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Abstract 
 

To inform the renewal processes for its institutional Athena Swan and Race Equality Charter 
Awards, the University of Cambridge launched its Staff Culture Survey from 17 January to 7 
February 2024. The survey was distributed via the Key Issues Bulletin to all staff holding a 
contract of employment with the University. A total of 3,099 staff members completed the 
survey with response rates varying from different areas of the University.  
 
Overall, respondents from all staff types reported positive experiences with departments 
enabling flexible working, awareness of reporting processes for bullying and harassment, 
and departmental support for gender equality. However, concerns were raised about 
manageable workloads, opportunities for career progression, and how instances of bullying 
and harassment were addressed. Results from the Schools, Non-School Institutions, and 
departments/faculties showed some variation, but these differences do not indicate 
stronger or weaker performances, but rather highlight where staff experiences may differ 
and where further exploration may be valuable. Institutional strategies and frameworks such 
as the University’s 2024-2029 Athena Swan action plan and 2025-2030 Race Equality Charter 
action plan will address the highlighted issues over the coming years.  
 
This report was written by Equality, Diversity and Inclusion Consultants Gina Warren and Dr 
Tanesha Allen and ED&I Data Analyst Robert Purdham-Cook. Questions can be directed to 
equality@admin.cam.ac.uk.  
 
 
 

  

https://www.equality.admin.cam.ac.uk/files/university_of_cambridge_athena_swan_silver_award_renewal_application.pdf
https://www.race-equality.admin.cam.ac.uk/files/university_of_cambridge_rec_2025-2030_action_plan.pdf
https://www.race-equality.admin.cam.ac.uk/files/university_of_cambridge_rec_2025-2030_action_plan.pdf
mailto:equality@admin.cam.ac.uk
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1. Background 
 

1.1. Purpose 
 

In 2024, the University of Cambridge launched the Staff Culture Survey to inform the 
renewal processes for its institutional Athena Swan and Race Equality Charter Awards. 
Advance HE confers these awards onto UK higher education institutions that 
demonstrate their commitment to addressing gender equality and race equality through 
the frameworks provided by these charter marks. As part of its ongoing commitment to 
fostering an inclusive and supportive working environment for all staff, the University has 
been an Athena Swan award holder since March 2006 and a Race Equality Charter award 
holder since November 2019.  
 
Both charter marks require institutional-wide consultations – oftentimes via a survey – to 
better understand and identify issues impacting staff and students. These findings are 
then used to shape the institutional Athena Swan and Race Equality Charter action plans 
for the next five years.  

 

1.2. Survey design and methodology 
 

The survey questions were designed by Advance HE following consultations within the 
UK higher education sector. The University slightly modified the wording of some 
questions to better reflect the institutional context. These questions covered a range of 
topics including belonging, leadership and staff input, workload and flexibility, bullying 
and harassment, career development and wellbeing, and race and inclusion. 
 
Most questions used a Likert scale to assess the respondents’ level of agreement with 
each statement. Free-text responses were available for three questions, while multiple 
choice options were available for the optional demographic questions at the end. 
 
 

1.3. Survey distribution 
 

In January 2024, the University of Cambridge launched a Staff Culture Survey targeted at 
all staff employed by the University, specifically those holding a contract of employment 
across all staff groups. The survey was open from 17 January to 7 February 2024, and 
was distributed to University staff via the University’s Key Information Bulletin (KIB). KIB 
is distributed to heads and operational leads within University institutions, with 
recipients asked to forward items within their areas as relevant. As a result, onward 
distribution of the survey invitation was managed locally, and access to the survey may 
have varied between institutions and staff groups depending on local communication 
practices. All staff groups were invited to complete the survey which was hosted on 
Qualtrics.  
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1.4. Methodology of this report 
 

This report analyses all responses to the 2024 Staff Culture Survey. Response rates are 
presented at University, School/Non-School Institution (NSI), and department level. Full 
survey results (responses to individual survey questions) are provided at University and 
School/NSI level, and at department level where there were 10 or more responses and 
these represented at least 10% of the department’s headcount. 
 
Where fewer than 10 responses were received and this represented less than 10% of the 
department’s headcount, results have been presented in aggregated form within the 
relevant School-level analysis only, rather than reported separately at department-level. 
The approach retains the overall analytical value of the survey, while ensuring that 
reported findings are based on a sufficiently representative proportion of the relevant 
population to enable meaningful analysis.  
 
Across all analyses, results should be interpreted with appropriate caution, particularly 
where subgroup sizes are small. Some percentages in this report have been rounded for 
readability purposes.  
 
 

1.4.1. Demographic analysis 

 
Demographic groups with fewer than 25 respondents across the University have not 
been included in comparative analysis in the appendices. This reflects the need to 
reduce the risk of identifying individuals within small groups. 
 
As a result, some demographic categories are not reported separately where respondent 
numbers were low and may instead be aggregated or omitted from analysis. This 
includes specific categories across staff group, sex, gender identity, ethnicity, and socio-
economic background where thresholds were not met1. 
 
This report also highlights significant disparities between each of these demographics. A 
difference of 10 percentage points or more between groups is used as an indicative 
threshold to highlight notable variation. This reflects the relatively small sample sizes 
within some demographic groups, where greater variation may be expected and small 
percentage differences are less reliable indicators of meaningful disparity. 
 
Here, a significant disparity is defined as two groups, for example White and Black, Asian, 
and Minority Ethnic (B.A.M.E.), having a difference of greater than 10% agreement to a 
question. For example, if 64% of White respondents selected either ‘Strongly agree’ or 
‘Agree’ to a question, compared to 53% of B.A.M.E. respondents, this will be highlighted 
in the report. In a large sample, a difference of one or two percentage points may be 

 
1 The following demographic categories are not reported separately due to low response numbers: 
Apprentice (staff group); Intersex (sex); Trans or trans history (gender identity); Black (ethnicity group); ‘Do 
not know/not sure’ (parental education level); and ‘I don’t know’ (educational background). 
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significant. However, in smaller samples (which are often considered in this report – for 
example, 43 respondents from Other Ethnic Groups), where there is more variation, 
more than 10 percentage points may be needed to detect differences, hence why the 
figure of 10% has been chosen. 
 
For some questions, respondents who selected ‘prefer not to say’ for the demographic 
details had a significant disparity to those who provided demographic data in almost 
every question of the survey. This group, therefore, is not considered in this report. 
However, as a high-level summary, these individuals largely reported a more negative 
experience than those who chose to share demographic data. 
 
Appendices 2-8 include charts for questions where there were significant disparities 
among certain demographic groups. Questions with significant disparities have been 
colour coded so that the demographic with the most positive result is highlighted in 
green, and the demographic with the least positive result in red.  
 
This approach to identifying variation was applied to the demographic appendices 
(Appendices 2–8) only. It was not applied to intra-School or departmental-level 
appendices (Appendices 9–16), where smaller subgroup sizes make such comparisons 
less reliable and potentially misleading. 
 
Across all analyses, results should be interpreted with appropriate caution, particularly 
where subgroup sizes are small. Some percentages in this report have been rounded for 
readability purposes.  
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2. Survey respondents 
 

2.1. Response rates 
 

A total of 3,099 staff members responded to the survey. Based on the University’s 
headcount of 13,339 staff members (31 October 2023), this represents an overall 
response rate of approximately 23.2%. Not all respondents completed every question, 
therefore the total number of responses varies across survey items.  

 
 

2.2. Staff disclosure 
 

Respondents had the opportunity to share information about how they self-identify via 
optional demographic questions. This data was analysed to determine how different 
factors (e.g. area of the University, staff type, staff grade, and protected characteristics) 
affect the staff experience. All questions had a ‘prefer not to say’ option, while some 
questions had an ‘other’ option.  

 

2.2.1. Area of the University 

Out of 3,099 respondents, 2,616 disclosed the area of the University in which they work 
(Table 1). The remaining respondents either selected ‘prefer not to say’ or did not 
provide this information. Response rates ranged from 10% to 29% for Schools, and 10% 
to 47% for departments/faculties. These differences in response rates should be 
considered when interpreting the findings at the University, School or 
department/faculty level.  
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Table 1: Response rates for each area of the University. Response rates are based on the 
University headcount as of 31 October 2023. 
 

Area of the University 
Total number of 
staff in area of 
the University  

Total number of 
respondents 

Response rate  

School of Arts and Humanities 704 93 13% 

School of the Biological Sciences 1,996 354 18% 

School of Clinical Medicine 2,962 523 18% 

School of the Humanities and Social Sciences 1,084 183 17% 

School of the Physical Sciences 1,609 314 20% 

School of Technology 1,734 179 10% 

Non-School Institutions (NSI) 1,079 226 21% 

UAS 1,825 345 19% 

UIS 346 99 29% 

Prefer not to say N/A 296 N/A 

 

2.2.2. Staff type 

Approximately 91% of respondents (2,786 staff members) disclosed their staff type. The 
remaining 8% did not disclose this information (Table 2). Professional, support and 
technical staff were proportionately well represented among respondents, while 
researcher response rates were notably lower. These differences should be borne in 
mind when interpreting results, particularly where experiences may vary by staff group. 
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Table 2: Response rates by staff type.  
 

Staff type 

Number of 

respondents per 

staff type 

% of respondents per 

staff type 

Response rate within staff 

type based on headcount as 

of October 2023 

Academic 473 19% 26% (2,056) 

Researcher 319 14% 10% (3,995) 

Professional 

services 

1,850 
67% 25% (7,256) 

Apprentice ≤5 0% 0% (32) 

Other 64 2% N/A 

 
The above table presents the percentage of survey respondents in each staff group (‘% of 
respondents’) and the proportion of the University population in that staff type who 
responded (‘Response rate within staff type’; using headcount as of 31 October 2023). Sixty-
four respondents selected ‘Other’; where specified, this reflected a mixed group of 
administrative and academic staff, including a small number of College-based colleagues. 
 

2.2.3. Staff grade 

Approximately 82% of respondents (2,540 staff members) disclosed their staff grade. Of 

those who responded, 11% selected ‘prefer not to say’ (Table 3). 

 

Table 3: Response rates by staff grade. 

Staff grade Respondents Response rate 

Grade 1-3 104 4% 
Grade 4-6 714 28% 
Grade 7-9 996 39% 
Grade 10-12 396 16% 
Other 42 2% 
Prefer not to say 288 11% 
Grand Total 2,540  

 

The University has outlined several initiatives to address the experiences of staff on 

lower grades (and PSS). In particular: 

The University is committed to enhancing the career development of Professional 

Services Staff (PSS) through a comprehensive Career Development Framework. This 
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framework will include the clustering of similar roles into Job Families and Competency 

Frameworks to clarify career pathways and support progression. By standardising role 

profiles, the University hopes to ensure that role names and job descriptions are 

consistent and equitable. Additionally, robust support mechanisms and resources will be 

provided to enable skill development and foster a culture of continuous learning. As part 

of the Learning and Development initiatives, a Development Programme is being 

specifically designed to support staff in grades 3-6, helping them progress through the 

University and achieve their career goals. 

 

2.2.4. Sex and gender identity 

Approximately 89% of respondents (2,770 staff members) disclosed their sex and 89% 

(2,763 staff members) disclosed their gender identity. Of those who responded, between 

10 and 11% selected ‘prefer not to say’ (Tables 4 and 5). 

Among the respondents who provided this information, 59% of the respondents 

identified as female compared to the overall University staff population of 54.5% (as of 

31 October 2023). Approximately 30% identified as male compared to the overall 

University staff population of 46%, while 10% of respondents preferred not to share this 

information. Meanwhile, 1% of respondents disclosed that they are trans or have a trans 

history compared to the overall University figure of 0.9%. 

 

Table 4: Response rates by sex. 

Sex Respondents Response Rate 

Female 1,637 59% 
Intersex ≤5 0% 
Male 842 30% 
Prefer not to say 286 10% 
Grand Total 2,770  

 

Table 5: Response rates by gender identity. 

Gender identity Respondents Response Rate 

Man 822 30% 
Non-binary/Other 45 2% 
Prefer not to say/Not applicable 297 11% 
Woman 1,599 58% 
Grand Total 2,763  

 

For actions relating to sex, please refer to the 2024-2029 Athena Swan action plan. A 

forthcoming LGBTQ+ Framework will include actions to support those who identify as 

non-binary and other gender identities. 
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2.2.5. Race and ethnicity 

Approximately 88% of respondents (2,740 staff members) disclosed their race/ethnicity. 

Of those who responded, 11% selected ‘prefer not to say’ (Tables 6 and 7). Among the 

respondents who provided this information, 11% of respondents identified as Black, 

Asian or Minority Ethnic, compared with 18.5% across the University staff population. 

 

Table 6: Response rates by race and ethnicity (grouped). 

White/B.A.M.E. Respondents Response Rate 

B.A.M.E. 296 11% 
Prefer not to say 307 11% 
White 2,137 78% 
Grand Total 2,740  

 

Table 7: Response rates by race and ethnicity (detailed). 

Ethnicity group Respondents Response Rate 

Asian 117 4% 
Black 19 1% 
Mixed Heritage 123 4% 
Other Ethnic Group 43 2% 
Prefer not to say 308 11% 
White 2,133 78% 
Grand Total 2,743  

 

For actions relating to race and ethnicity, please refer to the 2025-2030 Race Equality 

Charter action plan. 

 

2.2.6. Sexual orientation 

Approximately 88% of respondents (2,268 staff members) disclosed their sexual 

orientation. Of those who responded, 17% selected ‘prefer not to say’ (Table 8). Among 

the respondents who provided this information, 11% of respondents identified as 

LGBQ+, compared with 6.1% of University staff who declared their sexual orientation as 

LGBQ+. 
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Table 8: Response rates by sexual orientation. 

Sexual orientation Respondents Response rate 

Heterosexual or straight 1,955 71% 
LGBQ+ 313 11% 
Prefer not to say 473 17% 
Grand Total 2,741  

 

A forthcoming LGBTQ+ Framework will include actions to address disparities relating to 

sexual orientation. 

 

2.2.7. Disability status 

Approximately 89% of respondents (2,767 staff members) disclosed their disability 

status. Of those who responded, 9% selected ‘prefer not to say’ (Table 9). Among the 

respondents who provided this information, 11% of respondents disclosed a disability, 

which is higher than the overall University disability disclosure rate of 7.2%. 

 

Table 9: Response rates by disability status. 

Disability status Respondents Response rate 

No 2,196 79% 
Prefer not to say 252 9% 
Yes 319 12% 
Grand Total 2,767  

 

The University supports disabled people through a wide range of initiatives and policies 

that promote disability equality. Work is underway to undertake a programme of 

engagement activities, including focus groups, to better understand the barriers 

experienced by disabled staff, alongside the training needs of those with professional 

responsibility for staff management. The findings from this work will inform the 

development of a comprehensive Disability Action Plan. 

 

2.2.8. Religion and belief 

Approximately 68% of respondents (2,106 staff members) disclosed their religion or 

belief. Of those who responded, 20% selected ‘prefer not to say’ (Table 10). Among the 

respondents who provided this information, 52% of respondents identified as having no 

religion compared to the University-wide figure of 39.3% (as of 31 October 2023). 
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Table 10: Response rates by religion and belief. 

Religion or belief Respondents Response rate 

Any other religion or belief 153 7% 
Christian 100 5% 
No religion (including atheist) 1,426 68% 
Prefer to not say 427 20% 
Grand Total 2,106  

 

The University’s recent Equality and Diversity Information Reports indicates that staff 

follow a diverse range of religions and beliefs. However, there is currently a limited 

comprehensive understanding of the experiences, needs, and concerns relating to 

religion and belief. Consideration is being given towards how the University can address 

this. 

 

2.2.9. Socioeconomic background 

Approximately 89% of respondents (2,744 staff members) disclosed their educational 

level and 88% (2,735 staff members) disclosed their parental educational level. Aligning 

with guidance from Advance HE, respondents were asked about this information as 

proxies for socioeconomic background. Of those who responded to these questions, 7% 

selected ‘prefer not to say’ (Tables 11 and 12). No comparable University staff population 

data is available. 

 

Table 11: Response rates by educational background. 

Educational background Respondents Response rate 

A state-run or state-funded school 1,674 61% 
I attended school outside the UK 536 20% 
I don’t know 3 0% 
Independent or fee-paying school 286 10% 
Independent or fee-paying school, where I received a means 
tested bursary covering 90% or more of the total cost of 
attending throughout my time there 52 2% 
Prefer not to say 193 7% 
Grand Total 2,744  
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Table 12: Response rates by parental educational level. 

Parental education level Respondents Response rate 

Do not know/ not sure 22 1% 
No, neither of my parents attended university 1,336 49% 
Prefer not to say 193 7% 
Yes, one or both of my parents attended university 1,184 43% 
Grand Total 2,735  

 

There is currently a limited comprehensive understanding of the experiences, needs, and 

concerns relating to socioeconomic background. Consideration is being given towards 

how the University can address this. 

 

2.2.10. Caring responsibilities 

Approximately 89% of respondents (2,747 staff members) disclosed whether they had 

caring responsibilities. Of those who responded, 7% selected ‘prefer not to say’ (Table 

13). No comparable University staff population data is available. 

 

Table 13: Response rates by caring responsibilities. 

Caring responsibilities Respondents Response rate 

No 1,358 49% 
Prefer not to say 198 7% 
Yes 1,191 43% 
Grand Total 2,747  

 

Actions relating to caring responsibilities are included in the 2024-2029 Athena Swan 

Action Plan. These include strengthening support for parents and carers by increasing 

the visibility and accessibility of family-friendly policies, networks, and resources, 

including the development of dedicated Parents@Cambridge and Carers@Cambridge 

communities, online toolkits, and targeted information sessions.  
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3. University-wide survey results 
 

This section provides a high-level overview of staff responses across the University. It 
highlights key strengths, areas of challenge, and emerging patterns that cut across 
multiple themes. Detailed findings are presented in subsequent sections. Significant 
disparities by staff group, and protected characteristics are highlighted in Appendices 2-
8.  
 
The results are presented as percentages showing the proportion of respondents 
selecting the most positive response option(s), unless otherwise stated. The analysis is 
descriptive in nature and does not involve statistical significance testing. Therefore, all 
differences should be interpreted as indicative rather than definitive.  
 
Throughout the report, School and department/faculty-level variation is used to prompt 
reflection and further exploration rather than to draw causal conclusions. Percentages 
should always be considered alongside response volumes and local context, particularly 
for smaller departments/faculties. This approach is consistent with broader good 
practice on equality survey quality and statistical reporting, including Advance HE’s 
equality survey development guidance and the Code of Practice for Statistics. 
 
Overall, the results suggest that many aspects of the University were experienced 
positively by staff. However, confidence in institutional action, perceptions of workload 
manageability, and experiences of staff input and influence remained areas of concern. 

 
 
 

3.1. Belonging and inclusion  
 

Overall, at the University level, staff reported positive experiences regarding professional 
and personal courtesy. 
 

• Overall, 92% report experienced professional and personal courtesy at 
Cambridge. When specifically asked about courtesy in relation to academics and 
professional services, 59% of respondents agreed that they were treated with 
professional and personal courtesy by academic colleagues, compared with 80% 
for professional services colleagues. 

 
• 71% reported feeling connected to their colleagues to some degree. 

 
• 64% of respondents agreed that their contributions were valued within their 

department. 
 

These findings indicate that day-to-day interactions between colleagues were largely 
experienced as supportive. However, the proportion of staff who felt their contributions 
were valued was notably lower than reported levels of courtesy, suggesting that while 
interpersonal behaviour is generally positive, perceptions of contributions being valued 

https://www.advance-he.ac.uk/knowledge-hub/effective-equality-surveys?utm_source=chatgpt.com
https://www.advance-he.ac.uk/knowledge-hub/effective-equality-surveys?utm_source=chatgpt.com
https://code.statisticsauthority.gov.uk/


   

17 
 

and inclusion may be more variable. The University’s 2024-2029 Athena Swan action 
plan and the 2025-2030 Race Equality Charter action plan will address concerns about 
staff contributions being valued by reviewing staff engagement mechanisms (e.g. Staff 
Culture Surveys and exit surveys) to ensure that staff have regular and reliable ways of 
providing feedback that is acted upon.    
 
 

3.2. Leadership, equality and staff input 
 

Compared to the above experiences of belonging and inclusion, perceptions of 
leadership and staff input presented a relatively mixed picture. 

 
• 64% agreed that their departmental leadership supported gender equality. 

 
• 56% agreed that their department was taking action on equality and diversity. 

 
• 51% felt able to contribute ideas on equality and diversity. 

 
 

While most staff reported some confidence in leadership support for equality, only 
around half felt able to contribute ideas or saw evidence of action. This suggests that 
opportunities for staff to provide input and to experience tangible actions on equality, 
diversity and inclusion may not be consistent across the University. As mentioned above, 
institutional frameworks like the 2024-2029 Athena Swan action plan and the 2025-2030 
Race Equality Charter action plan will review current mechanisms relating to staff 
engagement to ensure that they provide opportunities for staff to give and receive 
feedback through meaningful dialogue. 

 

3.3. Flexible working and workload 

 

Overall, most respondents reported having positive experiences regarding flexible 
working arrangements within their department, but had relatively mixed experiences 
regarding workload.   
 

• 80% of respondents agreed that their department enabled flexible working. 
 

• 55% agreed that their current workload was manageable. 
 

• 25% reported that their workload had increased to an unmanageable level over 
the past one to two years. 

 
The findings suggest that flexible working was widely enabled across the institution. 
However, while over half of respondents felt that their workload was manageable, a 
quarter of respondents indicated that their workload had increased to an unmanageable 
level in recent years. This indicates the need to review staff workload across the 

https://www.equality.admin.cam.ac.uk/files/university_of_cambridge_athena_swan_silver_award_renewal_application.pdf
https://www.equality.admin.cam.ac.uk/files/university_of_cambridge_athena_swan_silver_award_renewal_application.pdf
https://www.race-equality.admin.cam.ac.uk/files/university_of_cambridge_rec_2025-2030_action_plan.pdf
https://www.equality.admin.cam.ac.uk/files/university_of_cambridge_athena_swan_silver_award_renewal_application.pdf
https://www.race-equality.admin.cam.ac.uk/files/university_of_cambridge_rec_2025-2030_action_plan.pdf
https://www.race-equality.admin.cam.ac.uk/files/university_of_cambridge_rec_2025-2030_action_plan.pdf
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University on an ongoing basis and ensure that it is manageable and realistically 
achievable. Various institutional frameworks including the University’s Review of 
Teaching and the 2024-2029 Athena Swan action plan aim to address concerns regarding 
workload by setting clear expectations and managing workloads through continuous 
conversations and regular appraisals. 

 

3.4. Bullying, harassment and reporting 
 

Results relating to bullying and harassment revealed a pronounced gap between 
awareness of processes and confidence in outcomes. 

 
• 84% of respondents reported knowing where and how to report incidents of 

bullying or harassment. 
 

• 62% reported feeling comfortable raising concerns. 
 

• Only 27% were satisfied with how bullying and harassment were addressed. 
 
Whilst the above responses suggest that reporting mechanisms were well known and 
that people felt comfortable in raising concerns, respondents were less confident in how 
concerns were handled and resolved. This may have implications for trust in institutional 
processes and for staff willingness to raise concerns in practice. The University will 
address these concerns within the Athena Swan and Race Equality Charter action plans 
by developing annual reporting and data collection on investigations, developing and 
delivering targeted training for Responsible Persons undertaking case investigations, and 
developing University-wide communications and engagement resources for all staff. 

 

3.5. Career development and wellbeing 
 

Staff experiences of career development and wellbeing support were mixed and pointed 
to ongoing challenges. 
 

• 63% agreed that their line manager supported their career development. 
 

• Only 32% agreed that there were sufficient opportunities for career progression. 
 

• 52% agreed that mental health and wellbeing were supported within their 
department. 

 
• 45% felt confident asking for mental health or wellbeing support. 

 
• 57% stated that they would recommend the University as a great place to work. 

 
While many staff reported having supportive line management, perceptions of career 
progression opportunities were low. Whilst there was some level of wellbeing support 

https://www.equality.admin.cam.ac.uk/files/university_of_cambridge_athena_swan_silver_award_renewal_application.pdf
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within departments, the above results indicate that there is a need to increase 
confidence in asking for mental health and wellbeing support. Institutional frameworks 
such as the People Strategy, the institutional Athena Swan action plan, and the Race 
Equality Charter action plan will address concerns regarding career development by 
providing effective support mechanisms to support the progression and promotion of 
academics, professional services staff, and researchers (e.g. introducing a Career 
Development Framework, providing annual workshops for the CV Mentoring Scheme 
and the Academic Career Pathway schemes). 

 
 

3.6. Race and inclusion 
 

Overall, responses relating to race and inclusion indicated relatively high levels of 
confidence in discussing race-related topics and in individuals and managers calling out 
racist behaviours. However, in some instances, respondents from Black, Asian, and 
Minority Ethnic (B.A.M.E.) backgrounds had fewer positive experiences with race-related 
issues within the University (Appendix 4).  
 

• Overall, 73% of respondents reported feeling comfortable calling out racist 
behaviours. When disaggregated by ethnicity, 44% of White staff reported feeling 
comfortable calling out racist behaviours compared to 34% of B.A.M.E. staff. 
 

• 67% of respondents overall felt confident that managers and senior staff would 
call out racism. When disaggregated by ethnicity, 41% of White staff felt 
confident that managers would call out racism compared to 28% of B.A.M.E. staff. 

 
• 68% of respondents overall felt comfortable discussing race-related topics. When 

disaggregated by ethnicity, 39.4% of White staff felt comfortable discussing race-
related topics compared to 34.6% of B.A.M.E. staff. 
 

• Overall, 13% of staff reported experiencing race-related discomfort within the 
past 12 months, and 15% reported witnessing such discomfort. When 
disaggregated by ethnicity, 9% of White staff reported experiencing race-related 
discomfort compared to 25% of B.A.M.E. staff. Meanwhile, 10% of White staff 
reported witnessing such discomfort compared to 21% of B.A.M.E. staff. 

 
• 55% of staff overall reported an understanding of what the University was doing 

to tackle racial inequality. 
 

• 46% reported having opportunities to learn from colleagues about different 
cultures. 
 

While many staff felt able to engage in conversations about race and challenge 
inappropriate behaviours, respondents felt that there was less clarity about institutional 
actions to address race equality and few opportunities to learn about other cultures. 
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Furthermore, these results highlight race-related disparities in the experiences that 
B.A.M.E. staff encounter during their time at the University. Race-related disparities in  
the staff pipeline and experience will be addressed within the University’s 2025-2030 
Race Equality Charter action plan. 
 
 

3.7. Confidence in action and follow-through 
 

One of the most consistent findings related to confidence in institutional action following 
staff feedback. 
 

• Only 27% of respondents agreed that action will be taken as a result of the 
survey. 

 
This low level of confidence cuts across multiple themes and may influence how staff 
interpret and engage with institutional initiatives more broadly. It highlights the 
importance of visible follow-through, communication, and feedback loops in shaping 
trust and engagement. As previously mentioned, the University’s action plans for Athena 
Swan and the Race Equality Charter will address this by reviewing staff engagement 
mechanisms. This will include ensuring that findings are communicated to all staff and 
that actions are implemented to address these findings.  

  

https://www.race-equality.admin.cam.ac.uk/files/university_of_cambridge_rec_2025-2030_action_plan.pdf
https://www.race-equality.admin.cam.ac.uk/files/university_of_cambridge_rec_2025-2030_action_plan.pdf
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4. School and NSI-level survey results 
 

School and NSI-level results (Appendices 9-16) are presented alongside the University 
benchmark to support contextual interpretation. It is intended to support contextual 
understanding of variation across Schools and NSIs rather than to rank or evaluate 
performance. Detailed results are presented in subsequent sections and appendices.  
 
 

4.1. Interpreting variation 
 

Results vary between Schools, NSIs, and departments/faculties. This variation does not 
necessarily indicate stronger or weaker performances, but rather highlights where staff 
experiences may differ and where further exploration may be valuable. Differences 
between results should therefore be interpreted alongside response rates, workforce 
composition and local context. Overall, these findings broadly reflect the University-wide 
results across many themes, indicating that several aspects of staff experience are 
shaped by common institutional factors. 
 
 

4.2. Alignment with the University-wide results 
 

4.2.1. Strengths and highlights 

The University-wide results were mostly aligned with the findings from the Schools, NSIs, 
and departments/faculties. Across most areas, professional and personal courtesy was 
consistently reported at high levels, indicating a strong baseline of courteous 
interpersonal behaviour across the institution. Similarly, awareness of reporting 
mechanisms for bullying and harassment was high, suggesting that most staff knew 
where and how to raise concerns. 

 
The Schools and NSIs also broadly mirrored the University-wide findings in relation to 
flexible working, with a high proportion of respondents agreeing that flexible working 
arrangements were enabled within their local context.  
 
These findings suggested that there was a shared institutional culture of courteous 
working relationships, knowledge of how and where to report bullying and harassment, 
and ability to work flexibly.  

 
 

4.2.2. Areas for improvement 

 
There were common areas of concern in relation to the Schools, NSIs, and 
departments/faculties which mirrored the University-level results. Workload 
manageability emerged as a consistent concern, with some respondents stating that 
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workloads had increased over the last two years. This pattern suggested that workload 
pressures were experienced widely and were not confined to specific parts of the 
University. 
 
Similarly, satisfaction with how bullying and harassment were addressed was 
consistently lower than awareness of reporting routes, reflecting the University-wide gap 
between knowledge of processes and confidence in outcomes. In addition, confidence 
that action will be taken following the survey remained low across all areas. 
 
The commonalities of these findings between the University, Schools, NSIs, and 
departments/faculties indicate that these challenges are likely to reflect broader 
systemic pressures rather than isolated local issues, reinforcing the importance of 
institution-wide approaches alongside local action. 
 
 

4.3. Divergence from the University-wide results 
 

Greater variation between Schools and NSIs was observed in relation to several aspects 
of staff experience that were more closely linked to local culture and leadership 
practices. In particular, perceptions of whether contributions were valued, the ability to 
contribute ideas on equality, diversity and inclusion, experiences of wellbeing and 
mental health support varied more noticeably between Schools. 
 
Levels of knowledge varied in relation to what the University was doing to tackle racial 
inequality, suggesting that institutional messaging on the actions being undertaken was 
not reaching a wide range of staff across the University.  
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4.4. School of Arts and Humanities: Department-level overview 
 

A total of 93 staff responded across the School, representing an overall 13% response 
rate. Further details about the response rate for each department/faculty can be found 
in Table 14. 
 
For this School (Appendix 10), only the Faculty of Modern and Medieval Languages and 
Linguistics (MMLL) met the thresholds for inclusion at departmental/faculty level.  As a 
result, the findings below relate to a single faculty and should be interpreted with 
particular caution. They are presented primarily to illustrate potential areas for further 
exploration rather than to indicate broader patterns across the School. 

 
 
Table 14: Response rates for each department and faculty in the School of Arts and 
Humanities. 

 
 
 
 
 

Department/Faculty Number of people in 
department/faculty 

Number of people 
who responded to the 

survey 

Response rate 

Faculty of Architecture 
and History of Art 

93 8 9% 

Faculty of Asian and 
Middle Eastern Studies 

65 0 0% 

Faculty of Classics 54 7 13% 

Faculty of Divinity 39 6 15% 

Faculty of English 75 9 12% 

Faculty of Modern and 
Medieval Languages 
and Linguistics (MMLL) 

130 17 20% 

Faculty of Music 68 0 0% 

Faculty of Philosophy 22 0 0% 

Centre for Research in 
Arts, Social Sciences 
and Humanities 
(CRASSH) 

29 7 24% 

Language Centre 40 7 18% 

Institute for 
Technology and 
Humanity 

52 6 12% 



   

24 
 

4.4.1. Alignment with School-level patterns 

Overall, the results for MMLL broadly aligned with the School-level findings across 
several themes. In particular, experiences of interpersonal respect and collegiality 
appeared broadly consistent, with high levels of professional and personal courtesy and 
a strong sense of connection to colleagues reported at both departmental and School 
level. Awareness of reporting mechanisms for bullying and harassment was also high and 
closely mirrored the School average. These findings suggest that the positive day-to-day 
culture reflected at School level is similarly experienced within MMLL. 
 
 

4.4.2. Divergence from School-level patterns 

Differences from the School-level results were evident in relation to workload 
manageability, wellbeing support and confidence in action. A lower proportion of MMLL 
respondents reported that their workload was unmanageable compared with the School 
overall, whereas perceptions of mental health and wellbeing support were less positive 
at the faculty level. 
 
Confidence that action will be taken following the survey was notably lower within 
MMLL than across the School as a whole. This pattern reflects broader University-wide 
findings, where confidence in follow-through emerged as a consistent area of concern, 
and suggests that these issues may reflect wider structural pressures rather than isolated 
local factors. 

 
 

4.4.3. Equality, staff input and inclusion 

Perceptions of visible action on equality and diversity and opportunities to contribute 
ideas in this area were lower in MMLL than at School level. At the same time, 
respondents reported high levels of comfort in calling out racist behaviours and 
confidence that appropriate action would be taken if incidents were reported. 
 
Opportunities for learning from colleagues about different cultures appeared more 
limited. While these findings relate to a single faculty, they may be useful in informing 
local reflection on how equality-related activity and staff voice are experienced in 
practice. 

 

4.4.4. Summary 

Taken together, the faculty-level findings for MMLL indicate a strong culture of 
professional and personal courtesy. However, perceptions differed from the wider School 
profile in relation to wellbeing support and confidence in institutional action. As only one 
department met the reporting thresholds, these findings should not be taken to 
represent variation across the School. Nevertheless, they provide useful insight into how 
School-level themes may be experienced within an individual faculty and may support 
further local discussion. 
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4.5. School of the Biological Sciences: Department-level overview 
 
A total of 354 staff responded across the School, representing an overall 18% response 
rate. Response rates varied considerably between departments/faculties, with 10 
departments/units meeting the thresholds for inclusion individually. Further details 
about the response rate for each department/faculty can be found in Table 15. 

 
Overall, department-level results within the School of the Biological Sciences broadly 
aligned with the School-level findings (Appendix 11). In particular, professional and 
personal courtesy, feelings of connection to colleagues, and awareness of how to report 
bullying and harassment were reported at similar levels across departments/faculties 
and broadly reflected the School average. 
 
Consistent with the School-level picture, flexible working was also generally perceived as 
being enabled across departments/faculties. Taken together, these findings suggest a 
shared baseline of professional and personal courtesy and familiarity with institutional 
reporting mechanisms within the School, despite variation in department/faculty size 
and response rates. 
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Table 15: Response rates for each department and faculty in the School of the Biological 
Sciences. 

 

4.5.1. Divergence from School-level patterns 

Departments/faculties varied regarding their experiences with workload manageability. 
While some departments reported levels of agreement broadly in line with the School 
average, others reported lower levels of perceived workload manageability and higher 
proportions of respondents reporting an unmanageable increase in workload over the 
last two years. This contributed to a mixed School-level picture and mirrored patterns 
observed at University level, suggesting that workload pressures were experienced 
unevenly across the School. 
 
Confidence that action will be taken following the survey also varied across 
departments/faculties, remaining relatively low overall. Despite relatively high 
awareness of reporting routes for bullying and harassment, satisfaction with how 
bullying and harassment were addressed varied between departments/faculties. This 
reflects a pattern seen consistently across the University, where knowledge of processes 
did not always translate into confidence in outcomes. 

Department/Faculty Number of people in 
department/faculty 

Number of people 
who responded to 

the survey 

Response rate 

Department of 
Biochemistry 

206 32 16% 

Centre for Family Research 5 0 0% 

Department of Genetics 112 14 13% 

Department of Pathology 167 28 17% 

Department of 
Pharmacology 

73 6 8% 

Department of Physiology, 
Development and 
Neuroscience 

206 39 19% 

Department of Plant 
Sciences 

180 29 16% 

Botanic Garden 69 10 14% 

Department of Psychology 103 12 12% 

Department of Zoology 151 56 37% 

Department of Veterinary 
Medicine 

275 11 4% 

Cambridge Stem Cell 
Institute 

107 8 7% 

Gurdon Institute 99 14 14% 

MRC Toxicology Unit 88 19 22% 

Sainsbury Laboratory 90 3 3% 
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4.5.2. Equality, staff input and inclusion 

Department- and faculty-level findings varied regarding staff perception of opportunities 
to contribute ideas on equality, diversity and inclusion as well as perceptions of visible 
action in this area. While some departments/faculties reported relatively strong 
agreement with these areas, others reported lower levels, indicating differences in how 
staff voice and equality-related activity were experienced locally. 
 
Responses relating to race and inclusion indicated generally high levels of interpersonal 
confidence across departments, including comfort in calling out racist behaviours and 
confidence that managers would take appropriate action if incidents were reported. 
However, variation was evident regarding confidence that colleagues could have open 
conversations about race and in perceptions of understanding of what the University was 
doing to address racial inequality, suggesting differences in local cultures of dialogue and 
engagement. 

 

4.5.3. Wellbeing and support 

Experiences of mental health and wellbeing support varied across departments/faculties 
within the School. Some reported relatively high levels of perceived support and 
confidence in asking for wellbeing support, while others reported notably lower levels. 
This variation suggests that experiences of wellbeing support and psychological safety 
may be shaped by departmental culture, local leadership practices, and the extent to 
which support mechanisms were made visible and accessible. 

 

4.5.4. Summary 

Taken together, the department- and faculty-level findings within the School of Biological 
Sciences suggest that although a strong foundation of professional and personal courtesy 
and procedural awareness was shared across departments/faculties, experiences of 
workload pressure, wellbeing support, staff input, and confidence in institutional action 
varied. These findings were consistent with wider University patterns and point to the  
importance of both School-level coordination and locally responsive approaches to 
addressing cultural challenges. 
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4.6. School of Clinical Medicine: Department-level overview 
 

A total of 523 staff responded to the survey from the School with 10 departments and 
faculties meeting thresholds for inclusion (Appendix 12). Further details about the 
response rate for each department/faculty can be found in Table 16. 
 
Table 16: Response rates for each department and faculty in the School of Clinical 
Medicine. 

 

 

Department/Faculty Number of people 
in 

department/faculty 

Number of people who 
responded to the 

survey 

Response rate 

Clinical School Office 140 25 18% 

Cambridge Institute for 
Medical Research 

159 33 21% 

Department of Clinical 
Biochemistry 

168 11 7% 

Department of Clinical 
Neurosciences 

191 18 10% 

Department of 
Haematology 

222 24 11% 

Department of Medical 
Genetics 

41 9 22% 

Department of Medicine 384 32 8% 

MRC Biostatistics Unit 80 20 25% 

MRC Epidemiology Unit 170 33 19% 

MRC Mitochondrial Biology 
Unit 

55 7 13% 

Department of Obstetrics 
and Gynaecology 

38 18 47% 

Department of Oncology 198 25 13% 

Department of Paediatrics 46 6 13% 

Department of Psychiatry 136 25 18% 

Department of Public 
Health and Primary Care 

257 105 41% 

Department of Radiology 35 5 14% 

Department of Surgery 41 6 15% 

Cancer Research UK 
Cambridge Institute 

371 11 3% 

MRC Cognition and Brain 
Sciences Unit 

103 22 21% 

Wolfson Brain Imaging 
Centre 

21 0 0% 
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4.6.1. Alignment with School-level patterns 

Overall, department- and faculty-level results broadly aligned with the School-level 
findings across several themes. In particular, professional and personal courtesy, feeling 
connected to colleagues, and awareness of reporting mechanisms were generally 
reported at high levels across departments/faculties and closely reflected the School 
average. 
 
Consistent with the School-level findings, flexible working was also widely perceived as 
being enabled across departments/faculties. These findings indicate a shared baseline of 
professional and personal courtesy and access to key processes within the School of 
Clinical Medicine. 

 

4.6.2. Divergence from School-level patterns 

Despite this overall alignment, variation was evident across departments and faculties 
regarding workload manageability. While some departments/faculties reported relatively 
manageable workloads, others reported unmanageable workloads. This pattern mirrored 
the University-wide finding that workload pressures were unevenly experienced and may 
be influenced by local operational demands. 
 
Confidence that action will be taken following the survey also varied across departments  
and faculties. Satisfaction with how bullying and harassment were addressed followed a 
similar pattern, with lower levels of agreement observed across a number of 
departments/faculties despite high awareness of reporting routes. These findings reflect 
a consistent gap between knowledge of processes and confidence in outcomes. 

 

4.6.3. Equality, staff input and inclusion 

Department- and faculty-level results showed noticeable variation regarding 
opportunities to contribute ideas on equality, diversity and inclusion. While some 
departments/faculties reported relatively high levels of perceived staff input and visible 
action, others reported lower levels, indicating differences in how staff engagement with 
equality-related activity was experienced locally. 
 
In contrast, interpersonal confidence in relation to race and inclusion was generally 
strong across departments. Most departments reported relatively high levels of comfort 
in calling out racist behaviours and confidence that managers would take appropriate 
action if incidents were reported, broadly aligning with the School average. 

 

4.6.4. Wellbeing and support 

Experiences of mental health and wellbeing support varied across departments and 
faculties within the School. Some departments/faculties reported relatively strong 
perceptions of support and confidence in asking for support, while others reported lower 
levels of support and confidence. This variation suggested that experiences of wellbeing 
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support and psychological safety were possibly shaped by departmental context and 
local practices. 

 

4.6.5. Summary 

Taken together, the department- and faculty-level findings within the School of Clinical 
Medicine suggest that while a strong foundation of professional and personal courtesy 
and procedural awareness was shared across departments/faculties, experiences of 
workload, wellbeing support, staff voice, and confidence in institutional action varied 
across local contexts. 
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4.7. School of the Humanities and Social Sciences: Department-level 
overview 

 

A total of 183 staff responded across the School, representing an overall 17% response 
rate. Response rates varied considerably between faculties and departments, with three 
faculties meeting the thresholds for inclusion. Further details about the response rate for 
each department/faculty can be found in Table 17. 

 
Overall, faculty-level results broadly align with the School-level findings across several 
themes (Appendix 13). In particular, professional and personal courtesy, feeling 
connected to colleagues, and awareness of reporting mechanisms for bullying and 
harassment were reported at similar levels across departments and broadly reflected the 
School average. 
 
Consistent with the School-level findings, flexible working was also perceived as being 
enabled across Faculties. These results suggest a shared baseline of professional and 
personal courtesy and familiarity with key institutional processes within the School. 

 

Table 17: Response rates for each department and faculty in the School of the 
Humanities and Social Sciences. 

 

Department/Faculty Number of people in 
department/faculty 

Number of people who 
responded to the 

survey 

Response rate 

Department of 
Archaeology 

43 6 14% 

Museum of Archaeology 
and Anthropology 

45 3 7% 

Faculty of Economics 79 6 8% 

Faculty of Education 200 40 20% 

Faculty of History 106 12 11% 

Department of History 
and Philosophy of 
Science 

43 2 5% 

Department of Land 
Economy 

66 4 6% 

Faculty of Law 107 33 31% 

Institute of Criminology 38 9 24% 

Department of Politics 
and International 
Studies (POLIS) 

88 6 7% 

Department of Social 
Anthropology 

42 8 19% 

Department of Sociology 34 3 9% 
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4.7.1. Divergence from School-level patterns 

Variation was evident across faculties in relation to workload manageability. While some 
Faculties reported levels of agreement broadly in line with the School average, others 
reported lower levels of workload manageability. This pattern mirrored the University-
wide findings and suggests that workload pressures were experienced unevenly within 
the School. 
 
Confidence that action will be taken following the survey also varied and remained 
relatively low in some areas. Satisfaction with how bullying and harassment were 
addressed also varied between Faculties despite relatively high levels of awareness of 
reporting routes, reflecting a pattern seen consistently across the University. 

 

4.7.2. Equality, staff input and inclusion 

Faculty-level findings showed variation in relation to opportunities for staff to contribute 
ideas on equality, diversity, and inclusion as well as perceptions of visible action in this 
area. While some areas reported relatively strong agreement in these areas, others 
reported lower levels, indicating differences in how staff input and equality-related 
activity were experienced locally. 
 
Responses relating to race and inclusion indicated generally high levels of interpersonal 
confidence across the three Faculties, including comfort in calling out racist behaviours 
and confidence that appropriate action would be taken if incidents were reported. 
However, confidence that colleagues could have open conversations about race was 
more variable, suggesting differences in local cultures of dialogue. 

 

4.7.3. Wellbeing and support 

Experiences of mental health and wellbeing support varied across faculties within the 
School. Some reported relatively high levels of perceived support and confidence in 
asking for wellbeing support, while others reported notably lower levels of perceived 
support and confidence. This variation suggests that experiences of wellbeing support 
and psychological safety may be shaped by faculty culture and local practices. 

 

4.7.4. Summary 

Taken together, the department- and faculty-level findings within the School of the 
Humanities and Social Sciences suggest that while a strong foundation of professional 
and personal courtesy and procedural awareness was shared across 
departments/faculties, experiences of workload, wellbeing support, staff input, and 
confidence in institutional action varied at departmental level. 
 

 

 



   

33 
 

4.8. School of the Physical Sciences: Department-level overview 
 

Department-level results are presented for those departments within the School of the 
Physical Sciences where response volumes met the thresholds for inclusion (Appendix 
14). A total of 314 staff responded across the School, representing an overall 20% 
response rate. Response rates varied considerably between departments, with six 
departments meeting the thresholds for inclusion. Further details about the response 
rate for each department/faculty can be found in Table 18. 
 
Table 18: Response rates for each department and faculty in the School of the Physical 
Sciences. 

 

 

  

  

Department/Faculty Number of people in 
department/faculty 

Number of people 
who responded to the 

survey 

Response rate 

Department of Earth 
Sciences 

144 36 25% 

Department of 
Geography 

87 28 32% 

Centre for 
Mathematical Sciences 
 

11 5 46% 

Scott Polar Research 
Institute 

25 14 56% 

Department of Applied 
Mathematics and 
Theoretical Physics 

203 36 18% 

Department of Pure 
Mathematics and 
Mathematical Statistics 

85 8 9% 

Institute of Astronomy 102 10 10% 

Department of 
Chemistry 

353 50 14% 

Department of 
Materials Science and 
Metallurgy 

146 40 27% 

Department of Physics 406 22 5% 

Isaac Newton Institute 
for Mathematical 
Sciences 

37 8 22% 
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4.8.1. Alignment with School-level patterns 

Overall, department- and faculty-level results broadly reflected the School-level findings. 
In particular, professional and personal courtesy, feeling connected to colleagues, and 
awareness of reporting mechanisms were generally reported at similar levels across 
departments/faculties and aligned closely with the School average. 
 
Flexible working was also widely perceived as being enabled across departments and 
faculties, mirroring the School-level findings. These areas indicate a shared baseline of 
professional and personal courtesy and access to key processes within the School. 

 

4.8.2. Divergence from School-level patterns 

Despite this overall alignment, workload manageability emerged as a key area of 
variation across departments and faculties. While some departments/faculties reported 
relatively high agreement that workloads were manageable, others reported 
substantially lower levels of agreement. This pattern reflected the broader University-
wide finding that workload pressures were experienced unevenly and may be shaped by 
local operational contexts. 
 
Similarly, confidence that action will be taken following the survey was low across several 
departments/faculties and, in some cases, notably below the School average. 
Satisfaction with how bullying and harassment were addressed was also variable 
between departments despite relatively high levels of awareness of reporting routes, 
reflecting a pattern seen consistently across the University. 
 
Taken together, these findings suggest that while workload pressures and confidence in 
institutional follow-through were experienced across the School, the intensity and 
impact of these issues varied significantly between departments/faculties. 

 

4.8.3. Equality, staff input and inclusion 

Department- and faculty-level results showed noticeable variation regarding 
opportunities to contribute ideas on equality, diversity, and inclusion and perceptions of 
visible action in this area. While some departments/faculties reported levels broadly 
aligned with or above the School average in these areas, others reported lower levels of 
agreement, indicating differences in how staff voice and equality-related activity were 
experienced locally. 
 
In contrast, levels of comfort in calling out racist behaviours and confidence that 
appropriate action would be taken if incidents were reported were generally higher and 
more consistent across departments/faculties, suggesting relatively strong interpersonal 
confidence in addressing race-related concerns within the School. 
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4.8.4. Wellbeing and support 

Experiences of mental health and wellbeing support also varied within the School. Some 
departments and faculties reported levels of perceived support that were comparable to 
or above the School average, while others reported notably lower levels. Confidence in 
asking for wellbeing support followed a similar pattern, indicating that psychological 
safety and support may be more strongly influenced by departmental context than by 
School-wide factors alone. 

 

4.8.5. Summary 

Taken together, the local findings within the School of the Physical Sciences suggest that 
while a strong foundation of professional and personal courtesy and procedural 
awareness was shared across the School, experiences of workload, wellbeing support, 
staff input, and confidence in action were more variable and appeared to be shaped by 
local contexts. 
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4.9. School of Technology: Department-level overview 
 

A total of 179 staff responded across the School of Technology, representing an overall 
10% response rate. Only the Department of Computer Science met the threshold for 
inclusion. Although a number of other departments and faculties had more than 10 
respondents, they did not meet the 10% response rate requirement (Appendix 15). 
Further details about the response rate for each department/faculty can be found in 
Table 19. 
 
 
Table 19: Response rates for each department and faculty in the School of Technology. 

 

4.9.1. Alignment with School-level patterns 

Overall, local results broadly aligned with the School-level findings. In particular, 
experiences of professional and personal courtesy and awareness of reporting 
mechanisms were reported at similarly high levels at both the departmental and School 
level. Positive experiences were reported regarding professional and personal courtesy 
and feeling connected to colleagues. Flexible working was also widely perceived as being 
enabled within Computer Science, closely reflecting the School average. 

 

4.9.2. Divergence from School-level patterns 

Some differences from the School-level profile were evident in relation to workload 
manageability, wellbeing support and confidence in institutional action. A higher 
proportion of departmental respondents reported that their workload was manageable 
compared with the wider School. However, confidence that action will be taken following 
the survey was lower, mirroring the broader School- and University-level pattern. 
 

Department/Faculty Number of people in 
department/faculty 

Number of people 
who responded to the 

survey 

Response rate 

Department of 
Engineering 

793 70 9% 

Cambridge Judge 
Business School 

375 34 9% 

Department of 
Computer Science and 
Technology 

271 31 14% 

Department of 
Chemical Engineering 
and Technology 

163 12 7% 

Cambridge Institute for 
Sustainability 
Leadership 

162 16 9% 
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Satisfaction with how bullying and harassment were addressed was higher in Computer 
Science than for the School overall. However, this satisfaction was relatively lower than 
the awareness of reporting routes. This pattern reflects the wider gap observed across 
the University between knowledge of processes and confidence in outcomes. 

 

4.9.3. Equality, staff input and inclusion 

Perceptions of leadership support for equality, diversity and inclusion as well as 
opportunities to contribute ideas in this area were more positive within Computer 
Science than for the wider School. Respondents also reported relatively strong 
confidence in calling out racist behaviours and in managers taking appropriate action if 
incidents were reported. 
 
Respondents within Computer Science reported having fewer opportunities to learn 
from colleagues about different cultures. Although these findings relate to a single 
department, they may support local reflection on how inclusive dialogue and learning 
are enabled in practice. 

 

4.9.4. Summary 

Taken together, the findings for the Department of Computer Science indicate positive 
experiences regarding professional and personal courtesy and flexible working, alongside  
 
relatively more mixed perceptions regarding wellbeing support and confidence in 
institutional follow-through. 
 
As only one department met the inclusion thresholds, these findings should not be 
interpreted as evidence of variation across the School. However, they provide useful 
insight into how School-level themes may be experienced within an individual 
department and may inform further local discussion in conjunction with School- and 
University-wide priorities. 
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4.10. Non-School Institutions: Division-level overview 
 

Division-level results are presented for University Administrative Services (UAS), 
University Information Services (UIS), the University Library, and other Non-School 
Institutions (NSIs) where response volumes met the thresholds for inclusion (Appendix 
16). Further details about the response rate for each division can be found in Table 20. 

 
A total of 670 staff responded across the NSIs, representing an overall 21% response 
rate. Response rates varied considerably between units, ranging from 11% (Research 
Office) to 86% (Health & Safety). These variations should be considered when 
interpreting differences between areas. 
 
Unlike other sections, this analysis spans a range of professional services areas with 
differing functions, structures and working environments. As a result, these findings 
should be interpreted cautiously and are presented to highlight patterns and variation 
rather than to enable direct comparison between areas. 

  



   

39 
 

Table 20: Response rates for each division in the Non-School Institutions. 

 

4.10.1. Alignment with University- and area-level patterns 

Overall, division-level results across NSIs broadly aligned with the University-wide 
picture. In particular, professional and personal courtesy, feeling connected to 
colleagues, and awareness of reporting mechanisms for bullying and harassment were 
generally reported at high levels across divisions. Flexible working was also widely 
perceived as being enabled across these areas, closely reflecting the University-level 
findings.  

 

4.10.2. Divergence from University- and area-level patterns 

Despite this overall alignment, workload manageability emerged as an area of variation 

across divisions. While some areas reported relatively manageable workloads, others 

Division Number of people in 
department/faculty 

Number of people who 
responded to the survey 

Response rate 

Academic Division 80 15 19% 

Accommodation Service 12 1 8% 

Cambridge University 
Library 

331 48 15% 

Careers Service 32 7 22% 

Education Services 27 23 85% 

Estates 307 59 19% 

Finance 238 50 21% 

Fitzwilliam Museum 192 17 9% 

Kettles Yard 57 2 4% 

Health and Safety 14 12 86% 

Human Resources 177 47 27% 

Office of External Affairs 
and Communications 

59 8 14% 

Postdoc Academy 13 2 15% 

Professional and 
Continuing Education 
(formerly known as ICE) 

208 16 8% 

Research Office 187 20 11% 

Student Admissions 104 19 18% 

Student Operations 67 8 12% 

Student Support 82 9 11% 

University Development 
and Alumni Relations 

137 10 7% 

UIS 346 99 29% 

Other NSIs 580 198 34% 
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report unmanageable workloads. This pattern mirrored the wider University-level 

findings and suggests that workload pressures may be shaped by local operational 

demands and service-specific contexts. 

Confidence that action will be taken following the survey was consistently low. 

Satisfaction with how bullying and harassment were addressed also varied between 

divisions, while awareness of reporting routes was relatively high. This finding reflects 

the University-wide gap between knowledge of processes and confidence in outcomes. 

 

4.10.3. Equality, staff input and inclusion 

Division-level findings across professional services areas varied in relation to 
opportunities to contribute ideas on equality, diversity and inclusion as well as 
perceptions of visible action in this area. While some areas reported relatively positive 
experiences of being able to provide input and engagement with equality-related 
activity, others reported lower levels of agreement, indicating differences in how 
inclusive practices were experienced locally. 
 
Responses relating to race and inclusion indicated generally strong interpersonal 
confidence across areas, including comfort in calling out racist behaviours and 
confidence that managers would take appropriate action if incidents were reported. 
However, understanding of what the University was doing to tackle racial inequality and 
opportunities to learn from colleagues about different cultures were more variable, 
suggesting scope for clearer communication and shared learning. 

 

4.10.4. Wellbeing and support 

Experiences of mental health and wellbeing support varied across areas within 
professional services. Some areas reported relatively strong perceptions of support and 
confidence in asking for help, while others reported lower levels of support and 
confidence. These findings suggest that experiences of psychological safety and support 
may be shaped by local team culture and management practices. 

 

4.10.5. Summary 

Taken together, the findings across the Non-School Institutions suggest that while a 
strong foundation of professional and personal courtesy and procedural awareness was 
shared across professional services areas, experiences of workload, wellbeing support, 
staff input, and confidence in institutional action varied across local contexts. 
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4.11. Overall summary and conclusion 
 

The Staff Culture Survey provides a detailed snapshot of staff experiences across the 
University. At the University level, several strengths were consistently evident across all 
areas, including high levels of professional and personal courtesy, strong awareness of 
reporting mechanisms for bullying and harassment, and widespread access to flexible 
working arrangements.  
 
In contrast, certain challenges repeatedly emerged across the survey themes. Workload 
manageability and satisfaction with how bullying and harassment were addressed were 
consistently weaker than other indicators at University, School and departmental levels. 
The recurrence of these issues across organisational levels suggests that these likely 
reflect systemic pressures, rather than isolated local concerns. 

 
The organisational level analysis highlights the extent to which staff experience may be 
shaped by local context, leadership practices and operational realities. While some 
challenges were shared widely, others varied considerably between Schools, NSIs and 
departments/faculties, particularly in relation to feeling valued, opportunities for staff 
input on equality and diversity, and experiences of wellbeing and mental health support. 
This variation indicates that meaningful improvement will require action at multiple 
levels. 
 
Staff confidence that action will be taken following the survey was low across all areas of 
the University. Therefore, ensuring that staff can see how survey findings inform 
decision-making and tangible action will be critical to building confidence, sustaining 
engagement, and supporting ongoing culture change across the University. The findings 
from this survey have been used to inform institutional equality framework renewals for 
Athena SWAN and the Race Equality Charter in 2024 and 2025 respectively, and have 
also informed policy development and review work led by central policy teams. 
Strengthening the visibility of these actions, and closing the feedback loop with staff, 
remain important priorities following publication of the survey results
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Appendix 1: University-wide results 
 

 Survey Question % Measure 

1 My contributions are valued in my department  64% Agree - Strongly agree 

2 How much professional and personal courtesy do you feel people at Cambridge show 
you?  

92% 
(53%) 

Some - A great deal  
(A lot -a great deal) 

3 How connected (e.g., mentally, emotionally) do you feel to colleagues at the 
University?  

71% 
(37%) 

Somewhat - extremely (Quite - 
extremely) 

4 I am treated with professional and personal courtesy from my academic colleagues 
at work  

59% Agree - Strongly agree 

5 I am treated with professional and personal courtesy from my professional services 
colleagues at work  

80% Agree - Strongly agree 

6 My departmental leadership actively supports gender equality  64% Agree - Strongly agree  
(10% Don’t know) 

7 My department is taking action to ensure greater equality and diversity   56% Agree - Strongly agree  
(14% Don’t know) 

8 I am able to contribute ideas to how my department could take action on equality 
and diversity issues  

51% Agree - Strongly agree  
(12% Don’t know) 

9 My department enables flexible working  80% Agree - Strongly agree 

10 My current workload is manageable  55% Agree - Strongly agree 

11 Has there been a noticeable change in your workload in the last 1-2 years?  57% 29% manageable increase; 25% 
unmanageable increase; 3% decrease 

12 I am satisfied with how bullying and harassment are addressed in my department  27% Agree - Strongly agree  
(29% don't know) 
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 Survey Question % Measure 

13 I would feel comfortable raising concerns about bullying and harassment if I 
witnessed or experienced it within my department  

62% Agree - Strongly agree 

14 If you witnessed or were personally subjected to discrimination, harassment or 
abuse, would you know where and how to report the incident?  

84% Somewhat/yes 

15 My line manager supports my career development  63% Agree - Strongly agree 

16 I think there are sufficient opportunities for career progression at the University  32% Agree - Strongly agree 

17 My mental health and well-being are supported in my department  52% Agree - Strongly agree 

18 I feel confident asking for mental health and/or well-being support at work  45% Agree - Strongly agree 

19 I would recommend my part of the University as a great place to work  57% Agree - Strongly agree 

20 I believe action will be taken on the results of this survey  27% Agree - Strongly agree 

21 How comfortable would you feel calling out a person showing racist behaviours at 
the University?  

73% 
(43%) 

Somewhat - extremely (Quite - 
extremely) 

22 How confident do you feel that managers/senior staff at the University will call out 
racially inappropriate behaviours?  

67% 
(37%) 

Somewhat - extremely (Quite - 
extremely) 

23 How comfortable do you feel discussing race-related topics with colleagues within 
your department?  

68% 
(37%) 

Somewhat - extremely (Quite - 
extremely) 

24 How confident are you that colleagues at the University can have an open and honest 
conversation with each other about race?  

59% 
(26%) 

Somewhat - extremely (Quite - 
extremely) 

25 How much do you understand about what the University is doing to tackle racial 
inequality impacting people who work and study here?  

55% 
(20%) 

Somewhat - extremely (Quite - 
extremely) 



   

44 
 

 Survey Question % Measure 

26 How often do you feel you get the opportunity to learn from colleagues about 
different races, ethnicities and cultures while working here? 

46% 
(20%) 

Somewhat - Very  
(Quite - very) 

27 How well do you think festivals and traditions from different cultures are 
acknowledged at the University?  

62% 
(22%) 

Somewhat - extremely (Quite - 
extremely) 

28 Do you believe that social events/activities organised by the University are 
welcoming to everyone irrespective of race or ethnicity?  

92% Somewhat/yes 

29 In the last 12 months, have you experienced a situation at the University where you 
have felt uncomfortable because of race or ethnicity?  

13% 
(7%) 

Somewhat/yes  
(Yes) 

30 In the last 12 months, have you witnessed a situation at the University where you 
have felt uncomfortable because of race or ethnicity?  

15% 
(8%) 

Somewhat/yes  
(Yes) 

31 If you reported discrimination, harassment, or abuse on the basis of race or ethnicity, 
how confident are you that the appropriate investigative and/or disciplinary action 
would be taken?  

66% 
(35%) 

Somewhat - extremely (Quite - 
extremely) 
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Appendix 2: Significant disparities by staff group 
 

Q Question Academic Researcher PSS Other 

4 I am treated with professional and personal courtesy by my academic 
colleagues at work 
(Strongly agree/agree) 

72% 76% 55% 48% 

8 I am able to contribute ideas to how my department could take action on 
equality and diversity issues 
(Strongly agree/Agree) 

62% 48% 50% 38% 

10 My current workload is manageable 
(Strongly agree/Agree) 

38% 59% 61% 57% 

11 Has there been a noticeable change in your workload in the last 1-2 years? 
(Yes, a manageable increase/Yes, an unmanageable increase) 

61% 45% 53% 46% 

14 If you witnessed or were personally subjected to discrimination, harassment or 
abuse, would you know where and how to report the incident? 
(Yes) 

48% 31% 48% 46% 

16 I think there are sufficient opportunities for career progression at the University 
(Strongly agree/Agree) 

39% 21% 32% 28% 

17 My mental health and well-being are supported in my department 
(Strongly agree/agree) 

41% 48% 58% 48% 

18 I feel confident asking for mental health and/or well-being support at work 
(Strongly agree/agree) 

37% 37% 55% 44% 

21 How comfortable would you feel calling out a person showing racist behaviours 
at the University? 
(Extremely/Completely/Quite a bit comfortable) 

54% 40% 60% 48% 

22 How confident do you feel that managers/senior staff at the University will call 
out racially inappropriate behaviours?  
(Extremely/Completely/Quite a bit confident) 

46% 32% 37% 39% 



   

46 
 

Q Question Academic Researcher PSS Other 

25 How much do you understand about what the University is doing to tackle racial 
inequality impacting people who work and study here? 
(Extremely/Completely/Quite a bit) 

28% 18% 17% 25% 

26 How often do you feel you get the opportunity to learn from colleagues about 
different races, ethnicities and cultures while working here (e.g., attending 
lectures or cultural awareness training sessions)? 
(Very/Quite often) 

34% 24% 16% 31% 

33 If you reported discrimination, harassment, or abuse on the basis of race or 
ethnicity, how confident are you that the appropriate investigative and/or 
disciplinary action would be taken? 
(Extremely/Completely/Quite a bit confident) 

43% 31% 35% 25% 
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Appendix 3: Significant disparities by sex and gender identity 
 

Q Question Female Male 

21 How comfortable would you feel calling out a person showing racist behaviours at the University? 
(Extremely/Completely/Quite a bit comfortable) 

39% 52% 

22 How confident do you feel that managers/senior staff at the University will call out racially inappropriate 
behaviours?  
(Extremely/Completely/Quite a bit confident) 

35% 49% 

 

Q Question Man Woman Non-binary/ 
Other 

2 How much professional and personal courtesy do you feel people at Cambridge show you? 
(A great deal/A lot) 

59% 55% 49% 

4 I am treated with professional and personal courtesy by my academic colleagues at work 
(Strongly agree/agree) 

65% 61% 48% 

6 My departmental leadership actively supports gender equality 
(Strongly agree/agree) 

68% 67% 55% 

9 My department enables flexible working 
(Strongly agree/agree) 

80% 83% 73% 

10 My current workload is manageable 
(Strongly agree/agree) 

55% 60% 40% 

14 If you witnessed or were personally subjected to discrimination, harassment or abuse, would 
you know where and how to report the incident? 
(Yes) 

50% 46% 36% 

15 My line manager supports my career development 
(Strongly agree/agree) 

64% 68% 48% 
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Q Question Man Woman Non-binary/ 
Other 

17 My mental health and well-being are supported in my department 
(Strongly agree/agree) 

54% 58% 35% 

18 I feel confident asking for mental health and/or well-being support at work 
(Strongly agree/agree) 

48% 50% 31% 

19 I would recommend my part of the University as a great place to work 
(Strongly agree/agree) 

60% 61% 42% 

20 I believe action will be taken on the results of this survey 
(Strongly agree/agree) 

30% 31% 13% 

21 How comfortable would you feel calling out a person showing racist behaviours at the 
University? 
(Extremely/Completely/Quite a bit comfortable) 

53% 39% 40% 

22 How confident do you feel that managers/senior staff at the University will call out racially 
inappropriate behaviours?  
(Extremely/Completely/Quite a bit confident) 

49% 35% 25% 

28 Do you believe that social events/activities organised by the University are welcoming to 
everyone irrespective of race or ethnicity? 
(Yes) 

59% 52% 37% 

29 In the last 12 months, have you experienced a situation at the University where you have felt 
uncomfortable because of race or ethnicity? 
(Yes/Somewhat) 

10% 12% 20% 

31 In the last 12 months, have you witnessed a situation at the University where you have felt 
uncomfortable because of race or ethnicity? 
(Yes/Somewhat) 

11% 13% 26% 
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Q Question Man Woman Non-binary/ 
Other 

33 If you reported discrimination, harassment, or abuse on the basis of race or ethnicity, how 
confident are you that the appropriate investigative and/or disciplinary action would be 
taken? 
(Extremely/Completely/Quite a bit confident) 

45% 34% 28% 
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Appendix 4: Significant disparities by race and ethnicity 
 

Note: Due to the low number of Black respondents, a detailed analysis of their responses have not been included here. 

Q Question White B.A.M.E. 
(comprised of Asian, 
Black, Mixed Heritage, 
Other Ethnic Group) 

Asian Mixed 
Heritage 

Other Ethnic Group 

10 My current workload is manageable 
(Strongly agree/agree) 

58% 60% 73% 52% 51% 

11 Has there been a noticeable change in your 
workload in the last 1-2 years? 
(Yes, a manageable increase/Yes, an 
unmanageable increase) 

53% 51% 48% 52% 60% 

14 If you witnessed or were personally subjected to 
discrimination, harassment or abuse, would you 
know where and how to report the incident? 
(Yes) 

49% 39% 37% 37% 47% 

17 My mental health and well-being are supported 
in my department 
(Strongly agree/agree) 

57% 53% 57% 53% 44% 

19 I would recommend my part of the University as 
a great place to work 
(Strongly agree/agree) 

61% 61% 65% 61% 52% 

20 I believe action will be taken on the results of this 
survey 
(Strongly agree/agree) 

30% 34% 41% 26% 38% 
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Q Question White B.A.M.E. 
(comprised of Asian, 
Black, Mixed Heritage, 
Other Ethnic Group) 

Asian Mixed 
Heritage 

Other Ethnic Group 

21 How comfortable would you feel calling out a 
person showing racist behaviours at the 
University? 
(Extremely/Completely/Quite a bit comfortable) 

44% 34% 27% 41% 37% 

22 How confident do you feel that managers/senior 
staff at the University will call out racially 
inappropriate behaviours?  
(Extremely/Completely/Quite a bit confident) 

41% 28% 28% 25% 49% 

24 How confident are you that colleagues at the 
University can have an open and honest 
conversation with each other about race? 
(Extremely/Completely/Quite a bit confident) 

29% 22% 26% 17% 35% 

28 Do you believe that social events/activities 
organised by the University are welcoming to 
everyone irrespective of race or ethnicity? 
(Yes) 

55% 46% 49% 45% 40% 

29 In the last 12 months, have you experienced a 
situation at the University where you have felt 
uncomfortable because of race or ethnicity? 
(Yes/Somewhat) 

9% 25% 29% 18% 28% 

31 In the last 12 months, have you witnessed a 
situation at the University where you have felt 
uncomfortable because of race or ethnicity? 
(Yes/Somewhat) 

10% 21% 24% 16% 23% 
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Q Question White B.A.M.E. 
(comprised of Asian, 
Black, Mixed Heritage, 
Other Ethnic Group) 

Asian Mixed 
Heritage 

Other Ethnic Group 

33 If you reported discrimination, harassment, or 
abuse on the basis of race or ethnicity, how 
confident are you that the appropriate 
investigative and/or disciplinary action would be 
taken? 
(Extremely/Completely/Quite a bit confident) 

39% 26% 22% 31% 36% 
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Appendix 5: Significant disparities by sexual orientation 
 

Q Question Heterosexual LGBQ+ 

14 If you witnessed or were personally subjected to discrimination, harassment or abuse, would 
you know where and how to report the incident? 
(Yes) 

50% 39% 

20 I believe action will be taken on the results of this survey 
(Strongly agree/agree) 

33% 20% 

22 How confident do you feel that managers/senior staff at the University will call out racially 
inappropriate behaviours?  
(Extremely/Completely/Quite a bit confident) 

41% 31% 

28 Do you believe that social events/activities organised by the University are welcoming to 
everyone irrespective of race or ethnicity? 
(Yes) 

57% 44% 

33 If you reported discrimination, harassment, or abuse on the basis of race or ethnicity, how 
confident are you that the appropriate investigative and/or disciplinary action would be taken? 
(Extremely/Completely/Quite a bit confident) 

39% 28% 
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Appendix 6: Significant disparities by disability status 
 

Q Question No (no disability) Yes (disability) 

1 My contributions are valued in my department 
(Strongly agree/Agree) 

67% 42% 

2 How much professional and personal courtesy do you feel people at Cambridge show you? 
(A great deal/A lot) 

57% 46% 

3 How connected (e.g., mentally, emotionally) do you feel to colleagues at the University? 
(Extremely/Completely/Quite connected) 

41% 30% 

4 I am treated with professional and personal courtesy by my academic colleagues at work 
(Strongly agree/agree) 

63% 49% 

6 My departmental leadership actively supports gender equality 
(Strongly agree/agree) 

69% 57% 

7 My department is taking action to ensure greater equality and diversity 
(Strongly agree/Agree) 

60% 50% 

8 I am able to contribute ideas to how my department could take action on equality and diversity issues 
(Strongly agree/Agree) 

55% 44% 

12 I am satisfied with how bullying and harassment are addressed in my department 
(Strongly agree/Agree) 

30% 20% 

13 I would feel comfortable raising concerns about bullying and harassment if I witnessed or experienced it 
within my department 
(Strongly agree/Agree) 

68% 54% 

19 I would recommend my part of the University as a great place to work 
(Strongly agree/agree) 

62% 49% 

20 I believe action will be taken on the results of this survey 
(Strongly agree/agree) 

32% 22% 
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22 How confident do you feel that managers/senior staff at the University will call out racially inappropriate 
behaviours?  
(Extremely/Completely/Quite a bit confident) 

41% 28% 

28 Do you believe that social events/activities organised by the University are welcoming to everyone 
irrespective of race or ethnicity? 
(Yes) 

55% 43% 

33 If you reported discrimination, harassment, or abuse on the basis of race or ethnicity, how confident are 
you that the appropriate investigative and/or disciplinary action would be taken? 
(Extremely/Completely/Quite a bit confident) 

38% 27% 

 

  



   

56 
 

 

Appendix 7: Significant disparities by religion/belief 
 

Q Question No religion (inc. 
atheist) 

Christian Any other religion 
or belief 

20 I believe action will be taken on the results of this survey 
(Strongly agree/agree) 

28% 44% 34% 

23 How comfortable do you feel discussing race-related topics with colleagues 
within your department? 
Extremely/Completely/Quite a bit comfortable) 

40% 45% 24% 

24 How confident are you that colleagues at the University can have an open and 
honest conversation with each other about race? 
(Extremely/Completely/Quite a bit confident) 

29% 33% 18% 

28 Do you believe that social events/activities organised by the University are 
welcoming to everyone irrespective of race or ethnicity? 
(Yes) 

53% 63% 46% 

31 In the last 12 months, have you witnessed a situation at the University where 
you have felt uncomfortable because of race or ethnicity? 
(Yes/Somewhat) 

12% 13% 23% 

33 If you reported discrimination, harassment, or abuse on the basis of race or 
ethnicity, how confident are you that the appropriate investigative and/or 
disciplinary action would be taken? 
(Extremely/Completely/Quite a bit confident) 

37% 46% 31% 
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Appendix 8: Significant disparities by socioeconomic background 
 

Q Question State-run or 
funded school 

Independent or fee-
paying school 

Independent school 
with a bursary 

Non-UK school 

14 If you witnessed or were personally subjected to 
discrimination, harassment or abuse, would you know 
where and how to report the incident? 
(Yes/Somewhat) 

49% 50% 46% 39% 

15 My line manager supports my career development 
(Strongly agree/Agree) 

63% 60% 73% 70% 

29 In the last 12 months, have you experienced a 
situation at the University where you have felt 
uncomfortable because of race or ethnicity? 
(Yes/Somewhat) 

9% 8% 10% 19% 
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Appendix 9: School and NSI-level results 
 

Percentages show the proportion of respondents selecting the most positive response option(s), unless otherwise stated. 

            
Survey question SAH SBS SCS SHSS SPS SOT UAS UIS UL NSI University 

Respondents (n) 93 354 523 183 314 179 345 99 48 141 3,097 

Total Staff (n) 704  1,996  2,962  1,084  1,609  1,734  1,825  346  331  748  13,339  

Response rate (%) 13% 18% 18% 17% 20% 10% 19% 29% 15% 19% 23% 

  

Belonging and inclusion 

 SAH SBS SCS SHSS SPS ST UAS UIS UL NSI University 

My contributions are valued 
in my department (agree or 
strongly agree) 

74% 54% 67% 62% 65% 62% 74% 60% 75% 69% 64%  

Professional and personal 
courtesy at Cambridge (some 
to a great deal) 

60% 91% 93% 91% 92% 96% 93% 89% 92% 96% 92% 

Feeling connected to 
colleagues (somewhat to 
extremely) 

74% 70% 73% 69% 74% 77% 79% 68% 72% 72% 71% 

Leadership, equality and staff input 

 SAH SBS SCS SHSS SPS ST UAS UIS UL NSI University 

Treated with courtesy by 
academic colleagues (agree 
or strongly agree) 

72% 65% 73% 63% 65% 67% 48% 29% 48% 47% 59%  



   

59 
 

Treated with courtesy by 
professional services 
colleagues (agree or strongly 
agree) 

88% 80% 83% 83% 78% 82% 85% 68% 81% 80% 80%  

Departmental leadership 
supports gender equality 
(agree or strongly agree) 

74% 63% 70% 62% 64% 67% 67% 55% 67% 67% 64%  

Department taking action on 
equality and diversity (agree 
or strongly agree) 

61% 57% 66% 62% 60% 63% 48% 46% 50% 51% 56%  

Able to contribute ideas on 
equality and diversity (agree 
or strongly agree) 

67% 54% 59% 52% 52% 52% 51% 30% 63% 51% 51%  

Workload and flexibility 

 SAH SBS SCS SHSS SPS ST UAS UIS UL NSI University 

Department enables flexible 
working (agree or strongly 
agree) 

82% 73% 84% 71% 81% 80% 91% 93% 75% 82% 80%  

Current workload is 
manageable (agree or 
strongly agree) 

44% 53% 64% 46% 54% 49% 61% 58% 65% 53% 55%  

Workload change in last 1–2 
years (unmanageable 
increase) 

34% 26% 21% 31% 22% 29% 22% 20% 21% 23% 25% 

Bullying, harassment and reporting 

 SAH SBS SCS SHSS SPS ST UAS UIS UL NSI University 
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Satisfied with how bullying 
and harassment are 
addressed (agree or strongly 
agree) 

36% 25% 30% 28% 24% 26% 33% 14% 44% 26% 27%  

Comfortable raising concerns 
about bullying and 
harassment (agree or 
strongly agree) 

67% 61% 65% 59% 66% 60% 73% 63% 79% 65% 62%  

Know where and how to 
report incidents (somewhat 
or yes) 

92% 84% 85% 78% 89% 87% 84% 78% 98% 82% 84%  

Career development and wellbeing 

 SAH SBS SCS SHSS SPS ST UAS UIS UL NSI University 

Line manager supports 
career development (agree 
or strongly agree) 

61% 60% 70% 50% 62% 56% 71% 68% 63% 64% 63%  

Sufficient opportunities for 
career progression (agree or 
strongly agree) 

32% 29% 29% 33% 34% 38% 39% 30% 27% 38% 32%  

Mental health and wellbeing 
supported in department 
(agree or strongly agree) 

51% 48% 60% 42% 48% 45% 68% 48% 69% 53% 52%  

Confident asking for mental 
health or wellbeing support 
(agree or strongly agree) 

40% 41% 50% 40% 41% 40% 56% 51% 65% 51% 45%  

Would recommend as a great 
place to work (agree or 
strongly agree) 

56% 55% 62% 49% 61% 58% 65% 48% 63% 52% 57%  
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Believe action will be taken 
on survey results (agree or 
strongly agree) 

23% 28% 36% 21% 32% 30% 29% 25% 31% 25% 27%  

Race and inclusion 

 SAH SBS SCS SHSS SPS ST UAS UIS UL NSI University 

Comfortable calling out racist 
behaviours (somewhat to 
extremely) 

72% 73% 74% 71% 74% 76% 74% 78% 69% 79% 73% 

Confident managers will call 
out racism (somewhat to 
extremely) 

69% 66% 73% 63% 67% 70% 69% 67% 77% 69% 67% 

Comfortable discussing race-
related topics (somewhat to 
extremely) 

72% 69% 74% 69% 70% 67% 62% 64% 65% 75% 68% 

Confident colleagues can 
have open conversations 
about race (somewhat to 
extremely) 

65% 64% 66% 56% 65% 62% 54% 57% 63% 57% 59% 

Understanding of what the 
University is doing to tackle 
racial inequality (somewhat 
to extremely) 

70% 52% 60% 60% 56% 51% 50% 37% 60% 53% 55% 

Opportunity to learn from 
colleagues about different 
cultures (somewhat to very) 

51% 48% 52% 60% 46% 46% 35% 30% 48% 49% 46% 
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Cultural festivals and 
traditions acknowledged 
(somewhat to extremely) 

63% 65% 64% 64% 60% 67% 63% 63% 58% 68% 62% 

University social events 
welcoming irrespective of 
race or ethnicity (somewhat 
or yes) 

90% 94% 96% 90% 96% 94% 92% 95% 90% 90% 92% 

Experienced race-related 
discomfort in last 12 months 
(yes) 

9% 12% 10% 15% 15% 9% 11% 8% 21% 13% 13% 

Witnessed race-related 
discomfort in last 12 months 
(yes) 

14% 12% 11% 18% 15% 13% 8% 11% 15% 18% 15% 

Confidence appropriate 
action would be taken if 
race-related incident 
reported (somewhat to 
extremely) 

66% 64% 74% 64% 64% 70% 70% 57% 72% 69% 66% 
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Appendix 10: Results for the School of Arts and Humanities 
 

Percentages show the proportion of respondents selecting the most positive response option(s), unless otherwise stated. 

Survey question MML School overall 

Respondents (n) 17 93 

Total Staff (n) 83  704  

Response rate (%) 20% 13% 

Belonging and inclusion 

My contributions are valued in my department (agree or strongly 
agree) 

65% 74% 

Professional and personal courtesy at Cambridge (some to a 
great deal) 

100% 60% 

Feeling connected to colleagues (somewhat to extremely) 88% 74% 

Leadership, equality and staff input 

Treated with courtesy by academic colleagues (agree or strongly 
agree) 

71% 72% 

Treated with courtesy by professional services colleagues (agree 
or strongly agree) 

76% 88% 

Departmental leadership supports gender equality (agree or 
strongly agree) 

65% 74% 
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Department taking action on equality and diversity (agree or 
strongly agree) 

47% 61% 

Able to contribute ideas on equality and diversity (agree or 
strongly agree) 

47% 67% 

  

Workload and flexibility 

Department enables flexible working (agree or strongly agree) 76% 82% 

Current workload is manageable (agree or strongly agree) 24% 44% 

Workload change in last 1–2 years (unmanageable increase) 41% 34% 

  

Bullying, harassment and reporting 

Survey question MML School overall 

Satisfied with how bullying and harassment are addressed (agree 
or strongly agree) 

35% 36% 

Comfortable raising concerns about bullying and harassment 
(agree or strongly agree) 

59% 67% 

Know where and how to report incidents (somewhat or yes) 94% 92% 

  

Career development and wellbeing 
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Line manager supports career development (agree or strongly 
agree) 

53% 61% 

Sufficient opportunities for career progression (agree or strongly 
agree) 

35% 32% 

Mental health and wellbeing supported in department (agree or 
strongly agree) 

35% 51% 

Confident asking for mental health or wellbeing support (agree or 
strongly agree) 

35% 40% 

Would recommend as a great place to work (agree or strongly 
agree) 

41% 56% 

Believe action will be taken on survey results (agree or strongly 
agree) 

12% 23% 

  

Race and inclusion 

Comfortable calling out racist behaviours (somewhat to 
extremely) 

88% 72% 

Confident managers will call out racism (somewhat to extremely) 82% 69% 

Comfortable discussing race-related topics (somewhat to 
extremely) 

71% 72% 

Confident colleagues can have open conversations about race 
(somewhat to extremely) 

65% 65% 
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Survey question MML School overall 

Understanding of what the University is doing to tackle racial 
inequality (somewhat to extremely) 

71% 70% 

Opportunity to learn from colleagues about different cultures 
(somewhat to very) 

41% 51% 

Cultural festivals and traditions acknowledged (somewhat to 
extremely) 

59% 63% 

University social events welcoming irrespective of race or 
ethnicity (somewhat or yes) 

94% 90% 

Experienced race-related discomfort in last 12 months (yes) 6% 9% 

Witnessed race-related discomfort in last 12 months (yes) 0% 14% 

Confidence appropriate action would be taken if race-related 
incident reported (somewhat to extremely) 

71% 66% 
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Appendix 11: Results for the School of the Biological Sciences 
 

Percentages show the proportion of respondents selecting the most positive response option(s), unless otherwise stated. 

            

Survey question 
Botanic 
Garden 

Biochem Genetics Pathology PDN 
Plant 

Sci 
Psych Tox Gurdon Zoology 

School 
overall 

Respondents (n) 10 32 14 28 39 29 12 19 14 56 354 

Total Staff (n) 69  206  112  167  206  180  103  88  99  151  1,996  

Response rate (%) 14% 16% 13% 17% 19% 16% 12% 22% 14% 37% 18% 

Belonging and inclusion 

My contributions are valued 
in my department (agree or 
strongly agree) 

70% 38% 69% 54% 49% 52% 67% 32% 64% 64% 54% 

Professional and personal 
courtesy at Cambridge (some 
to a great deal) 

100% 91% 92% 75% 95% 93% 100% 68% 100% 93% 91% 

Feeling connected to 
colleagues (somewhat to 
extremely) 

80% 81% 85% 57% 67% 66% 83% 47% 79% 73% 70% 

Leadership, equality and staff input 

Treated with courtesy by 
academic colleagues (agree or 
strongly agree) 

50% 55% 85% 50% 56% 72% 75% 47% 69% 84% 65% 

Treated with courtesy by 
professional services 
colleagues (agree or strongly 
agree) 

80% 69% 85% 68% 87% 76% 100% 63% 100% 88% 80% 
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Botanic 
Garden 

Biochem Genetics Pathology PDN 
Plant 

Sci 
Psych Tox Gurdon Zoology 

School 
overall 

Departmental leadership 
supports gender equality 
(agree or strongly agree) 

60% 55% 85% 54% 69% 54% 67% 47% 100% 66% 63% 

Department taking action on 
equality and diversity (agree 
or strongly agree) 

30% 53% 77% 54% 67% 52% 50% 26% 79% 68% 57% 

Able to contribute ideas on 
equality and diversity (agree 
or strongly agree) 

40% 47% 85% 54% 51% 59% 50% 47% 64% 55% 54% 

Workload and flexibility   
Department enables flexible 
working (agree or strongly 
agree) 

50% 69% 92% 63% 67% 90% 83% 47% 86% 80% 73% 

Current workload is 
manageable (agree or strongly 
agree) 

90% 44% 69% 36% 51% 62% 50% 32% 71% 63% 53% 

Workload change in last 1–2 
years (unmanageable 
increase) 

0% 34% 31% 36% 15% 7% 42% 42% 14% 21% 26% 

Bullying, harassment and reporting  
  

Satisfied with how bullying 
and harassment are 
addressed (agree or strongly 
agree) 

30% 28% 38% 25% 31% 17% 50% 21% 50% 20% 25% 

 
Botanic 
Garden 

Biochem Genetics Pathology PDN 
Plant 

Sci 
Psych Tox Gurdon Zoology 

School 
overall 
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Comfortable raising concerns 
about bullying and 
harassment (agree or strongly 
agree) 

50% 53% 69% 64% 67% 52% 67% 42% 79% 68% 61% 

Know where and how to 
report incidents (somewhat or 
yes) 

70% 84% 85% 93% 92% 79% 92% 74% 93% 80% 84% 

Career development and wellbeing  
  

Line manager supports career 
development (agree or 
strongly agree) 

40% 58% 69% 39% 63% 52% 67% 47% 79% 80% 60% 

Sufficient opportunities for 
career progression (agree or 
strongly agree) 

20% 34% 23% 39% 28% 24% 33% 16% 43% 43% 29% 

Mental health and wellbeing 
supported in department 
(agree or strongly agree) 

60% 31% 69% 36% 49% 59% 67% 26% 64% 55% 48% 

Confident asking for mental 
health or wellbeing support 
(agree or strongly agree) 

60% 25% 69% 41% 38% 46% 50% 21% 50% 50% 41% 

Would recommend as a great 
place to work (agree or 
strongly agree) 

80% 44% 69% 46% 59% 59% 67% 26% 71% 68% 55% 

Believe action will be taken on 
survey results (agree or 
strongly agree) 

20% 22% 38% 21% 28% 38% 50% 16% 43% 41% 28% 

Race and inclusion 
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Botanic 
Garden 

Biochem Genetics Pathology PDN 
Plant 

Sci 
Psych Tox Gurdon Zoology 

School 
overall 

Comfortable calling out racist 
behaviours (somewhat to 
extremely) 

60% 66% 93% 86% 77% 72% 67% 37% 86% 79% 73% 

Confident managers will call 
out racism (somewhat to 
extremely) 

50% 59% 79% 70% 69% 72% 67% 42% 79% 71% 66% 

Comfortable discussing race-
related topics (somewhat to 
extremely) 

50% 66% 93% 86% 74% 66% 58% 53% 86% 77% 69% 

Confident colleagues can have 
open conversations about 
race (somewhat to extremely) 

60% 63% 86% 71% 66% 66% 50% 47% 57% 73% 64% 

Understanding of what the 
University is doing to tackle 
racial inequality (somewhat to 
extremely) 

20% 50% 71% 61% 62% 48% 42% 42% 71% 61% 52% 

Opportunity to learn from 
colleagues about different 
cultures (somewhat to very) 

30% 41% 57% 46% 59% 55% 50% 32% 36% 48% 48% 

Cultural festivals and 
traditions acknowledged 
(somewhat to extremely) 

70% 53% 79% 79% 56% 69% 75% 74% 71% 61% 65% 

 
Botanic 
Garden 

Biochem Genetics Pathology PDN 
Plant 

Sci 
Psych Tox Gurdon Zoology 

School 
overall 
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University social events 
welcoming irrespective of 
race or ethnicity (somewhat 
or yes) 

100% 91% 100% 100% 95% 93% 92% 95% 100% 96% 94% 

Experienced race-related 
discomfort in last 12 months 
(yes) 

10% 9% 14% 11% 5% 14% 25% 42% 0% 9% 12% 

Witnessed race-related 
discomfort in last 12 months 
(yes) 

0% 9% 14% 14% 10% 7% 17% 47% 0% 7% 12% 

Confidence appropriate action 
would be taken if race-related 
incident reported (somewhat 
to extremely) 

44% 59% 71% 63% 69% 71% 80% 42% 79% 74% 64% 
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Appendix 12: Results for the School of Clinical Medicine 
 

Percentages show the proportion of respondents selecting the most positive response option(s), unless otherwise stated. 

            

Survey question CIMR 
Clinical 

SO 
Haem 

MRC 
Biostats 

MRC Cog B 
MRC 

Epidem 
ObGyn Oncology Psych Public H  School overall 

Respondents (n) 33 25 24 20 22 33 18 25 25 105 523 

Total Staff (n) 159  140  222  80  103  170  38  198  136  257  2,962  

Response rate (%) 21% 18% 11% 25% 21% 19% 47% 13% 18% 41% 18% 

Belonging and inclusion 

My contributions are 
valued in my 
department (agree or 
strongly agree) 

55% 64% 83% 75% 73% 76% 89% 52% 72% 70% 67% 

Professional and 
personal courtesy at 
Cambridge (some to a 
great deal) 

88% 88% 96% 95% 95% 100% 100% 84% 88% 99% 93% 

Feeling connected to 
colleagues (somewhat 
to extremely) 

58% 88% 79% 84% 64% 67% 67% 76% 84% 79% 73% 

Leadership, equality and staff input 

Treated with courtesy 
by academic colleagues 
(agree or strongly 
agree) 

76% 56% 75% 84% 82% 84% 100% 38% 84% 88% 73% 

Treated with courtesy 
by professional services 
colleagues (agree or 
strongly agree) 

85% 76% 88% 100% 91% 91% 94% 72% 80% 90% 83% 
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Departmental 
leadership supports 
gender equality (agree 
or strongly agree) 

70% 68% 58% 85% 68% 85% 83% 72% 76% 70% 70% 

Department taking 
action on equality and 
diversity (agree or 
strongly agree) 

52% 68% 71% 75% 86% 91% 83% 72% 72% 63% 66% 

Able to contribute ideas 
on equality and diversity 
(agree or strongly 
agree) 

33% 64% 54% 70% 77% 79% 78% 48% 60% 55% 59% 

Workload and flexibility 

Department enables 
flexible working (agree 
or strongly agree) 

64% 88% 75% 85% 77% 100% 94% 64% 96% 89% 84% 

Current workload is 
manageable (agree or 
strongly agree) 

61% 52% 54% 75% 59% 64% 72% 72% 68% 76% 64% 

Workload change in last 
1–2 years 
(unmanageable 
increase) 

21% 40% 17% 10% 9% 21% 17% 24% 24% 14% 21% 

Bullying, harassment and reporting 

Satisfied with how 
bullying and harassment 
are addressed (agree or 
strongly agree) 

27% 48% 29% 65% 45% 24% 33% 12% 36% 31% 30% 

Comfortable raising 
concerns about bullying 
and harassment (agree 
or strongly agree) 

58% 80% 67% 80% 68% 76% 78% 52% 60% 70% 65% 
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Know where and how to 
report incidents 
(somewhat or yes) 

79% 88% 92% 75% 91% 94% 83% 92% 84% 91% 85% 

Career development and wellbeing 

Line manager supports 
career development 
(agree or strongly 
agree) 

55% 68% 63% 95% 73% 67% 94% 72% 84% 79% 70% 

Sufficient opportunities 
for career progression 
(agree or strongly 
agree) 

15% 48% 42% 60% 14% 18% 28% 21% 28% 34% 29% 

Mental health and 
wellbeing supported in 
department (agree or 
strongly agree) 

33% 64% 67% 75% 64% 73% 78% 52% 68% 70% 60% 

Confident asking for 
mental health or 
wellbeing support 
(agree or strongly 
agree) 

21% 52% 58% 55% 55% 52% 72% 56% 56% 54% 50% 

Would recommend as a 
great place to work 
(agree or strongly 
agree) 

52% 48% 63% 80% 77% 76% 78% 44% 72% 75% 62% 

Believe action will be 
taken on survey results 
(agree or strongly 
agree) 

12% 44% 50% 55% 41% 39% 39% 32% 40% 42% 36% 

Race and inclusion 

Comfortable calling out 
racist behaviours 

82% 80% 88% 75% 82% 58% 67% 80% 88% 74% 74% 
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(somewhat to 
extremely) 

Confident managers will 
call out racism 
(somewhat to 
extremely) 

70% 76% 79% 80% 73% 88% 72% 76% 72% 78% 73% 

Comfortable discussing 
race-related topics 
(somewhat to 
extremely) 

67% 68% 79% 70% 86% 82% 72% 60% 88% 75% 74% 

Confident colleagues 
can have open 
conversations about 
race (somewhat to 
extremely) 

50% 60% 75% 55% 73% 73% 61% 60% 76% 69% 66% 

Understanding of what 
the University is doing 
to tackle racial 
inequality (somewhat to 
extremely) 

41% 72% 58% 45% 64% 52% 56% 64% 56% 57% 60% 

Opportunity to learn 
from colleagues about 
different cultures 
(somewhat to very) 

32% 60% 67% 50% 59% 58% 61% 48% 68% 52% 52% 

Cultural festivals and 
traditions 
acknowledged 
(somewhat to 
extremely) 

58% 68% 62% 55% 68% 76% 67% 80% 80% 61% 64% 
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University social events 
welcoming irrespective 
of race or ethnicity 
(somewhat or yes) 

94% 96% 92% 100% 91% 100% 100% 100% 92% 93% 96% 

Experienced race-
related discomfort in 
last 12 months (yes) 

3% 8% 13% 5% 5% 6% 0% 20% 4% 10% 10% 

Witnessed race-related 
discomfort in last 12 
months (yes) 

12% 16% 13% 5% 5% 12% 6% 12% 8% 7% 11% 

Survey question CIMR 
Clinical 

SO 
Haem 

MRC 
Biostats 

MRC Cog B 
MRC 

Epidem 
ObGyn Oncology Psych Public H  School overall 

Confidence appropriate 
action would be taken if 
race-related incident 
reported (somewhat to 
extremely) 

72% 80% 78% 84% 90% 88% 67% 64% 73% 84% 74% 
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Appendix 13: Results for the School of the Humanities and Social Sciences 
 

Percentages show the proportion of respondents selecting the most positive response option(s), unless otherwise stated. 

Survey question History Education Law School overall 

Respondents (n) 12 40 33 183 

Total Staff (n) 106 200 107 1,084  

Response rate (%) 11% 20% 31% 17% 

Belonging and inclusion 

My contributions are valued in my department (agree or strongly 
agree) 

75% 67% 55% 62% 

Professional and personal courtesy at Cambridge (some to a 
great deal) 

75% 90% 79% 91% 

Feeling connected to colleagues (somewhat to extremely) 67% 73% 64% 69% 

Leadership, equality and staff input 

Treated with courtesy by academic colleagues (agree or strongly 
agree) 

67% 73% 58% 63% 

Treated with courtesy by professional services colleagues (agree 
or strongly agree) 

75% 100% 84% 83% 

Departmental leadership supports gender equality (agree or 
strongly agree) 

75% 63% 79% 62% 
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Department taking action on equality and diversity (agree or 
strongly agree) 

67% 65% 70% 62% 

Able to contribute ideas on equality and diversity (agree or 
strongly agree) 

67% 58% 61% 52% 

Workload and flexibility 

Department enables flexible working (agree or strongly agree) 58% 83% 64% 71% 

Current workload is manageable (agree or strongly agree) 33% 48% 45% 46% 

Workload change in last 1–2 years (unmanageable increase) 25% 33% 30% 31% 

Bullying, harassment and reporting 

Satisfied with how bullying and harassment are addressed (agree 
or strongly agree) 

33% 38% 42% 28% 

Comfortable raising concerns about bullying and harassment 
(agree or strongly agree) 

67% 58% 67% 59% 

Know where and how to report incidents (somewhat or yes) 75% 88% 79% 78% 

Career development and wellbeing 

Line manager supports career development (agree or strongly 
agree) 

58% 50% 64% 50% 
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Sufficient opportunities for career progression (agree or strongly 
agree) 

50% 30% 45% 33% 

Mental health and wellbeing supported in department (agree or 
strongly agree) 

67% 33% 39% 42% 

Confident asking for mental health or wellbeing support (agree 
or strongly agree) 

58% 35% 41% 40% 

Would recommend as a great place to work (agree or strongly 
agree) 

67% 53% 55% 49% 

Believe action will be taken on survey results (agree or strongly 
agree) 

33% 13% 39% 21% 

Race and inclusion 

Comfortable calling out racist behaviours (somewhat to 
extremely) 

92% 68% 79% 71% 

Confident managers will call out racism (somewhat to extremely) 67% 58% 76% 63% 

Comfortable discussing race-related topics (somewhat to 
extremely) 

67% 75% 61% 69% 

Confident colleagues can have open conversations about race 
(somewhat to extremely) 

83% 50% 42% 56% 



   

80 
 

Understanding of what the University is doing to tackle racial 
inequality (somewhat to extremely) 

58% 68% 61% 60% 

Opportunity to learn from colleagues about different cultures 
(somewhat to very) 

75% 70% 45% 60% 

Cultural festivals and traditions acknowledged (somewhat to 
extremely) 

67% 68% 58% 64% 

University social events welcoming irrespective of race or 
ethnicity (somewhat or yes) 

100% 93% 85% 90% 

Experienced race-related discomfort in last 12 months (yes) 25% 15% 9% 15% 

Witnessed race-related discomfort in last 12 months (yes) 33% 18% 18% 18% 

Confidence appropriate action would be taken if race-related 
incident reported (somewhat to extremely) 

64% 63% 69% 64% 
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Appendix 14: Results for the School of the Physical Sciences 
 

Percentages show the proportion of respondents selecting the most positive response option(s), unless otherwise stated. 

Survey question Applied Maths Astronomy Chemistry Earth Sci Geography Materials Scott Polar School overall 

Respondents (n) 36 10 50 36 28 40 14 314 

Total Staff (n) 203 102 353 144 87 146 25 1,609 

Response rate (%) 18% 10% 14% 25% 32% 27% 56% 20% 

 Belonging and inclusion 

My contributions are valued in my 
department (agree or strongly 
agree) 72% 

 
 

100% 52% 63% 71% 63% 79% 65% 

Professional and personal 
courtesy at Cambridge (some to a 
great deal) 94% 

 
 

80% 94% 92% 93% 90% 100% 92% 

Feeling connected to colleagues 
(somewhat to extremely) 81% 

 
70% 64% 71% 75% 75% 86% 74% 

 Leadership, equality and staff input 

Treated with courtesy by 
academic colleagues (agree or 
strongly agree) 78% 

 
 

70% 64% 66% 61% 78% 64% 65% 

Treated with courtesy by 
professional services colleagues 
(agree or strongly agree) 83% 

 
 

90% 78% 67% 89% 78% 93% 78% 

Departmental leadership supports 
gender equality (agree or strongly 
agree) 58% 

 
 

90% 72% 50% 64% 65% 64% 64% 

Department taking action on 
equality and diversity (agree or 
strongly agree)  50% 

 
 

100% 72% 42% 61% 68% 57% 60% 
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Able to contribute ideas on 
equality and diversity (agree or 
strongly agree) 33% 

 
 

70% 50% 47% 61% 65% 50% 52% 

 Workload and flexibility 

Department enables flexible 
working (agree or strongly agree) 86% 

 
100% 90% 72% 82% 83% 93% 81% 

Current workload is manageable 
(agree or strongly agree) 53% 

 
50% 68% 50% 32% 63% 57% 54% 

Workload change in last 1–2 years 
(unmanageable increase) 11% 

 
20% 10% 22% 32% 20% 21% 22% 

 Bullying, harassment and reporting 

Satisfied with how bullying and 
harassment are addressed (agree 
or strongly agree) 25% 

 
30% 

18% 22% 25% 38% 43% 24% 

Comfortable raising concerns 
about bullying and harassment 
(agree or strongly agree) 75% 

 
70% 

58% 61% 71% 73% 86% 66% 

Know where and how to report 
incidents (somewhat or yes) 86% 

 
100% 86% 94% 81% 85% 100% 89% 

 Career development and wellbeing 

Line manager supports career 
development (agree or strongly 
agree) 67% 

 
80% 

60% 44% 75% 78% 57% 62% 

Sufficient opportunities for career 
progression (agree or strongly 
agree) 36% 

 
 

40% 30% 28% 32% 43% 15% 34% 

Mental health and wellbeing 
supported in department (agree 
or strongly agree) 44% 

 
 

70% 42% 31% 50% 73% 62% 48% 

Confident asking for mental health 
or wellbeing support (agree or 
strongly agree) 44% 

 
 

60% 40% 22% 21% 68% 50% 41% 
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Would recommend as a great 
place to work (agree or strongly 
agree) 75% 

 
 

100% 56% 53% 61% 60% 79% 61% 

Believe action will be taken on 
survey results (agree or strongly 
agree) 31% 

 
 

50% 42% 19% 18% 53% 29% 32% 

 Race and inclusion 

Comfortable calling out racist 
behaviours (somewhat to 
extremely) 81% 80% 70% 83% 82% 75% 79% 74% 

Confident managers will call out 
racism (somewhat to extremely) 75% 80% 64% 61% 82% 73% 93% 67% 

Comfortable discussing race-
related topics (somewhat to 
extremely) 72% 40% 76% 77% 68% 73% 86% 70% 

Confident colleagues can have 
open conversations about race 
(somewhat to extremely) 69% 50% 72% 67% 71% 58% 64% 65% 

Understanding of what the 
University is doing to tackle racial 
inequality (somewhat to 
extremely) 56% 60% 56% 44% 71% 58% 64% 56% 

Opportunity to learn from 
colleagues about different 
cultures (somewhat to very) 39% 40% 50% 28% 68% 43% 57% 46% 

Cultural festivals and traditions 
acknowledged (somewhat to 
extremely) 58% 60% 60% 46% 68% 68% 64% 60% 

University social events 
welcoming irrespective of race or 
ethnicity (somewhat or yes) 97% 100% 98% 94% 93% 95% 92% 96% 

Experienced race-related 
discomfort in last 12 months (yes) 22% 10% 10% 14% 14% 8% 0% 15% 
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Witnessed race-related 
discomfort in last 12 months (yes) 11% 10% 16% 14% 14% 15% 7% 15% 

Confidence appropriate action 
would be taken if race-related 
incident reported (somewhat to 
extremely) 83% 50% 63% 51% 64% 69% 93% 64% 
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Appendix 15: Results for the School of Technology 
 

Percentages show the proportion of respondents selecting the most positive response option(s), unless otherwise stated. 

   
Survey question Computer Sci School overall 

Respondents (n) 31 179 

Total Staff (n) 217 1,734  

Response rate (%) 14% 10% 

Belonging and inclusion 

My contributions are valued in my department (agree or strongly agree) 81% 62% 

Professional and personal courtesy at Cambridge (some to a great deal) 100% 96% 

Feeling connected to colleagues (somewhat to extremely) 87% 77% 

Leadership, equality and staff input 

Treated with courtesy by academic colleagues (agree or strongly agree) 84% 67% 

Treated with courtesy by professional services colleagues (agree or 
strongly agree) 

90% 82% 

Departmental leadership supports gender equality (agree or strongly 
agree) 

81% 67% 
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Department taking action on equality and diversity (agree or strongly 
agree) 

81% 63% 

Able to contribute ideas on equality and diversity (agree or strongly agree) 65% 52% 

Workload and flexibility 

Department enables flexible working (agree or strongly agree) 90% 80% 

Current workload is manageable (agree or strongly agree) 68% 49% 

Workload change in last 1–2 years (unmanageable increase) 13% 29% 

Bullying, harassment and reporting 

Satisfied with how bullying and harassment are addressed (agree or 
strongly agree) 

45% 26% 

Comfortable raising concerns about bullying and harassment (agree or 
strongly agree) 

81% 60% 

Know where and how to report incidents (somewhat or yes) 90% 87% 

Career development and wellbeing 

Line manager supports career development (agree or strongly agree) 71% 56% 
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Sufficient opportunities for career progression (agree or strongly agree) 55% 38% 

Mental health and wellbeing supported in department (agree or strongly 
agree) 

61% 45% 

Confident asking for mental health or wellbeing support (agree or strongly 
agree) 

55% 40% 

Would recommend as a great place to work (agree or strongly agree) 71% 58% 

Believe action will be taken on survey results (agree or strongly agree) 52% 30% 

Race and inclusion 

Comfortable calling out racist behaviours (somewhat to extremely) 77% 76% 

Confident managers will call out racism (somewhat to extremely) 77% 70% 

Comfortable discussing race-related topics (somewhat to extremely) 81% 67% 

Confident colleagues can have open conversations about race (somewhat 
to extremely) 

65% 62% 
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Understanding of what the University is doing to tackle racial inequality 
(somewhat to extremely) 

55% 51% 

Opportunity to learn from colleagues about different cultures (somewhat 
to very) 

32% 46% 

Cultural festivals and traditions acknowledged (somewhat to extremely) 61% 67% 

University social events welcoming irrespective of race or ethnicity 
(somewhat or yes) 

97% 94% 

Experienced race-related discomfort in last 12 months (yes) 6% 9% 

Witnessed race-related discomfort in last 12 months (yes) 6% 13% 

Confidence appropriate action would be taken if race-related incident 
reported (somewhat to extremely) 

83% 70% 
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Appendix 16: Results for the Non-School Institutions 
 

Percentages show the proportion of respondents selecting the most positive response option(s), unless otherwise stated. 

Note: Other NSI comprises respondents from Careers Service, Fitzwilliam Museum, HRH Prince Alwaleed Bin Talal Centre of Islamic Studies, Institute of 
Continuing Education, Kettle's Yard, University of Cambridge Development and Alumni Relations, Vice-Chancellor's Office and those who selected Other 
 

Survey question 
Academic 
Division 

Education 
Services 

Estates Finance 
Health & 

Safety 
Human 

Resources 
Research 

Office 
Student 

Admissions 
All 

UAS 
University 

Library 
Other 

NSI 
UIS 

ALL 
NSIs 

Respondents (n) 15 23 59 50 12 47 20 19 345 48 141 99 670 

Total Staff (n) 80 27 307 238 14 177 187 104 1,825  331  748  346  3,250  

Response rate 
(%) 19% 85% 19% 21% 86% 27% 11% 18% 19% 15% 19% 29% 21% 

Belonging and inclusion 

My contributions 
are valued in my 
department 
(agree or strongly 
agree) 

87% 78% 68% 78% 75% 77% 80% 68% 74% 75% 69% 60% 71% 

Professional and 
personal courtesy 
at Cambridge 
(some to a great 
deal) 

93% 100% 85% 98% 100% 91% 95% 89% 93% 92% 96% 89% 94% 

Feeling 
connected to 
colleagues 
(somewhat to 
extremely) 

87% 87% 68% 78% 92% 74% 100% 78% 79% 72% 72% 68% 76% 
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Leadership, equality and staff input 

Survey question 
Academic 

Division 
Education 

Services 
Estates Finance 

Health & 
Safety 

Human 
Resources 

Research 
Office 

Student 
Admissions 

All 
UAS 

University  
Library 

Other 
NSI 

UIS ALL NSIs 

Treated with 
courtesy by 
academic 
colleagues (agree 
or strongly agree) 

47% 48% 46% 48% 58% 32% 80% 63% 48% 48% 47% 29% 45% 

Treated with 
courtesy by 
professional 
services colleagues 
(agree or strongly 
agree) 

93% 96% 75% 94% 100% 83% 85% 89% 85% 81% 80% 68% 81% 

Departmental 
leadership supports 
gender equality 
(agree or strongly 
agree) 

73% 74% 71% 58% 67% 68% 45% 63% 67% 67% 67% 55% 65% 

Department taking 
action on equality 
and diversity (agree 
or strongly agree) 

47% 48% 43% 48% 42% 70% 50% 32% 48% 50% 51% 46% 50% 

Able to contribute 
ideas on equality 
and diversity (agree 
or strongly agree) 

67% 48% 53% 40% 50% 64% 40% 37% 51% 63% 51% 30% 50% 

  

Workload and flexibility 

Department 
enables flexible 
working (agree or 
strongly agree) 

93% 100% 86% 92% 92% 89% 95% 95% 91% 75% 82% 93% 86% 
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Survey question 
Academic 

Division 
Education 

Services 
Estates Finance 

Health & 
Safety 

Human 
Resources 

Research 
Office 

Student 
Admissions 

All 
UAS 

University 
Library 

Other 
NSI 

UIS 
ALL 

NSIs 

Current workload is 
manageable (agree 
or strongly agree) 

73% 74% 68% 68% 83% 51% 60% 58% 61% 65% 53% 58% 59% 

Workload change in 
last 1–2 years 
(unmanageable 
increase) 

20% 13% 20% 16% 8% 28% 15% 32% 22% 21% 23% 20% 22% 

  

Bullying, harassment and reporting 

Satisfied with how 
bullying and 
harassment are 
addressed (agree or 
strongly agree) 

53% 43% 24% 30% 50% 38% 25% 26% 33% 44% 26% 14% 29% 

Comfortable raising 
concerns about 
bullying and 
harassment (agree 
or strongly agree) 

80% 87% 78% 70% 83% 89% 60% 53% 73% 79% 65% 63% 70% 

Know where and 
how to report 
incidents 
(somewhat or yes) 

87% 91% 80% 86% 100% 89% 70% 84% 84% 98% 82% 78% 84% 

  

Career development and wellbeing 

Line manager 
supports career 
development 
(agree or strongly 
agree) 

87% 78% 71% 72% 75% 68% 50% 79% 71% 63% 64% 68% 69% 
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Survey question 
Academic 

Division 
Education 

Services 
Estates Finance 

Health & 
Safety 

Human 
Resources 

Research 
Office 

Student 
Admissions 

All 
UAS 

University 
Library 

Other 
NSI 

UIS 
ALL 

NSIs 

Sufficient 
opportunities for 
career progression 
(agree or strongly 
agree) 

40% 43% 29% 52% 42% 47% 35% 26% 39% 27% 38% 30% 36% 

Mental health and 
wellbeing 
supported in 
department (agree 
or strongly agree) 

73% 61% 64% 68% 75% 62% 65% 63% 68% 69% 53% 48% 62% 

Confident asking 
for mental health 
or wellbeing 
support (agree or 
strongly agree) 

60% 43% 52% 60% 75% 47% 55% 42% 56% 65% 51% 51% 55% 

Would recommend 
as a great place to 
work (agree or 
strongly agree) 

80% 78% 56% 72% 58% 72% 75% 47% 65% 63% 52% 48% 59% 

Believe action will 
be taken on survey 
results (agree or 
strongly agree) 

13% 30% 27% 28% 33% 40% 35% 16% 29% 31% 25% 25% 27% 

Race and inclusion 

Comfortable 
calling out racist 
behaviours 
(somewhat to 
extremely) 

80% 78% 71% 66% 92% 74% 80% 79% 74% 69% 79% 78% 75% 

Confident 
managers will call 
out racism 

80% 65% 76% 72% 75% 66% 70% 47% 69% 77% 69% 67% 68% 
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(somewhat to 
extremely) 

Comfortable 
discussing race-
related topics 
(somewhat to 
extremely) 

60% 70% 64% 56% 58% 74% 70% 26% 62% 65% 75% 64% 66% 

Confident 
colleagues can 
have open 
conversations 
about race 
(somewhat to 
extremely) 

40% 61% 66% 52% 50% 59% 50% 47% 54% 63% 57% 57% 56% 

Understanding of 
what the 
University is 
doing to tackle 
racial inequality 
(somewhat to 
extremely) 

60% 48% 39% 40% 42% 53% 45% 47% 50% 60% 53% 37% 51% 

Opportunity to 
learn from 
colleagues about 
different cultures 
(somewhat to 
very) 

47% 26% 29% 22% 33% 40% 42% 47% 35% 48% 49% 30% 38% 

Cultural festivals 
and traditions 
acknowledged 
(somewhat to 
extremely) 

73% 57% 55% 57% 58% 70% 75% 63% 63% 58% 68% 63% 63% 
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University social 
events welcoming 
irrespective of 
race or ethnicity 
(somewhat or 
yes) 

93% 91% 90% 96% 92% 89% 100% 95% 92% 90% 90% 95% 92% 

Experienced race-
related 
discomfort in last 
12 months (yes) 

7% 22% 14% 4% 8% 9% 10% 11% 11% 21% 13% 8% 12% 

Witnessed race-
related 
discomfort in last 
12 months (yes) 

0% 4% 14% 2% 0% 9% 5% 16% 8% 15% 18% 11% 12% 

Confidence 
appropriate 
action would be 
taken if race-
related incident 
reported 
(somewhat to 
extremely) 

73% 77% 75% 77% 75% 78% 65% 50% 70% 72% 69% 57% 67% 

 

 


