025, students, staff, alumni and external partners contributed  
to workshops, focus groups and online feedback to help shape a strategy 
grounded in lived experience and community insight. Their voices have guided  
the priorities, commitments and actions that follow.

For more than 180 years, BCU has transformed lives across Birmingham  
and beyond, but we know there is more to do to ensure that everyone  
in our community feels they belong, are included, and can thrive together.

By 2030, we will be recognised nationally for inclusive excellence, 
demonstrating how a modern university can truly reflect, value and amplify  
the voices and strengths of its diverse community.

Introduction
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Belonging at  
the heart of BCU

At BCU, we are committed to creating an educational ecosystem where every 
individual - staff, student, and partner - is actively heard, valued for their 
individuality and strengths, and empowered. Our unique approach centres  
on recognising each person's individual identity and potential, and the diversity 
of our community.

Vision:

To be a university where belonging, inclusion and community define  
our culture and success.

Mission:

Our Strategy ‘Belonging at the Heart of BCU’ will embed equity,  
belonging, inclusion and community across BCU. We are committed  
to creating an environment where every staff member, student  
and partner feels they belong, is heard and valued, and can thrive  
together. We recognise the individuality and potential of each person,  
and the collective strength that comes from our diverse community.

Imogeen Denton,  
Director of Inclusion

Adam Race,  
Chief People and 
Infrastructure Officer

Oluwadamilola Iyanda, 
VP Welfare,  
BCU Students’ Union

What it means to us

Our commitment extends beyond compliance, 
focusing on:

	▪ Challenging and re‑shaping educational 
and organisational practices  
to build true inclusion

	▪ Reflecting and celebrating our diverse 
global community

	▪ Creating pathways for meaningful 
participation and shared leadership  
across our community

We will:

	▪ Embed equity, belonging, inclusion  
and community systematically across  
all university processes

	▪ Transform structures and cultures  
to remove barriers to belonging  
and participation

	▪ Continuously challenge and evolve  
our practices to strengthen inclusion  
and community

	▪ Measure progress transparently,  
ensuring our whole community can  
see how we grow together

Our Strategy will 
mainstream equality, 
diversity and inclusion 
across BCU. 
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Our key  
equality priorities

Eliminate disparities in degree outcomes between students  
from all ethnic communities. 

Building blocks of delivery
To enhance equity-focused and intersectional practice.

Priority 1

Increase the diversity of staff at all levels of the University to reflect the city.

Building blocks of delivery
To promote shared responsibility and active allyship.

Priority 2

Ensure disabled students and staff have equitable access, opportunity  
and support to participate and succeed. 

Building blocks of delivery
To enhance the development of more accessible and supportive environments.

Build confidence and belonging, so all students and staff trust  
our commitment to equality of opportunity. 

Building blocks of delivery
To build on existing belonging, pride and inclusive representation.

Reduce and eliminate pay gaps relating to ethnicity, disability and gender 
across staff groups.

Building blocks of delivery
“Embedded by design” - To move from good intentions to tangible 
practical actions.

Priority 3

Priority 4

Priority 5

76



At BCU we recognise that not everyone 
experiences university in the same way - 
and some individuals and groups encounter 
overlapping or compounding forms of 
disadvantage linked to identity, background 
or lived experience. Recognising this 
means moving beyond generic or  
‘one-size-fits-all’ approaches to  
adopting an equity-focused model,  
where support and resources are  
designed to ensure fair outcomes  
rather than simply equal treatment.

Intersectional practice requires us 
to understand people as whole and 
multifaceted, recognising the ways in  
which age (including mature student status), 
race, disability, gender, class, sexuality, 

neurodiversity, faith, caring responsibilities, 
contract type, and other identities intersect. 

This approach will help us identify patterns 
and act early. It will guide how we design 
learning experiences; and how we deliver 
support services and embed policies and 
staffing practices. 

We will use evidence, both quantitative and 
narrative, to identify where inequities persist 
and take targeted action to close these 
gaps. By embedding equity considerations 
into decision-making at every level, we will 
create an environment where no aspect of 
identity limits belonging, wellbeing, progress 
or achievement.

Our key priorities are to:

	▪ Reduce awarding gaps by strengthening 
our evidence‑based intersectional 
understanding of disparities, enabled 
through improved access to high‑quality 
data and intersectional dashboards 
covering student attainment that also 
enable Schools and Departments to 
diversify learning materials, redesign 
modules to reflect student diversity, and 
ensure transparent and fair assessment.

	▪ Reduce pay gaps by identifying and 
addressing structural and systemic 
barriers, supported by accessible 
and high‑quality data covering staff 
recruitment, promotion and progression; 
experience and belonging; and 
complaints, misconduct and outcomes.

	▪ Systematically use data (in relation to 
awarding gaps, graduate outcomes, 
promotions), insight, lived experience 
and qualitative feedback to identify 
structural/systemic barriers.

	▪ Ensure policy reviews and 
service improvements apply an 
intersectional impact lens.

	▪ Develop targeted initiatives where 
evidence shows specific groups face 
greater disadvantage such as disabled, 
care-experienced, racially minoritised, 
first-generation, neurodivergent 
students; impact of workload 
allocation on women, minoritised 
staff and early career colleagues.

	▪ Embed intersectional awareness and an 
equity lens into leadership, curriculum/
assessment design, student support, 
workload allocation, progression/ 
promotion and HR practice.

Measures of success:

	▪ Demonstrable reduction and eventual 
closure of identified attainment, 
awarding, workload, progression and 
representation gaps for both students 
and staff, based on clear definitions and 
disaggregated intersectional data.

	▪ Regular publication of accessible, 
intersectional EDI insight dashboards 
and narrative reports that inform 
evidence‑based decision‑making 
across Schools, Departments, 
and Professional Services.

	▪ Increased confidence and capability 
among staff and students in 
understanding and applying 
intersectional thinking (as measured 
through surveys and qualitative insight).

	▪ Evidence that new and revised 
policies, processes and governance 
frameworks embed equitable, inclusive 
design and demonstrably reduce 
structural and systemic barriers.

	▪ Significant and sustained reduction of pay 
gaps, supported by transparent analysis 
of structural and systemic contributors 
and clear, accountable action planning.

To enhance equity-focused  
and intersectional practice.

Priority 1
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At BCU, we recognise that inclusion cannot  
be the responsibility of a small number  
of leaders, champions or staff who 
themselves experience inequity. Instead, 
we will foster a culture where EDI is 
owned collectively, and every individual 
understands their role in shaping an 
environment that is respectful,  
fair and supportive.

We recognise that active allyship cannot 
exist without psychological safety. Allyship 
means noticing when something is not right, 
speaking up and supporting others in ways  
that are proportionate, constructive  
and grounded in care. It also means 

acknowledging the different forms  
of privilege and influence we each hold -  
and using that influence to remove barriers.

We will equip staff and students with the  
confidence and language needed to use their  
skills and strengths to challenge exclusion,  
to engage in compassionate and reflective  
dialogue, and to advocate for others in both  
formal and everyday settings. 

Through visible recognition, leadership 
modelling and shared accountability, allyship 
will become an expected and valued aspect 
of what it means to be part of BCU.

Our key priorities are to:

	▪ Establish a culture of psychological 
safety as a foundation for 
empowerment and allyship resulting 
in people feeling safe to speak 
up and trust in follow-through.

	▪ Develop a visible, practical, 
meaningful and everyday approach 
to allyship – including a shared 
definition of allyship and what ‘active’ 
allyship looks like in practice.

	▪ Embed reflective practice and 
accountability for inclusive 
behaviours in appraisal, leadership 
expectations and promotions.

	▪ Provide multiple routes  
for contribution through staff  
networks, steering groups,  
localised committees, and liberation-
focused student groups, alongside 
EDI Champion roles, mentoring 
and safe learning spaces.

	▪ Provide tools and targeted 
development for leaders and 
managers to model inclusive 
behaviour, and ecourage 
psychologically safe,  
supportive cultures.

	▪ Establish clear expectations 
of inclusive behaviour and 
allyship across all roles 
embedding into leadership 
development, appraisal 
and student induction.

	▪ Recognise and celebrate examples  
of active allyship across 
the University. 

Measures of success:

	▪ Increase in staff/student confidence 
in recognising and challenging 
inequity (survey indicators).

	▪ Allyship behaviours included in role 
profiles, development frameworks 
and promotion criteria.

	▪ Visible growth and activity across 
staff identity and allyship networks 
and communities of practice.

	▪ Increase in reports of positive 
intervention and reduction in 
experiences of microaggressions.

	▪ Examples demonstrating 
accountability where inclusive 
behaviour falls short.

To promote shared responsibility  
and active allyship.

Priority 2
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We recognise that BCU can only be 
genuinely inclusive when people can 
enter, navigate, participate and succeed 
without unnecessary barriers. This applies 
equally to our buildings, digital platforms, 
learning environments, teaching and 
assessment practices, communication 
systems and wellbeing support structure, 
as well as enablers such as data systems, 
processes and quality assurance.

We will move from reactive adjustments to a 
proactive, anticipatory model where barriers 
are identified and resolved before they impact 
students and staff. This includes improving 
the visibility and responsiveness of support 
services, ensuring that individuals do  
 

not have to repeatedly justify their needs,  
and equipping staff with the confidence  
to respond empathetically and effectively. 

We will be a university where staff are trained 
in assistive technologies, a university where 
people know where to go for help and feel 
able to ask for help without stigma, where 
adjustments are seen as standard rather 
than exceptional and where the physical, 
digital and cultural environments all support 
wellbeing, independence and dignity.

Through our Travel Plan we will work  
with transport providers to try and improve 
accessibility to our sites for everyone. 
Accessible travel infrastructure will also  
be explored across the BCU estate.

Our key priorities are to:

	▪ Ensure consistent, visible support.  
This includes conducting accessibility 
reviews of key buildings, services, 
digital platforms,  curriculum 
design and assessment processes, 
and business processes.

	▪ Ensure staff are trained to recognise  
support needs and confidently 
signpost or respond.

	▪ Introduce clearer, simpler routes 
for students and staff to access 
adjustments and specialist support.

	▪ Strengthen communication (content, 
tone, timeliness, proactive etc.) so 
that staff/students know what support 
is available and how to access it.

	▪ Design simple support pathways.

Measures of success:

	▪ Demonstrable improvement 
in student and staff feedback 
on accessibility and support 
responsiveness, evidenced through 
NSS, staff surveys, Student Voice  
and targeted lived‑experience insight.

	▪ Increased and timely uptake of 
reasonable adjustments, supported 
by streamlined processes and a 
measurable reduction in waiting 
times or delays.

	▪ Physical and digital space audit actions 
implemented with clear accountability 
for sustained improvement.

	▪ Positive evaluation from students  
and staff with lived experience, 
including disabled people, 
neurodivergent people and those  
with faith‑based needs, confirming 
that environments, services and 
practices are equitable and inclusive.

	▪ Achievement of Level 2 Disability 
Confident accreditation alongside 
visible progress towards Level 3

	▪ Delivery against the Disabled  
Students Commitment with clear 
evidence of improved accessibility, 
inclusive design and timely support  
as experienced by disabled students.

To enhance the development of  
accessible and supportive environments 

Priority 3
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Our aim is to ensure that ‘belonging’ is 
a visible, lived and everyday experience 
shaped through positive/inclusive 
relationships, culture, representation and 
participation.

We recognise that ‘belonging’ is fundamental 
to learning, personal development and 
wellbeing. When people feel valued, respected 
and represented, they are more likely to 
contribute, take intellectual risks, collaborate 
meaningfully and achieve their potential. 

We will prioritise representation in 
leadership, curricula, visual identity  
and storytelling, ensuring that students  
and staff can see themselves reflected in the 
University’s life and decision-making spaces. 

We will support community-building, peer 
networks and identity-based groups in ways 
that are resourced, visible and celebrated. 
Belonging will be nurtured through 
everyday behaviours - how we teach, lead, 
communicate and treat one another - as well 
as through shared moments of celebration, 
dialogue and recognition. 

Our goal is a culture where every member  
of our community can say with confidence:  
“I am part of BCU, and BCU is part of me.”

Our key priorities are to:

	▪ Increase representation of diverse 
identities across leadership, 
curriculum content, services, events.

	▪ Co-create teaching, learning and 
assessment approaches that reflect 
diverse experiences and perspectives.

	▪ Strengthen cultural competence  
and culturally appropriate wellbeing 
and community support services.

	▪ Create more visible diversity 
in communication - including  
department level social and cultural 
activities, and enhanced integration 
between international, home  
and mature student communities. 

	▪ Facilitate EDI events and initiatives 
that are authentic and connected to 
lived experiences.

	▪ Foster student partnership,  
co-creation and listening.

Measures of success:

	▪ Establish the Office for Institutional 
Equity to improve student success, 
belonging and graduate outcomes 
through coordinated, evidence‑based 
leadership. The Office will also 
enhance staff success, inclusion and 
progression by addressing systemic 
barriers across the employee lifecycle.

	▪ Improve scores for belonging  
and inclusion across both student  
and staff surveys.

	▪ Increased and sustained 
representation of minoritised groups 
in senior roles and governance.

	▪ Positive feedback on curriculum 
diversity and the embedding of 
culturally responsive teaching, 
learning and assessment practices.

	▪ Growth in participation, visibility  
and leadership within our staff  
and student networks.

	▪ Increase in inclusive imagery, 
language and storytelling 
throughout university platforms.

To build on existing belonging, pride  
and inclusive representation

Priority 4
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We emphasise in this strategy that 
meaningful and lasting progress in EDI 
requires visible commitment at all levels  
of leadership, clarity of responsibility  
and consistent follow-through.  
Words and intentions matter but it is 
actions, robust decision-making and 
accountability that ultimately determine 
the extent of cultural change. 

To ensure that this strategy leads to 
transformative impact, we will mainstream 
EDI - embedding EDI within the governance, 
planning, performance and risk frameworks 
of the University.

Leaders at all levels will be equipped and 
expected to model inclusive behaviours, 
make evidence-informed decisions and 
advocate for fair practices across their 
teams and areas of responsibility. 

BCU will adopt a transparent approach  
to evaluating progress, combining data,  
lived experience and feedback loops to 
understand where improvement is needed.  
By establishing clear expectations, 
resourcing change and reviewing progress 
openly, EDI will become a sustained and 
embedded driver of institutional quality, 
community trust and long-term excellence.

‘Embedded by design’ - To move from  
good intentions to tangible practical actions

Priority 5

Measures of success:

	▪ Routine reporting of EDI progress  
to the University EDI Committee  
and University Executive Team.

	▪ EDI objectives embedded in leadership 
role expectations and appraisal.

	▪ Visible follow-through on 
commitments and action plans.

	▪ Demonstrable year-on-year progress 
against key institutional EDI indicators, 
and ‘you said, we did’ updates.

Our key priorities are to:

	▪ Establish clear, consistent governance 
structures linking the EDI Strategy 
to executive oversight and school/
department action planning and risk 
reporting cycles.

	▪ Publish annual progress reports, 
including data and narrative outcomes.

	▪ Ensure leaders have the capability 
and support to lead inclusive teams 
and drive culture change.

	▪ Embed EDI considerations into 
planning, budgeting, risk management 
and performance cycles.

	▪ Model inclusive behaviours in 
leadership -listening, advocating, 
intervening, creating psychologically 
safe cultures.
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Inclusivity is at the centre of our corporate strategy,  
which means ‘belonging at the heart of BCU’  
aligns with all three of the 2030 strategic pillars.

Developing Talent for Tomorrow

Belonging at the heart of BCU strengthens our 
ability to nurture and empower the students and 
staff who will shape the future. By embedding 
equity, inclusion and belonging into teaching, 
learning and the employee experience, we ensure 
that all individuals are supported to succeed, thrive 
and progress through:

	▪ Inclusive learning environments that remove 
barriers to participation and achievement.

	▪ Curriculum and pedagogy that reflect diverse 
perspectives and build cultural intelligence  
and confidence.

	▪ Active allyship and leadership modelling, creating 
supportive academic and workplace cultures.

	▪ Improved continuation, attainment, progression 
and graduate outcomes, particularly for groups 
historically underserved.

	▪ Addressing structural inequalities that may 
disadvantage career opportunities.

	▪ Accessible and anticipatory support, ensuring 
individuals receive what they need to succeed 
before difficulties escalate.

	▪ Strengthened workforce representation, 
progression pathways and evidence‑based 
workforce planning, ensuring the University 
develops, attracts and retains a diverse and 
talented staff community to deliver on its 
long‑term ambitions.

Creating Knowledge for Good

Belonging at the heart of 
BCU reinforces research 
excellence by ensuring that 
the way we design, conduct 
and communicate research is 
inclusive, ethical and socially 
responsible. 

We will do this through 
supporting key stakeholders  
at BCU in:

	▪ The promotion of an 
inclusive culture, where 
all voices can contribute 
and innovation is enriched 
through diversity  
of perspective.

	▪ Designing intersectional 
approaches to knowledge, 
recognising lived experience 
as a valid and essential 
source of insight  
and understanding.

	▪ Developing community-
centred research 
partnerships that amplify 
impact and benefit the 
people and places that 
BCU serves.

Aligns to our 2030 ambition, setting up  
our university to succeed in the following:

People and Culture
Underpins BCU’s ambition to build  
an inclusive, compassionate and high-
performing culture. It strengthens our 
approach to leadership, staff development 
and wellbeing by embedding inclusion, 
allyship and psychological safety into 
everyday practice. By cultivating a 
workforce that reflects the diversity 
of the communities we serve, and by 
recognising inclusive behaviours as 
a measure of success, EDI becomes 
a driver of engagement, creativity, 
and institutional excellence.

Environmental Sustainability
Supports the UN Sustainable Development 
Goals of Quality Education, Gender 
Equality, and Reduced Inequalities by 
promoting equitable learning outcomes, 
fostering inclusive learning environments, 
delivering initiatives to improve gender 
equality, and addressing systemic 
barriers to student and staff success.

Infrastructure
Drives an inclusive approach to physical, 
digital and organisational infrastructure. 
It commits BCU to designing, building 
and maintaining environments that are 
accessible, adaptable and welcoming 
for all. This includes the built estate, 
learning and digital platforms, signage, 
communication channels and service 
design, all re-evaluated through an 
accessibility and inclusion lens.

Size and Shape
As BCU evolves its academic portfolio, 
delivery models and partnerships, this 
strategy provides a framework to ensure 
that growth, diversification and change 
are inclusive by design. It supports 
decision-making that considers equity of 
access, representation across disciplines, 
and the impact of structural change 
on the staff and student experience.

Powering Prosperity 

BCU plays a pivotal role in the 
prosperity and wellbeing of 
Birmingham and the wider region. 

Belonging at the heart of BCU will 
help to ensure that this contribution is 
inclusive, place-based and sustainable 
- supporting social mobility, civic 
partnership and economic development. 
We will do this through supporting the: 

	▪ Removal of barriers and 
supporting local people to access 
opportunity and progress.

	▪ Creation of a BCU community that 
reflects and celebrates the diversity 
of Birmingham, strengthening 
trust, engagement and belonging.

	▪ Development of graduates who are 
socially aware, culturally competent 
and community-minded, driving 
inclusive economic growth.

	▪ Improvement of institutional 
performance and decision 
quality aligned to the strategic 
aims set out in this strategy.

	▪ Deepening collaborative work with 
local communities to co‑design 
opportunities, enhance social 
mobility and ensure our civic 
contribution reflects the priorities 
and strengths of the region.

Contributions to 
our Strategic Pillars
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KPI overview
To enhance equity-focused and intersectional practice Baseline 

measure
In 2 years 
- 2028

In 5 years 
- 2030

Core staff who are from minority ethnic backgrounds 31.0% 38.0% 40.0%
Professional services staff in a management role (MA1-
MA5) who are from minority ethnic backgrounds 25.0% 30.0% 32.0%

Academic staff in a professorial roles who are from 
minority ethnic backgrounds 27.8% 34.0% 36.0%

Academic staff (excluding professors) who are from  
a minority ethnic background 27.2% 33.0% 35.0%

Point differences in outcomes in 1st class  
and 2:1 first-degree awards between white graduates  
and graduates from minority ethnic backgrounds

24.4% 5.0% 5.0%

Point differences in outcomes in 1st and 2:1 first-degree 
awards between white ethnic graduates and graduates 
from Asian minority ethnicity backgrounds

21.4% 5.0% 5.0%

Point differences in outcomes in 1st and 2:1 first-degree 
awards between white ethnic and black ethnic graduates 34.5% 5.0% 5.0%

Qualifying graduates from black ethnicity with a first 
degree, awarded a 1st or 2:1 classification 36.1% 74.0% 74.0%

Qualifying graduates from Asian ethnicity with a first 
degree, awarded a 1st or 2:1 classification 49.2% 74.0% 74.0%

Point difference in outcomes in 1st and 2:1 first degree 
awards between graduates from the least disadvantaged  
and the most disadvantaged graduates as measured  
by the deprivation index

25.1% 5.0% 5.0%

To promote shared responsibility and active allyship Baseline 
measure

In 2 years 
- 2028

In 5 years 
- 2030

Delivery via Race Equality Charter, Athena Swan, Disability 
Confident and Disabled Student Commitment Action Plans
Delivery though estates masterplan

To enhance the development of accessible  
and supportive environments

Baseline 
measure

In 2 years 
- 2028

In 5 years 
- 203

Core staff recorded as ‘not known’ when asked if they 
have a disability 53.3% 46.0% 43.0%

Staff Engagement Survey: I feel like I belong at BCU. 
Difference in staff population vs staff with identified disability -10.0%

Staff Engagement Survey: I believe BCU is committed to 
equality of opportunity for all its staff. Difference from staff 
population for staff with identified disability

-13.0%

To build on existing belonging, pride  
and inclusive representation

Baseline 
measure

In 2 years 
- 2028

In 5 years 
- 2030

Core staff who said they ‘agreed’ or ‘strongly agreed’  
to an average of the six engagement scores in the Staff 
Engagement Survey

69.0% 74.0% 79.0%

Core staff who said they ‘agreed’ or ‘strongly agreed’  
to the question in Staff Engagement Survey: I feel like  
I belong at Birmingham City University 

60.0%

Core staff who said they ‘agreed’ or ‘strongly agreed’  
to Staff Engagement Survey question: I believe 
Birmingham City University is committed to equality  
of opportunity for all staff

51.0% 60.0% 68.0%

Positivity measure of full-time, undergraduate students 
for responding to ‘teaching on my course’ theme 
questions in NSS

80.9% 88.8% 88.8%

Positivity measure of full-time, undergraduate students  
for responding to ‘Student Voice’ theme questions in NSS 73.0% 84.1% 84.1%

Embedded by design – To move from good intentions  
to tangible practical actions

Baseline 
measure

In 2 years 
- 2028

In 5 years 
- 2030

Mean gap in pay between white and minority ethnic  
core staff 11.8% 6.0% <4.0%

Mean gap in pay between male and female core staff 6.1% ≤4.2% ≤4.2%
Mean average gap in pay between disabled and staff  
who are not disabled 7.0%

Race Equality Charter Bronze
Disability Confident Committed
Athena Swan Silver

Key activities to be delivered

Indicative timeline for the next five years

Activity Description

Office for Institutional Equity 

Establish a dedicated Office for Institutional Equity  
to foster an inclusive environment that promotes 
fairness, freedom of speech within the law, equity, 
inclusion and belonging.

Athena Swan Action Plan Delivered by 2031.
Disability Confident Action Plan Delivered by 2028.
Race Equality Charter Action Plan Delivered by 2029.
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Our approach
A co-developed and collaborative journey

Our Equality, Diversity and 
Inclusion strategy was 
developed to ensure the 
needs and aspirations of our 
students and staff alike are 
the foundation of our future 
at BCU. It has been informed 
by extensive stakeholder 
engagement and based on the 
latest evidence from a robust 
maturity assessment to ensure 
the aims of the strategy are 
actionable and measurable.  

The development of BCU’s 
Equality, Diversity and Inclusion 
(EDI) strategy has been a 
collaborative process, shaped 
by the collective insights, 
experiences and aspirations 
of our students, staff alumni 
and community partners. 

From the outset, our goal was 
to ensure that this strategy was 
not written for the community, 
but with the community - 
reflecting the lived experiences 
and priorities of those who 
make up the BCU family.

	▪ Our approach has been iterative and participatory, building 
understanding through dialogue and reflection at each stage. 
Between August and December 2025, we engaged across  
the University to listen, test ideas and collectively define the 
key themes and actions that will underpin our EDI ambitions.

	▪ The development of this EDI strategy has been explicitly 
linked to BCU’s Strategy 2030, ensuring that inclusion is 
embedded within the University’s broader mission and vision.

	▪ Strategy 2030 highlights BCU’s vision to be  ‘an exemplar 
anchor institution’ whose mission is to ‘create and share 
knowledge for a better and more inclusive society’.  
This EDI strategy operationalises that ambition - setting 
out how our people, culture, and partnerships will make 
that vision tangible.

	▪ To reinforce this connection, we also drew directly on 
community engagement carried out as part of the Strategy 
2030 development. We built on insights from employers, 
community leaders and civic partners who described  
BCU as “the university for the city - an accessible,  
socially mobile, and inclusive institution deeply rooted  
in Birmingham’s diverse communities”.

	▪ This process has ensured that our EDI strategy reflects 
both internal aspirations and the expectations and values  
of the wider community we serve.

	▪ Our commitment to free speech and academic freedom 
goes hand in hand with our commitment to EDI. 

Phase 1: Understanding the ‘as is’ position

We began by being clear about our current position - assessing the maturity  
of EDI practice across the University.

This included:

	▪ A structured maturity matrix review 
focusing on HR policies and practices, 
EDI-related training, communications, 
leadership accountability and the extent 
to which EDI is embedded in  
decision-making.

	▪ Meetings with lead officers and members 
of University Executive Team (UET)  
to understand progress, strengths,  
and areas for development.

	▪ Review of documentation, policies,  
and data to inform our understanding  
of current practice.

This diagnostic phase created a shared understanding of where BCU currently stands  
and provided the evidence base for deeper engagement.

Phase 2: Engagement and listening

Between September and December 2025, we undertook a major University-wide engagement 
exercise that invited voices from across the community to shape the EDI Strategy. 

This included:

	▪ Open focus groups with students, and staff 
to explore lived experiences and priorities.

	▪ Multiple EDI surveys distributed across 
the BCU community (students, staff, 
alumni) to identify aspirations, challenges 
and opportunities, including testing 
emerging themes and with further 
education partners.

	▪ EDI Committee discussions to test 
emerging themes and gather feedback.

	▪ A Strategy Development Day (World 
Café event) bringing together diverse 
participants to define key pillars of the 
strategy and consider what success 
should look like.

	▪ Follow up survey to confirm new themes. 

Each stage built on the last, ensuring that feedback loops were transparent  
and that the direction of travel remained community-led.

	Alignment and integration - ensuring 
the EDI Strategy supports and enables 
the University’s Strategy 2030.	 Co-creation - developing the strategy 

with, not for, our community.

	Transparency and accountability - 
sharing progress and recognising  
the voices that have shaped it.	Evidence and reflection -  

building on maturity analysis,  
data and lived experience.

The success will be measured by the following:
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Related strategies 
and policies
Summary of dependencies

Strategy name Dependency

Education Strategy

There is a need to ensure that teaching methods, curriculum 
design and assessment practices are inclusive and accessible 
to all students, including disabled people, neurodivergent 
learners and those from diverse cultural and linguistic 
backgrounds.

People and Culture 
Strategy

There is a requirement to ensure that recruitment, career 
progression and workplace policies promote EDI. This includes 
inclusive hiring practices, reasonable adjustments for disabled 
people and fostering a culture of belonging through staff 
networks and leadership development programmes.

Digital Masterplan

Digital tools must be designed with universal accessibility 
in mind, ensuring that students and disabled staff can fully 
engage with online platforms, virtual learning environments 
and digital resources. 

Health and Wellbeing Plan

There is a requirement to ensure that staff health and 
wellbeing approaches are inclusive, equitable and responsive 
to different needs and lived experiences. This includes creating 
supportive working environments, providing accessible 
wellbeing support and reasonable adjustments and fostering 
a culture of care and belonging through inclusive policies, 
leadership behaviours and staff networks.

Estates Masterplan

Physical accessibility is critical for an inclusive university 
environment. The built environment should ensure equal access 
to buildings, learning spaces and social areas for all students 
and staff. This includes step-free access, adequate signage, 
assistive listening devices and accessible accommodation. 

Research Strategy

Embedding EDI into research ensures that studies consider 
diverse participant groups, avoid biases in methodology and 
promote inclusive knowledge creation. Research funding 
should support underrepresented groups and ensure that 
research outputs are accessible.

Strategy name Dependency

Sustainability Strategy  
and associated plans

Our EDI strategy supports the delivery of the UN SDGs, in 
particular Quality Education, Gender Equality, and Reduced 
Inequalities. BCU is committed to supporting the delivery of the 
UN SDGs through Strategy 2030 and Our Sustainable Future.

Code of Practise on 
Freedom of Speech

Our commitment to EDI means creating a culture where 
everyone belongs and where open dialogue is part of how we 
learn and grow together. Freedom of speech (within the law) 
and academic freedom enable students and staff to share 
lawful views, challenge ideas and explore new perspectives 
within a supportive, inclusive environment.

Our vison is to be a university 
where belonging, inclusion and 
community define our culture  

and success.
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Glossary  
of terms 

Strategy name Dependency

Accessibility 

The design, delivery and ongoing improvement of environments, 
systems, services and information so that all people - regardless 
of ability, background or circumstance - can participate fully, 
independently and with confidence. 

Allyship 

The intentional, proactive practice of using one’s voice, influence 
and everyday actions to support, stand with and advocate for 
people from marginalised or under-represented groups.

It involves noticing when something is not right, stepping 
in constructively and confidently, amplifying others’ voices, 
challenging bias or exclusion and working to remove barriers 
while continuously learning and reflecting on one’s own behaviour. 
It includes taking responsibility  rather than ‘passing issues up’ 
and supporting colleagues and students in real time.

Diversity Taking account of the differences between people/groups and 
placing a positive value on these differences.

Equality People are not treated differently or discriminated against due to 
protected characteristics.

Equity
A recognition that people/groups have different circumstances and 
they are given the opportunities and/or resources needed to reach 
an equal outcome.

Inclusion/inclusivity The act of making diversity work. A deliberate act of welcoming 
diversity and creating an environment where diverse groups can 
thrive and succeed.

We recognise the  
individuality and potential  

of each person, and the  
collective strength  

that comes from our  
diverse community.
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