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[image: Photo of Professor Liz Mossop, Vice-Chancellor]As Vice-Chancellor and Institutional Lead for Equity, Equality, Diversity, and Inclusion (EEDI), I am pleased to present our Annual EEDI Report for 2024/25.
This report brings together inspiring case studies from across our university, highlighting progress in tackling inequality and creating a more inclusive environment for staff, students, and the communities we serve. Each example reflects the dedication and collaboration that define our commitment to fairness and social justice.
This year marks a milestone: our first report against our refreshed Equality Objectives which were introduced in September 2024. These objectives, set out in our EEDI Framework 2024–27, define our vision for “Sheffield Hallam: A Culture of Inclusion”, and underpin every action highlighted in this report.
At a time when equity and inclusion face increasing challenges, I’m proud that EEDI remains central to Hallam’s purpose, ambition and impact. This report is more than a record of progress - it reflects our shared commitment to ensuring that every individual in our community feels valued, respected, and supported.
Thank you to everyone who has contributed to this important work. Together, we are shaping a university culture where inclusion is not just an aspiration, but a lived reality.
Prof. Liz Mossop
Vice-Chancellor

EQUALITY OBJECTIVES
OUR 2024-27 OBJECTIVES:



DIVERSITY IS CELEBRATED
People feel they belong and can be their authentic selves. We will create an environment that values a diversity of identities and lived experiences.
PEOPLE ARE ENGAGED AND TAKE ACTION TO MAKE HALLAM MORE INCLUSIVE
We will ensure collective responsibility for advancing EEDI through collaboration, co-creation and co-ownership.
EVERYONE HAS EQUALITY OF OPPORTUNITY, IRRESPECTIVE OF BACKGROUND OR PERSONAL CHARACTERISTICS
We will work to remove barriers to participation, achievement, development and progression, identifying where they exist and developing interventions to effect change.

INCLUSION IS EMBEDDED IN EVERYTHING WE DO
We will raise awareness, encourage inclusive thinking and planning, and put in place structures which will support effective EEDI activities and decision making across the University.
HALLAM IS AN EXEMPLAR IN THE SHEFFIELD CITY REGION, THE SECTOR AND BEYOND
We will build our reputation for inclusive practice, for making positive changes for our people, and for our diversity of thought and leadership.
These objectives are underpinned by a fundamental position that all students and staff know that they belong at Hallam and can succeed and thrive. They apply to all protected characteristics and recognise the intersectional nature of people’s identity and experience.
The above objectives apply to the period 2024-25 covered by this report.


CASE STUDY
BLACK BRITISH PATHWAY 
PROGRAMME
  (BBPP) 



BACKGROUND
As a regionally focused institution in a location where Black British people account for only 2.5% of the population, Sheffield Hallam had an objective in the last Access and Participation Plan, to increase the proportion of Black British students from 4.1% to 6%. The percentage of Black British students now sits at 6.9% of our student body and we don’t intend to stop there. 
APPROACH
The BBPP supports Black British student recruitment and access by prioritising belonging and mattering - shown by research to have the greatest impact. We work with students from Year 12 to the end of Level 4 (if enrolled at Hallam), a key decision period, offering campus visits, specialist support, early access to learning communities, and mentoring from current Black British Hallam students. Our approach is creative, flexible, and responsive, and has been shared at conferences and published in ‘Co-Constructing Education for All’ (2024).
IMPACT
Before participating, when we asked the mentees how they felt about the idea of studying at Sheffield Hallam, the average rating was 5/10. After the mentoring scheme the average rating was 8.5/10, an increase of 3.5 points. When asked how welcoming mentees felt Sheffield Hallam is, they gave a rating of 8/10. After the mentoring scheme the average rating was 9.3/10.  


AT A GLANCE
Challenges
· the low proportion of Black British students in the region, we are limited in which schools and colleges we can target. 
· Recruiting Black British Student Mentors from a variety of courses and genders. 
· Initially, our mentors were pre-dominantly females from health care related courses only.  
Benefits of chosen approach
· Success has been achieved through trial and error, but ultimately through co-creation and delivery with current students, who work alongside staff to lead interactive sessions and develop strategies to encourage and support incoming cohorts based on their own lived experiences.



I felt heard. My problems were given attention.
Mentee on BBPP

CASE STUDY
ALTERNATIVE
GRADUATION


BACKGROUNDAT A GLANCE
Challenges
· Choosing an inclusive and appropriate ceremony name
· Having limited advance materials in year one
· Substantial work during a busy period
Benefits of chosen approach
· Recognising graduates who would otherwise not attend
· Offering flexibility within a traditionally formal event
· Meaningful example of accessibility in action

Each year, some graduates do not attend their ceremony due to anxiety, disability, sensory sensitivities, or uncertainty, despite existing individual adjustments. In 2024, we introduced an “alternative ceremony” - a quieter, less formal option supporting neurodivergent and disabled graduates, including those with autism or social anxiety - open to anyone who prefers this format.
APPROACH
A project group, including parent representatives, was formed to design a ceremony enabling all students to attend graduation. The alternative format allows graduates to choose elements such as wearing a gown, taking photos, sitting in the hall, crossing the stage, and having their name read out. Photography is private, seating is unallocated, and movement is unrestricted, with each graduate receiving a 1:1 briefing to tailor their experience.

IMPACT
Attendance increased from 6 graduates in 2024 to 18 in 2025. Success is measured through overwhelmingly positive feedback from graduates, families and staff, who highlight the ceremony’s inclusive, supportive atmosphere. The initiative has attracted sector interest, including invitations to present at the JISC graduation network and share practice with other universities. “I am pleased to see that Hallam’s commitment to accessibility and inclusion is apparent not only before and during our studies but also at graduation and beyond." 
Students' Union President, Molly Pemberton






CASE STUDY
LOCAL LICENSING 
PETITION

BACKGROUND AT A GLANCE
Challenges
· The concept of “local licensing” required careful framing, as many students were unfamiliar with the term. 
· A paper‑only petition limited participation to students present 
during outreach, reducing wider reach. 
Benefits of chosen approach
· In‑person petitioning facilitated active dialogue, encouraging students to share experiences and concerns. Its physical visibility allowed it to gain momentum across peer groups.

Hallam Students’ Union (HSU) received informal reports of increasing concerns about drink spiking among students on nights out in Sheffield. While it can affect anyone, female students reported greater fear, reduced confidence, and reluctance to socialise. Following the widely publicised 2021/22 spike, many venues scaled back prevention as cases declined. HSU identified growing complacency among venues and students despite ongoing risk, highlighting the need for renewed focus, stronger safeguarding, and clearer accountability across Sheffield’s night-time economy.
APPROACH
HSU mobilised students to influence Sheffield’s licensing policy, developing a petition based on student experiences and concerns. The purpose was to drive stronger drink‑spiking prevention measures and to secure meaningful change with city decision‑makers.
IMPACT
In February 2025, HSU submitted the petition to Sheffield City Council, and its recommendations were incorporated into the 2026 Local Licensing Policy - the campaign’s primary goal. 580 signatures were received (most petitions receive 20–50) which strengthened its legitimacy. Since then, HSU has been more involved in local night-time safety consultations, including regional Women and Girls initiatives and engagement with senior policing and community safety stakeholders.Knowing this could help create safer nights out not just for students, but for people across Sheffield and the wider community, made the campaign feel even more impactful. 
Layla Barrett, Wellbeing, Sport & Physical Activity Officer



CASE STUDY
LEADERSHIP IN ADDRESSING 
THE ETHNICITY 
AWARDING GAP

BACKGROUNDAT A GLANCE
Leadership‑driven, evidence‑based action enabled ILJ to close its ethnicity awarding gap and embed inclusive practice.
Challenges
· Ensuring all staff recognised the relevance of the ethnicity awarding gap to their roles.
· Supporting staff to overcome discomfort in discussing race, racism, and awarding gaps.
Benefits of chosen approach
· Shared and research‑informed understanding of the complexities underpinning awarding gaps.
· Increased staff confidence, agency, and adoption of inclusive teaching practice.

The Institute of Law & Justice (ILJ) identified a persistent ethnicity degree awarding gap, reflecting wider sector challenges; in 2016/17, this stood at 28 percentage points. Staff understanding varied, with many uncertain of their role, while evidence pointed to structural inequalities and curriculum design as key contributors. In response, ILJ committed to a strategic, research-informed approach led by senior leadership to drive meaningful and sustainable change.
APPROACH
ILJ made closing the awarding gap a clear priority, embedding it in meetings, strategy, and staff development. ILJ used transparent data at institute, course, and module level and reframed it as a shared responsibility. Staff development combined evidence-based resources, inclusive training, and student insight, with ethnically minoritised students contributing lived experience to shape curriculum redesign and groups like Manifest Diversity, a student-staff collaborative with the objective to foster an understanding of ethnically minoritised students to inform more inclusive decision-making.
IMPACT
By 2021/22, ILJ reduced its ethnicity awarding gap from 28% to –2%. Staff report increased confidence in discussing awarding gaps, greater awareness of the experiences of ethnically minoritised students, and more widespread adoption of inclusive practice. External recognition, including requests to present ILJ’s approach at sector networks, demonstrates the broader impact of the Institute’s work.


Having honest conversations about our data, grounded in student experience, has fundamentally shifted how we work. Inclusion is now embedded, not an add‑on.
ILJ, Leadership Team



CASE STUDY
BASELINE INCLUSIVE
MEASURES
(BIMS)

BACKGROUNDAT A GLANCE
Improved delivery and streamlined Learning Contracts strengthened consistency and access to inclusive academic support for disabled students.
Challenges
· Low staff/student awareness of BIMs, despite progress in delivery. 
· Variability in practice between modules and services.
Benefits of chosen approach
· Ensure that the university meets its legal obligations through anticipatory reasonable adjustments
· More students experience inclusion “by default”, reducing reliance on case‑by‑case fixes.

Disabled students told us that consistent, predictable inclusive practice matters as much as individual adjustments. After introducing Baseline Inclusive Measures (BIM), which are standard embedded practices ensuring all students and staff can access, participate in, and succeed without additional adaptations, only 37% of students reported awareness, highlighting a communication gap despite efforts to embed them across modules and services.
APPROACH
We strengthened BIM delivery at course and module level while simplifying the Learning Contract (LC) process. Priorities included accessible and advance-shared materials, recordings or alternatives, and piloting inclusive exam time. LC processes were streamlined to be easier to access, read, and use, ensuring students benefit from both inclusive design and personalised adjustments.
IMPACT
Accessible materials rose from 85% to 93%, advance sharing from 70% to 76%, and recordings/alternatives from 62% to 78%. Inclusive exam time, newly measured, reached 56%, indicating growing adoption of inclusive design.
Accessibility indicators improved overall, with online teaching access up 10% and other areas stable (e.g., Disabled Student Support bookings down 1%, informing planned triage and drop-ins).
BIM uptake has not reached 100% because, as a non-mandatory approach, adoption increases gradually as awareness and embedding improve over time.






Everyone involved was friendly and helped me figure out the direction I needed to go… Super supportive staff. The LC process was easy, and the adjustments made a real difference 
Anonymous student feedback





CASE STUDY
SELF IDENTIFIED 
LEARNING CONTRACTS
(SILCS)

BACKGROUNDAT A GLANCE
The new SILC process enables instant, equitable learning adjustments, reducing delays and increasing access for unsupported students.
Challenges
· Ensuring students and staff understand the rationale for the introduction of SILCs, and that they appreciate the value of them.
· Maintaining high quality support whilst operating with reduced adviser capacity.
Benefits of chosen approach
· Students with complex needs can be prioritised more effectively.
· More accessible and faster access to support and earlier identification of needs.

The Disabled Student Support (DSS) team identified delays in Learning Contracts due to NHS waits, costs, and rising demand, leaving needs unmet. In line with Equality Act guidance, support shifted to need not diagnosis, with the Self‑Identified Learning Contract (SILC) enabling students to request adjustments at registration and inform staff earlier.
APPROACH
The DSS team introduced a student-led process via My Student Record (a portal students use to access their records), allowing students to register, share evidence of disability impacts, and select pre-approved adjustments. Students are also signposted to Baseline Inclusive Measures and advised to contact DSS if they need more complex support.
IMPACT
The process provides immediate access to support, avoiding 4–8 week waits without diagnostic evidence and improving equity for those facing NHS delays (12–18 months) or high costs. Students can access adjustments like deadline extensions more quickly, with over 40% of SILCs created in the first week, indicating strong demand and early signs of improved engagement and more consistent inclusive practice.Being able to get a SILC straight away has made such a difference to me. I don’t feel as anxious and I feel much more supported.
Anonymous student feedback






REFLECTIONS


The 2024/25 academic year marked a significant shift in how Sheffield Hallam approaches Equity, Equality, Diversity and Inclusion. This year was defined not just by activity but by measurable impact, supported by stronger governance, clearer accountability and deeper collaboration across the University
Delivery against the Hallam EEDI Framework 2024–27 and the launch of the University wide Delivery Plan enabled teams to align behind shared objectives. Delivery Groups focused work on priority themes including race equity, disability inclusion, LGBTQ+ experience, gender equality, flexible working and pay gap reduction, with fuller reporting due next year. 
In August 2025, Senior EEDI Champions were appointed for five key protected characteristics: Race, LGBT+, Gender, Disability, Faith, Religion & Belief. These champions chair Delivery Groups for those characteristics and have been assigned prioritised projects from the Delivery Plan. Additional champions were appointed for Menopause and Parents & Carers, reporting into the Gender Delivery Group. Senior EEDI Champions work closely with the EEDI team and report on progress to the EEDI Committee.  
The first institutional EEDI Staff Survey (in October 2024) provided new insight into experience and barriers. A second survey will be conducted in Spring 2027 to track progress against our Key Performance Indicators (KPIs). The business partnering model has embedded EEDI earlier in planning and major projects, improving risk awareness and inclusive decision making, supported by strengthened collaboration with the Students’ Union.
The case studies show that student inclusion is most effective when embedded in everyday systems. Predictable adjustments, universal inclusive design, and early access to support reduce anxiety and remove inequities. Strong leadership on inclusion and co-created, practical and data informed approaches are driving meaningful cultural and operational change across the University.
Looking ahead, work is already underway on a number of initiatives, being delivered by the EEDI team and delivery groups. These include ethnically diverse recruitment panels, menopause training for line managers, a refreshed Equality Impact Assessment tool, and inclusive recruitment processes. Progress will be noted in future reports.
The progress and achievements outlined in this report would not have been possible without the hard work, perseverance and determination of our colleague Sam Coulby (Senior Business Partner EEDI). Following Sam’s recent retirement through ill health, we would like to dedicate this report to him, in honour of his unwavering commitment to inclusion, and all that he has accomplished to progress this work throughout his time at Hallam. 


KEY PERFORMANCE
INDICATORS
(KPIs)


We include statutory EEDI data (student and staff data) in our annual report to meet legal obligations under the Equality Act 2010 and to ensure transparent reporting of our staff and student profile. 
While statutory datasets provide an essential baseline, they do not on their own show the full picture of equity, experience or progress. That is why Hallam also draws on wider evidence - such as staff surveys, qualitative feedback, lived experience, and other data - to understand how people feel, where barriers persist, and whether our actions are making meaningful change. 
Combining statutory data with these richer insights enables more accurate diagnosis of issues, stronger accountability, and informed decision‑making that reflects the realities of our diverse community. This blended approach ensures our reporting goes beyond compliance and actively supports a more inclusive and equitable university.
Each year, the EEDI Annual Report will report on our KPIs, highlighting examples of improvements and impacts. Due to the nature of EEDI objectives, some impacts may be anecdotal alongside data-driven insights. As cultural change is central to inclusion, it will be measured in various ways that may evolve over time - for example, one year we may track engagement via Viva Engage, while another year may use attendance at inclusion events or workshops as an indicator.
Key Performance Indicators:


Increase the internal and external 
visibility of EEDI activities at Hallam




Internal
Viva Engage Engagement
Viva Engage, the internal staff community platform, launched in October 2023. The platform reaches large staff audiences, with 4,000 average active users on the All-Hallam Staff channel. 
EEDI content has had strong engagement: the new EEDI framework received over 2,100 views, Pride activity over 3,000 views, International Women’s Day over 2,600 views, and Windrush Day more than 1,500 views. 
Lived‑experience storytelling achieves even higher engagement, with posts from individual staff members attracting up to 3,600 views and 200 reactions, evidencing meaningful visibility and interaction.
Internal Stakeholder Feedback
Internal stakeholders comment on a ‘change in culture’ at Hallam in relation to EEDI, noting that inclusion is becoming more embedded in day-to-day work. 
“It’s been notable that over the last two to three years in particular, colleagues have become more conscious of how our day-to-day practices impact EEDI, and are more passionate about improving it” 
Prof. Aimee Ambrose, Centre for Regional Economic & Social Research (CRESR)

External
Qualitative Feedback from External Stakeholders
Hallam also benefits from strong external perceptions of inclusivity, demonstrated through independent reputation research commissioned by the Reputation and Profile Steering Group. The research comprised over 100 in‑depth interviews with employers, regional leaders, school and college leaders, and professional bodies, providing robust external evidence of Hallam’s inclusive reputation.
These external stakeholders describe Hallam as “a place and an institution where people from all backgrounds and walks of life will feel comfortable and hopefully realise their potential” and praise its commitment to social mobility and life‑changing impact. 
City-wide Engagement
The EEDI team’s participation in the Race Equality Partnership for Sheffield (REPS) has provided an opportunity to contribute to city-wide efforts to eliminate racism and race inequality. The team received positive engagement and feedback at the recent REPS showcase event, attended by key Sheffield organisations and community leaders.


Improve equality of experience, opportunity, 
and outcome for staff and 
students


Baseline Inclusive Measures
As highlighted by the case study in this report, there has been a significant increase in the use of baseline inclusive measures over the last academic year. This has resulted in students praising the clarity of Learning Contract processes, and reporting that adjustments have made a huge difference to their learning.

[image: A table showing data for baseline inclusive measures]


Portfolio Redevelopment
Hallam’s wholesale Portfolio Redevelopment has created the conditions for improved inclusion by embedding EEDI principles consistently across 360 revalidated courses. Evidence of impact remains limited at Year one, but is emerging and will be reported on in future years.
Early indicators include reduced withdrawal rates on many courses and stable or improved first-time pass rates, suggesting more inclusive curriculum structures are beginning to support student retention and attainment. However, most inclusive practices (e.g. diversified assessment, improved representation, accessibility and wellbeing support) are newly implemented, so their full impact is expected to become visible in 2027/28 once cohorts fully experience the redesigned curricula and Access and Participation Plan data matures.



Attract and retain a more diverse 
staff base


Staff from ethnic minority backgrounds
Over the last five years the proportion of minoritised ethnic staff at Hallam has increased from 11.3% to 15.4% (Full trend data can be found in the staff diversity data section). Sheffield’s census data shows the proportion of minoritised ethnic residents as 20.9%. This indicates that continued progress is needed for the workforce to better reflect the city it serves.

[image: ]

The improvement shown in the above graphic reflects the cumulative impact of targeted, systemic interventions that have strengthened inclusive recruitment and broadened the university’s reach. Community engagement and outreach activities have expanded talent pipelines by building trust and visibility within underrepresented communities, while the Inclusive Hallam “Recruiting for Diversity” event raised awareness and capability among hiring managers to actively seek and value diverse candidates. 
The introduction of an inclusive recruitment checklist has further embedded equitable practices into recruitment processes, helping to reduce bias and ensure consistency in decision-making across roles and departments.





Improve the embedding of inclusion in 
our learning & Development, People 
Policies and Practices



EEDI Learning and Development 
Mandatory Institutional Training
Our continued commitment to fostering a safe, inclusive, and respectful environment is reflected in the strong engagement with mandatory institutional training across the organisation. 
The Preventing and Addressing Harassment and Sexual Misconduct training programme (delivered by HR) recorded 2,761 e-learning completions alongside 254 workshop participants, demonstrating both broad reach and active in-person engagement. 
Complementing this, our equality and inclusion initiatives have seen significant uptake, with 2,638 completions in Equality Essentials training and a combined 5,168 completions across Unconscious Bias 1 and 2 modules. These figures, drawn from current Blackboard users and spanning activity from 2018 to the present, highlight sustained participation and an embedded culture of continuous learning in EEDI.

Elective Academic Learning & Development
Inclusion is being embedded across the university through sustained, wide-ranging staff development integrated into core academic practices such as curriculum design, assessment, and induction. Consistent themes and delivery across colleges demonstrate that inclusion is being built into existing structures.
High attendance and repeated training sessions indicate growing engagement and normalisation within staff culture, while varied formats (in person and online) support participation, leading to broader awareness and deeper change. Early evidence of impact suggests these activities are leading to practical improvements in teaching, assessment, and quality practices. 
For example, workshops focusing on neurodivergent students, facilitated within schools/institutes, have informed more inclusive teaching practice by helping staff recognise and respond to the strengths and challenges of neurodivergent students, leading to more flexible approaches that enhance engagement, accessibility, and the overall student experience.
Additionally, the Equity Accomplice (Racial Literacy) training provides a safe and reflective space to explore themes such as racism, power, privilege, and microaggressions, while supporting participants to develop as anti-racist practitioners and consider the implications for their own roles and work contexts.
“A huge thank you for delivering the training to us. It was the best training course I’ve ever completed – I came away with a completely different perspective on race. My awareness of and sensitivity to different sorts of privilege was increased massively”
 Equity Accomplice Participant

Improve the embedding of inclusion in our curriculum and student policies


Digital Inclusion
Digital inclusion learning practices have been developed and delivered by the Digital Education and Service Development team. This includes the facilitation of taught sessions on digital accessibility in learning and teaching, so far attended by over 100 academic staff.
Digital Accessibility online modules are available to all academic staff and include training on the tools available within Blackboard (the university’s virtual learning environment) which assist with creating accessible content and assessing content for accessibility, using SCULPT (Structure, Colour and contrast, Use of images, Links, Plain English, Tables) principles. 
The number of students accessing alternative formats is growing year on year and is increasingly important to them. Data from Blackboard shows a sharp year‑on‑year increase in engagement with accessibility tools between 2023/24 and 2024/25. Instructor Feedback launches rose from 118 to 3,129, with accessibility fixes increasing from 73 to 1,654, while use of the Course Accessibility Report grew from 8 to 582 launches. The most significant growth was in Alternative Formats, with launches rising dramatically from 3,755 to 170,785, indicating a major expansion in student engagement with accessible content.
















STUDENT DIVERSITY 
DATA

Diversity data across a range of characteristics shows little change in the reported 5-year period.
Disability
[image: ]
Ethnicity
[image: ]
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Faith, Religion & Belief
[image: ]Note: 2020 to 2022 ‘religion’ was not a required HESA field
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Sexual Orientation
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[image: ]

STAFF DIVERSITY 
DATA

Diversity data across a range of characteristics shows little change in the reported 5-year period.

Disability
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Ethnicity
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Faith, Religion & Belief (due to a systems issue, information is not available for years 2020/21 and 2021/22)
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Sexual Orientation
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CHARTER MARKS AND 
AWARDS





[image: A group of charter mark and accreditation logos.
Race Equality Charter, Athena Swan Bronze, Armed forces covenant,  Stonewall Silver award 2023, Accessable, Disability Confident Leader and the University of Sanctuary award.]



Increase the internal and external visibility of EEDI activities at Hallam


Improve the embedding of inclusion in our learning & Development, People Policies and Practices


Attract and retain a more diverse staff base


Improve equality of experience, opportunity, and outcome for staff and students


Improve the embedding of inclusion in our curriculum and student policies 


No Known Disability (%)	
2020/1	2021/2	2022/3	2023/4	2024/5	94.1	93.1	92.3	91.9	91.2	Disability (%)	
2020/1	2021/2	2022/3	2023/4	2024/5	5.9	6.9	7.7	8.1	8.8000000000000007	


White (%)	
2019/0	2020/1	2021/2	2022/3	2023/4	85.9	85.1	82.9	81.5	80.3	Asian (%)	
2019/0	2020/1	2021/2	2022/3	2023/4	4.7	5.0999999999999996	5.6	6.3	6.8	Black (%)	
2019/0	2020/1	2021/2	2022/3	2023/4	1.8	2.2000000000000002	2.4	2.7	3.4	Mixed or multiple ethnic background (%)	
2019/0	2020/1	2021/2	2022/3	2023/4	1.7	1.8	2.2000000000000002	2.4	2.4	Any other ethnic background (%)	
2019/0	2020/1	2021/2	2022/3	2023/4	0.7	0.9	1	1.1000000000000001	1.2	Not applicable/ Not known (%)	
2019/0	2020/1	2021/2	2022/3	2023/4	5.2	4.9000000000000004	5.9	5.9	5.9	


Buddhist (%)	
2020/1	2021/2	2022/3	2023/4	2024/5	0	0	0.5	0.6	0.6	Christian (%)	
2020/1	2021/2	2022/3	2023/4	2024/5	0	0	22.1	22.5	23.1	Hindu (%)	
2020/1	2021/2	2022/3	2023/4	2024/5	0.6	0.7	0.8	0.9	1.1000000000000001	Jewish (%)	
2020/1	2021/2	2022/3	2023/4	2024/5	0.2	0.3	0.2	0.2	0.2	Muslim (%)	
2020/1	2021/2	2022/3	2023/4	2024/5	1.9	2.5	3	3.4	3.7	Sikh (%)	
2020/1	2021/2	2022/3	2023/4	2024/5	0.1	0.1	0.1	0.1	0.1	No religion (%)	
2020/1	2021/2	2022/3	2023/4	2024/5	0	0	37	38.1	38.5	Other (%)	
2020/1	2021/2	2022/3	2023/4	2024/5	1.2	1.4	1.6	1.8	1.9	Not Available (%)	
2020/1	2021/2	2022/3	2023/4	2024/5	96	95.1	34.700000000000003	32.299999999999997	30.7	


Bisexual (%)	
2020/1	2021/2	2022/3	2023/4	2024/5	1.3	1.7	2.2000000000000002	2.5	2.6	Gay or lesbian (%)	
2020/1	2021/2	2022/3	2023/4	2024/5	2.2000000000000002	2.5	2.5	2.7	2.7	Heterosexual or straight (%)	
2020/1	2021/2	2022/3	2023/4	2024/5	58.4	60.5	61.8	63.7	65	Not available (%)	
2020/1	2021/2	2022/3	2023/4	2024/5	37.700000000000003	34.700000000000003	32.6	30.3	28.8	Other sexual orientation (%)	
2020/1	2021/2	2022/3	2023/4	2024/5	0.4	0.6	0.9	0.9	0.9	
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