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Introduction 
 

The University of Suffolk aims to realise a diverse scholarly community dedicated to people 
and ideas, where we work together as educators, researchers, professional services and 
technical staff and students. The University is committed to advancing and promoting 
equality; respects and values diversity; and develops a collegiate environment of excellence 
in which the equality and diversity of all students and staff are recognised and respected. 

Inclusivity is core to the University of Suffolk: it’s part of who we are. We recognise that a 
diversity of backgrounds and cultures is key to the success of our community and we will 
continue to work to attract a diverse staff and student body, and are fully committed to 
providing an environment where everyone is supported to flourish and fulfil their potential, 
irrespective of their background.  

To be fully inclusive requires sustained attention and action, and we know there are areas 
where we have work to do. The purpose of this report is to highlight key achievements in 
progressing our equality agenda during the 2018/19 academic year and to outline our 
priorities for the coming year. 

 

               

Professor Helen Langton  Sara Corcoran 
Vice-Chancellor   Director of People & Organisational Development 
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Key Achievements 
At the start of the 2018/19 academic year, priorities were set to make the University of 
Suffolk more inclusive, and tackle specific actions related to ethnicity and disability. A full 
summary of these priorities and progress against them can be found in Appendix I. 

Key achievements relating to equality and diversity in the 2018/19 academic year: 

• Initiatives to improve health and wellbeing, including the development of an action 
plan to support the Mindful Employer initiative, mental health training and 
strengthening the profile of our informal networks (Disability, BAME and Family) 

• The University of Suffolk’s Active Wellbeing Project run by the Students’ Union (SU) 
and Student Services aims to address isolation and mental health issues at 
university, and is one of the ‘Nation’s Lifesavers’ – one of 100 individuals or groups 
based in universities whose work is saving lives and making a life-changing 
difference to our health and wellbeing 

• The launch of Suffolk MIND’s Wellbeing Performance audit to help us understand 
what the needs of our staff are from a wellbeing perspective 

• Achieving Disability Confident Employer status 
• Holding an Open Space event in Autumn 2018, followed up with a number of smaller 

engagement events in March/April, based on the following question: 
How can we nurture a community where all staff and students  
are valued and have the opportunity to achieve their best? 

• Ethnicity Pay Gap work indicating a positive pay gap in favour of our BAME staff (but 
BAME female staff compared to BAME male staff showed a 20% mean and 16.2% 
median differential in favour of the latter) 

• The Suffolk Centre for Female Entrepreneurship being awarded the UKSPA 2019 
Project of the Year award 

• A 2-day ‘Gals that Game’ event for women to find out more about the games 
development industry, providing a forum to share and put into practice creative ideas 

• The launch of Suffolk’s ‘Autism and Uni’ website to better support students with 
Autism 

• Securing the Epilepsy Friendly Mark in July 2017 led to 6 new students accessing 
support for epilepsy in 2018/19 (compared with 2 students in 2017/18 and 0 in 
2016/17) 

• Gender-neutral toilets have been introduced 

Other activities in 2018/19 include: 

• ‘Liberate and Educate: Inspirational Women’- a day focused on encouraging and 
empowering females to undertake careers in STEM (Science, Technology, 
Engineering and Mathematics) attended by 120 Year 10 female students to hear 
talks and undertake workshops aimed at developing resilience, positive relationships 
and confidence 

• The University is offering two Scholarships, one undergraduate and one 
postgraduate, for students who are seeking asylum in the UK 

• A report into improving access to higher education among Suffolk’s diverse 
communities has been published by the Ipswich & Suffolk Council for Racial Equality 
(ISCRE), funded by The Network of East Anglian Collaborative Outreach (neaco)  



4 
 

Institutional profile 
By gender 
In line with previous years, the majority of staff and students are female as shown in Figure 
1. 

 
Figure 1. Staff and student gender balance as at 1 Dec 2018. 

The most recent data about the staff in the sector1 indicates that 2017/18, 54.4% of staff 
working in UK HEIs were women and 45.6% were men. In terms of students, the most 
recent data2 shows that across the UK in 2017/18, 57.0% of students were female and 
43.0% were male. As with the staff profile, we have a considerably higher proportion of 
female students than is typical in the sector, which is largely as a result of the portfolio of 
programmes we deliver. 
 
The Gender Pay Gap refers to the percentage by which the average pay for female 
members of staff is lower than the average pay for male members of staff. The University’s 
Gender Pay Gap is shown in Figure 2. 

 
 Mean (average) Median (middle)3 
2017/18 14.9% 18.9% 

2016/17 14.6% 14.1% 
 
Figure 2. Gender Pay Gap as of 31st March. 

We are confident that women are able to progress within the University at all levels and staff 
groups, and we will continue to review and monitor to ensure that this is the same for all our 
staff. However, a gender pay gap remains, resulting from the uneven distribution of men and 
women across the grading structure, in particular the on-going under representation of men 
in the more junior roles (as is common across the sector). This is evident in Figure 3, and an 
action plan is being progressed to address this. 

 
1 Equality+ higher education: Staff statistical report 2019. AdvanceHE 
2 Equality+ higher education: Student statistical report 2019. AdvanceHE 
3 The differences between years can be attributed to the inclusion of an increased number of casual workers, a 
high proportion of whom were female student ambassadors.  
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Figure 3. Percentage distribution of men and women in each pay quartile as of 31st March 2018. 

As for senior staff, the University remains committed to achieving a gender balance between 
45% & 60% in staff groups at Grade 9 and above and in Board membership by 2020. Figure 
4 shows the position as at 31 July 2019; the target has been achieved at all levels except 
Executive. 
 
 Male Female Ratio 
All Grade 9 and 10 54 60 48:52 

Professors/Dean/Director 7 6 54:46 

Executive 3 2 60:40 

Board 9 8 53:47 
 
Figure 4. Gender balance of staff at Grade 9 and above (including Board level) as of 31st July 2019. 

 
By trans status 
The University does not currently have any members of staff who have disclosed that they 
are transgender, and only 0.39% of the student population have done so. Nevertheless, 
developing a Trans Equality policy will be a priority in the coming year, to ensure that we are 
inclusive of those who identify as trans. 

 
By ethnicity 
The institutional profile broken down by ethnicity as shown in Figure 5.  

Over the past five years, a maximum of 11% of our 18-year-old entrants are BAME students, 
which is below both the proportion of BAME 18-year-olds in the UK population and BAME 
entrants in the sector. Although the introduction of the London School of Commerce has 
increased BAME entrants, the gap between white and BAME entrants at the University has 
remained statistically significant throughout the past five years, and therefore increasing the 
BAME student intake is a priority and is one of our commitments to the Office for Students 
as part of our Access and Participation Plan. It is worth noting that the University 
predominantly recruit from Suffolk and the surrounding region, which has a lower proportion 
of BAME young people than elsewhere in the country. 
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Figure 5. Staff and student ethnicity as of 1st December 2018 

At 6.9% the proportion of BAME staff (including Black, Asian, Chinese, Mixed and Other 
ethnicity individuals but excluding White other) is lower than the national figure of 9.8%4. The 
proportion of White British staff has gone up to 83.5% from 81.9% in 2017/18. There has 
been a notable improvement in staff ethnicity declaration rates, with those “not known” down 
5.1% to just 1.0%. 

A greater proportion of BAME staff are female, with the higher percentage being in the lower 
two quartiles.  

By disability 
The Government’s Family Resources Survey 2016 notes that the prevalence of disability 
rises with age, with 8% of children, 19% of working-age adults and 45% of those of State 
pension age known to be disabled. Rates of declared disability for both staff and students 
are show in Figure 6. 

 
4 Equality+ higher education: Staff statistical report 2019. AdvanceHE 
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Figure 6. Staff and student declared disabilities as of 1st December 2018. 

Although the percentage of disabled staff is just 4.9%, considerably lower than national 
levels, it is in line with the sector, where 5.0% of staff disclosed as disabled in 2017/185. 
More information from those with disabilities was sought in the 2019 Staff Survey to 
ascertain the nature of their disability (hidden, visible or both) to understand work 
experiences from the different perspectives, and what we might do to address any perceived 
inequality. Results are noticeably different between those who declared having a hidden 
disability and those who declared not having a disability across a range of questions, 
particularly in relation to the pace of change across the University; satisfaction with physical 
working environment; feeling able to suggest ideas; and the training/development and 
support needed to perform the job, where those with a hidden disability are substantially less 
positive. Work to understand this better is therefore a priority for the coming year. 

It is also interesting to note that in 2018/19, mental health / stress accounted for almost 39% 
of sickness and is now the main reason for absence. Although the 2017/18 UCEA survey 
reported that absences due to mental health have continued to increase steadily since their 
first survey in 2011/12 (from 17.5% to 24.4%), the University’s proportion of absence for 
these reasons is considerably above that figure. The priority for this year around tackling 
positive mental health may lead to improvements in this area. 

The proportion of students declaring a disability is much more in line with the general 
population, at 15%. Part of the institution’s commitment via the Access and Participation 
Plan (APP) is to reduce gaps in continuation rates between part-time students known to 
have a disability compared to part-time students not known to have a disability (currently 
16% with a target of the sector norm – 5.8% - by 2024/5). 

By age 
Although the majority of students are in the 18-24 age range (as shown in Figure 7), the 
student population continues to be more mature and more part-time than in a typical HEI.  

 
5 Equality+ higher education: Staff statistical report 2019. AdvanceHE 
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Figure 7. Staff and students by age range as of 1st December 2018. 

Increasing the diversity of the student population as described in the APP includes 
increasing mature student entrants for full-time UG degrees by 5% each year. 

By sexual orientation 
As can be seen in Figure 8, disclosure rates for sexual orientation could still be improved, 
particularly for staff. The pattern has remained broadly similar to previous years. 

 

Figure 8. Staff and students by sexual orientation as of 1st December 2018. 

By religion and belief 
Although almost 50% of students now report that they do not have a religion, we recognise 
that faith is important to many students and that providing appropriate support and facilities 
can enhance the student experience. The multi-faith Chaplaincy is well-established and 
integrated into the life and structure of the University, and a representative sits on the 
Equality and Diversity Committee. Figure 9 shows the distribution of staff and students in 
terms of their reported religion and belief. 
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Figure 9. Staff and students by religion and belief as of 1st December 2018. 

Staff focus 
We continue to review and monitor our recruitment and promotion procedures to ensure that 
there is nothing adversely affecting any particular group.  

Recruitment 
The average profile of the majority of applications and appointees is female (71%), married, 
heterosexual, white British, of no religion, in the 25-34 age group. 

• Female appointments continued to rise (71% F / 27% M)  
• Diversity of appointments was 24% BAME and ‘White other’ (down 3% from 2017/18) 
• Appointments of individuals with a disability rose 3% to 9% between 1st August 2018 

and 31st July 2019 

   
 
Figure 10 A comparison of recruitment by gender from 1st August to 31st July over the last two academic years. 
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Figure 10 illustrates that since last year, the number of male applicants has fallen in relation 
to the number of female applicants, with the pattern similar to that of female applicants. The 
work to improve the proportion of men in the lower and lower middle pay quartiles which has 
been identified as a priority this year may positively impact on this in the coming year. 

    
Figure 11. Comparison of recruitment by age from 1st August - 31st July in 2018/19 and 2017/18. 

Figure 11 shows a fall in applications from both the 25-34 and 35-44 age ranges since last 
year whilst applications from those aged 24 & under has increased. In this case, the data do 
not suggest the need for action. 

Over the last year, more applications from those with a disability were encouraged by using 
a positive statement on all adverts, and by using the Disability Confident logo. We also 
continue to offer an interview to all candidates with a disability who meet the minimum 
essential criteria. In 2018/19: 

• 9% of applicants declared a disability (up 3% from 2017/18) 
• 14% of those who declared a disability got through to interview 
• 9% of those who declared a disability and were interviewed were appointed 
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Figure 12. Comparison of recruitment by ethnicity from 1st August - 31st July in 2018/19 and 2017/18. 

The recruitment of staff when considered by ethnicity has also maintained the same pattern 
from last year, as shown in Figure 12.  

Recruitment data is also collected for trans status, sexual orientation and religion and belief, 
but none suggests the need for positive action at this time. 

Progression 
A review of the workforce profile of academic staff at the different levels, when compared to 
the profile of applications received for progression to Senior Lecturer or Associate Professor, 
yields the following insights: 

• There continues to be no applications from staff who have declared a disability 
• There continues to be very few applications from individuals who work part-time 
• Although the number of applications from BAME staff is small, the figures reflect the 

proportion of BAME members of academic staff 
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Figure 13. Career pipelines for academic and professional services staff 2018/19 (headcount). 

As can be seen in Figure 13, the workforce of the University remains predominantly female, 
with a high proportion of that number continuing to be within Grades 2-8. 

In terms of voluntary resignations, 18% (six people) of the total BAME University workforce 
population and 22% (five people) of those declaring a disability left. Voluntary resignations 
continue to be an area for further review to assist in recruiting and retaining a diverse 
workforce. 

Student focus 
The work undertaken to write the institutional Access and Participation Plan (APP) 2020/21-
2024/25 has included extensive student consultation, with 90 students from under-
represented groups taking part to offer their views. The Plan provides a detailed analysis of 
access, continuation, attainment and progression for BAME students, mature students, 
students and those known to have a disability, as well as taking into consideration care 
leavers and intersections of disadvantage. Figure 14 shows the targets and progression 
against them for equality protected groups. 
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 2017/18 Monitoring 
Return (Jan 2019) 

2022/23 Target Performance 
Summary 

Increase number of 
students who disclose 
a disability by 0.5% per 
year 

16.7% 17.84% Yearly milestone met – 
on course to meet 
overall target 

Increase the number of 
students from BAME 
background by 0.25% 
per year 

15.68% 14.23% Overall target 
met/exceeded (target 
achieved earlier than 
anticipated) – includes 
first LSC intake 

Increase mature 
student entrants for 
full-time UG degrees 
by 5% each year 

New target 934 N/A 

 
Figure 14. Performance against Access and Participation Plan targets during 2018/19. 

 
Retention and achievement 
When the student data is split by gender, there is little difference in the retained figure 
between males and females (<1%). However, there is a significant difference in the 
proportions of students prevented from progressing or being awarded, with 93.3% of female 
students progressing or achieving, but only 86.9% of male students doing so. 

Retention figures for students with a disability did not significantly vary from those for 
students with no disability. However, for progression and achievement, larger proportions of 
students with no disability (93.5%) progressed or achieved, compared to those with a long-
standing illness (88.0%), other disability (81.9%) or mental health condition (81.7%).  

Retention figures for BAME students did not significantly vary from those for White students 
(91.9% vs 92.7%). The proportion of BAME students who achieved or progressed (88.2%) 
was notably lower than the figure for White students (92.0%). However, proportions of 
students progressing or achieving recorded as Black (90.0%) or Asian (91.3%) were much 
higher than then proportion of students recorded as having Mixed ethnicity (81.7%), and 
hence improving outcomes for those of Mixed ethnicity is one of the commitments made as 
part of the APP.  

 

Degree classifications 
Analysis of the 2017/18 graduates’ honours classifications reveals significant variations in 
performance when students grouped by different protected characteristics are compared. 

Although a much larger proportion of female graduates gained a first (24.3%) compared to 
males (17.5%) and 68.0% of females gained a ‘good’ classification compared to 63.9% of 
males, comparison by gender may not be useful in this case because of the high number of 
courses within the institution where one or other gender form the vast majority of the cohort. 
The differences are therefore more likely to be the result of the profiles of subjects studied by 
students of each gender, rather than the gender of students. 
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 Total 1st class 2:1 2:2 3rd class ‘Good 

honours’ 

No disability 781 22.9% 44.9% 26.5% 5.6% 67.9% 

Declared disability 86 19.8% 46.5% 31.4% 2.3% 66.3% 

Specific learning 

disability 

6 18.2% 36.4% 39.4% 6.1% 54.5% 

 
Figure 15. Overall performance of students with declared disabilities compared to those without a declared 
disability 2017/18. 

Of most concern in Figure 15 is the difference between students with no disability and those 
with a specific learning disability, specifically with respect to the difference in the proportion 
achieving a ‘good’ classification and those being awarded a 2:2.  

Figure 16 shows that overall, only 52.9% of BAME graduates gained a ‘good’ degree, 
compared to 68.5% of White graduates, with very low proportions of Black and Asian 
graduates gaining a 1st class degree, and high proportions of Asian students gaining a 2:2 
and Black students gaining a 3rd class degree. 

 Total 1st class 2:1 2:2 3rd class ‘Good 

honours’ 

White 825 23.6% 44.8% 26.3% 5.2% 68.5% 

Black 43 9.3% 44.2% 37.2% 9.3% 53.5% 

Asian 24 8.3% 41.7% 50.0% 0.0% 50.0% 

Mixed ethnicity 34 20.6% 35.3% 41.2% 2.9% 55.9% 
 
Figure 16. Overall performance of students by ethnicity 2017/18. 

These differences in performance are picked up in the APP, with a target being to reduce the 
percentage gap between the attainment rates of White and BAME students from 16% in 
2017/8 to 7% in 2024/25. 
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Equality, Diversity and Inclusion Governance 
The University has put in place governance structures to ensure leadership, responsibility, 
accountability and oversight of equality and diversity, as shown in Figure 17. 

 
Figure 17. Governance structures at the University of Suffolk relating to Equality and Diversity 

 

The Equality & Diversity Committee meets three times a year, to: 

• Monitor the key areas of the institution’s performance (including student recruitment, 
retention, achievement/outcomes and satisfaction; and staff recruitment, retention 
and progression) in relation to equality indicators 

• Keep relevant policies and procedures under review 
• Set, monitor and report progress against equality objectives 

The Committee has wide membership from across the institution’s community, including 
academic representatives, professional service managers, the recognised trade unions and 
the Students’ Union. Up to three external members are co-opted to support current priorities; 
during 2018/19, the Ipswich and Suffolk Council for Racial Equality has provided our co-
opted member. 

Members of the Senior Leadership Team are responsible for leading the implementation of 
the Equality and Diversity Policy and action planning in relation to employee and student 
matters within their own Schools and directorates/departments, and ensuring that all their 
staff know their responsibilities and receive support and training in carrying these out. All 
members of the institution’s community have a responsibility to support the aims and 
objectives of the Equality & Diversity Policy, ensuring that their behaviour towards each 
other and to the wider external community is respectful, encouraging a positive and inclusive 
environment. 
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Policies & Procedures 
The University’s Equality and Diversity policy states: 

We are committed to an inclusive approach to the delivery of Higher Education. We 
are working to ensure the University of Suffolk is open and accessible to all those 
wishing to participle in and are capable of benefiting from Higher Education. 

We value all of the different people studying and working at the University of Suffolk 
and we are committed to developing policies and processes, teaching, learning and 
assessment to tackle inequality and exclusion. 

It is supported by the Dignity and Respect at Work and Dignity at Study policies. 

We seek to make all members of our community, including visitors, aware of the behaviour 
we expect from everyone and will take steps to deal with any allegations of harassment or 
bullying – including by a visitor or of a visitor. All persons visiting or contracted to work with 
the institution are required to adhere to the Equality and Diversity policy. We ensure that 
equality is taken into account in our tendering processes and seek to ensure that potential 
contractors have an effective equality policy of their own. In addition to this, contracts with 
business or organisations hosted by the University must be drawn up with reference to our 
own Equality and Diversity policy. 

The University’s suite of family-friendly policies cover adoption, maternity and paternity 
leave, parental and shared parental leave and time off for dependants. There are also 
flexible working, flexible retirement and special leave policies, along with a flexi-time 
scheme. Additional policies and practices we have in place to support our staff include staff 
development, succession planning and leadership development. 

Training and development 
Figure 18 shows training and development related to equality and diversity was delivered in 
2018/19. 

 Duration (days) Attendees 

Mental Health First Aid Awareness 0.5 39 

Mental Health First Aid Adults 2.0 24 

Selecting Students, Getting it Right, Making it Fair 0.5 22 

Unconscious Bias 0.25 16 

EDI Essentials 0.5 20 

Recruitment and Selection of Staff 1.0 16 
 
Figure 18. Training and development related to equality and diversity in 2018/19. 
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Equality priorities 2019/20 
Three themes are proposed for 2019/20: improved data collection / investigation to inform 
equality and diversity work; enhancing recruitment, progression and development for both 
staff and students; and building an inclusive community. 

1. Improved data collection / investigation to inform equality and diversity work 
a) To improve our data capabilities in relation to access and participation work through 

investment in Qlik Sense business intelligence software 
b) To continue to understand the reasons for staff non-disclosure and work to improve 

disclosure of staff demographic data so that we can understand the employment 
experience of protected groups 

c) Better understand the employment perspective of our various constituent groups in 
order to address areas where there may be perceived inequality, particularly those 
declaring a disability, staff from BAME backgrounds and staff in the 18-24 age range, 
and develop actions accordingly.  
 

2. Recruitment, progression and development for both staff and students 
a) Increase the proportion of men in the lower and lower middle pay quartiles 
b) Development of School action plans and individual staff development plans to ensure 

equality of opportunity in academic promotion (carried over) 
c) Development of action plans to address the ethnicity attainment gap at institutional 

and School level as appropriate as part of the Learning, Teaching & Assessment 
Strategy 

d) Increase the diversity of the student population in line with APP targets, specifically 
(related to protected characteristics): 
• Increase number of students who disclose a disability by 0.5% each year 
• Increase number of students from BAME background by 0.25% per year 
• Increase mature student entrants for full-time UG degrees by 5% each year  
 

3. Building an inclusive community 
a) Develop a new Equality, Diversity and Inclusion Strategy 
b) Develop our partner assurance processes to cover equality, diversity and inclusion 
c) Support positive mental health through the development of a Wellbeing Strategy and 

associated activities (including embedding the Epilepsy Friendly kitemark, improving 
support for students with caring responsibilities)  

d) Explore the business case for Inclusive Employer accreditation, using the framework 
to undertake a self-assessment and identify actions to increase inclusivity (including 
actions identified by the Open Space working group) 

e) Develop and implement a Trans Equality policy 



   
   

Appendix I – Progress against 2017/18 equality and diversity priorities 
 

1. General 

 Progress 

a) Review the Inclusive Employer accreditation and, if deemed 
appropriate, develop a business case and an outline action plan 
for submission of an application. 

The accreditation has been discussed and received support at our BAME, 
Disability and Family Carers networks. Achieving the accreditation will become a 
priority for 2019/20. 

b) Engagement of staff in discussions on how we can ensure a 
diverse and vibrant University community 

An ‘Open Space’ event was held in the autumn term and followed up with a 
number of smaller engagement events in March/April 2019 Feedback has been 
collated and a Task & Finish group is now looking to develop an action plan to 
follow up. 

c) Development of School action plans and individual staff 
development plans to ensure equality of opportunity in academic 
promotion 

Deferred pending School restructure. Will be progressed with the Deans in the 
Autumn term 2019/20. The reporting from the online performance management 
system to be reviewed to ensure it supports planning. 

d) Introduction of initiatives to support mental health, wellbeing and 
resilience across both the staff and student bodies. 

The University has contracted with Suffolk Mind to implement their workplace 
wellbeing audit over the next two years. The Vice-Chancellor is leading a staff 
and student mental health group and the All Staff Development event for the 
beginning of the 19/20 academic year will be focused on staff and student 
wellbeing. 
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2. Ethnicity 

 Progress 

a) Examination of the issues associated with the ethnicity attainment 
gap and development of action plans to address these at institutional 
and School level, as appropriate, as part of the implementation of 
the Learning, Teaching & Assessment Strategy. 

Draft proposals for an inclusivity framework were produced by one of the Task & 
Finish groups and is awaiting approval and development. More detail regarding 
attainment gaps has been produced for the Access and Participation Plan and 
targeted actions will be developed. 

b) Review of salaries utilising the methodology now established for 
Gender Pay Gap reporting to identify the Ethnicity Pay Gap and 
development of action plans as appropriate to address this. 

The review was completed and demonstrated a positive pay gap in favour of 
BAME staff, so no further action was deemed necessary at this time. However, it 
should be noted that the weighting of female staff in the junior grades creates a 
larger gender pay gap within the BAME staff group than the total staff. 

 

3. Disability 

 Progress 

a) Action to understand and address the barriers for staff with 
disabilities progressing beyond Grade 8, specifically: 

i. To investigate the lack of applications from disabled staff in the 
promotion process, to understand if any barriers exist 

The HR Links are now working closely with managers to identify career 
aspirations of staff in their areas. We are also reviewing any correlation with the 
Staff Survey responses relating to promotion and career development (although 
mindful of low data set numbers). The Staff Disability Network have also been 
consulted. We will continue to keep this under review to see what further action 
could be taken. 

ii. To consider ways to improve the disclosure of demographic data A number of workshops were held showing why equalities data is important to us 
and how it is used in order to encourage disclosure. Prior to circulation of the staff 
survey, a leaflet encouraging disclosure was also circulated. 

 


