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Athena SWAN Bronze university award application  

 

Name of university: University of Huddersfield 

Date of application:  27 April 2015 

Contact for application:  Dr Tracy Turner – Chair, Athena SWAN Panel 

    Ms Joanna Mahoney - Administrative Lead 

Email:   t.s.turner@hud.ac.uk 

   j.mahoney@hud.ac.uk    

Telephone:  01484 472486/473909 

An Athena SWAN Bronze university award recognises that the University overall has a solid 
foundation (the policies, practices, systems and arrangements) for eliminating gender bias and 
developing an inclusive culture that values all staff.  

At Bronze university level the focus is on: 

 The action already taken and planned which demonstrates the University’s commitment at 
a senior level to the six Athena SWAN principles 

 The journey to which the University has committed itself in order to achieve a significant 
improvement in women’s representation and career progression in STEM, with: 

o An identified starting point 

o The resources needed 

o People to lead and support 

o The means to monitor its progress (e.g. the action plan) 

mailto:t.s.turner@hud.ac.uk
mailto:j.mahoney@hud.ac.uk
http://www.athenaswan.org.uk/history-and-principles
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Sections to be included 

At the end of each section state the number of words used. Click here for additional guidance on 
completing the template. 

1. Letter of endorsement from vice-chancellor: maximum 500 words 

An accompanying letter of endorsement from the vice-chancellor (or equivalent) should explain how the University’s 
SWAN action plan and activities in SET contribute to the overall university strategy and academic mission.  

The letter is an opportunity for the vice-chancellor to confirm their support for the application and to endorse and 
commend any women and STEM initiatives that have made a significant contribution to the achievement of the 
University mission. 
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Dear Sarah Dickinson 

 

I am pleased to submit Huddersfield’s application for an Institutional Athena SWAN Bronze 
Award.   

I do not underestimate the challenges we face in adopting the Athena SWAN principles. I give my 
personal commitment to ensuring that these will be implemented throughout the University. 

Since becoming Vice Chancellor in 2007, I have embarked on a major programme of 
organisational change. I am delighted that our efforts to date have been recognised through 
national awards. In 2012 we were awarded the THE Entrepreneurial University of the Year and in 
2013 the THE University of the Year.  In addition, we were awarded two Queen's Awards for 
Enterprise (Promotion and International Trade). These achievements could not have been 
secured without the hard work and dedication of all our staff. It is this energy and commitment 
that will be brought to bear to deliver the organisational change required to implement the 
Athena SWAN principles. 

As an institution, we need to ensure that we provide a fair workplace, equitable conditions and 
outstanding development for all employees. With regard to female staff in STEM areas, we are 
not meeting that commitment. Too few women apply for positions in some of the STEM areas 
leading to an under representation.  Few of those are at senior levels and applications for 
promotion are lower than male rates. I am delighted that we have recently appointed a female 
Dean of Applied Sciences and hope this signals our ability to change but much more is needed to 
address this serious imbalance. 

The Athena SWAN project will facilitate change and as such it is something I value greatly.  As an 
engineer, I want to see my own profession attract and retain the very best of talents.  As a father, 
I want my daughter to be able to choose and excel in any career without fear of encountering any 
barriers to her development based on her gender.  As Vice Chancellor, I want all staff here to 
have opportunities and support to develop their careers and to ensure any artificial barriers to 
their development caused by gender are removed.   

This application is fully supported by University Senate, Executive Group and Senior Management 
Team. Both PVC Research and PVC Teaching and Learning are actively engaged members of the 
University Athena SWAN Panel, each academic School has adopted a clear policy and set up 
departmental teams to drive change and a comprehensive action plan has been developed to 
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achieve this.  Some changes have already been made, including increased opportunities and 
support for promotion, and investment in the Aurora HE Leadership Foundation programme for 
STEM female staff.  

Nevertheless, our staff profile demonstrates that we need to do much more. We need to ensure 
that women are given every encouragement to develop their careers and to assist in their 
retention.  Using Athena SWAN as a driving force we hope to make the necessary improvements 
and secure a more balanced staff profile across all areas and at all levels. 

 

Yours sincerely 

 

 

Professor Bob Cryan CBE DL 

Vice Chancellor 

 

  

 

 

 

 

 

 

 

 

 

[VC Letter Word Count 500]  
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2. The self-assessment process: maximum 1000 words  

Describe the self-assessment process. This should include: 

a) A description of the self assessment team: members’ roles (both within the University and as part of the team) 
and their experiences of work-life balance. 

b) An account of the self assessment process: details of the self assessment team meetings, including any 
consultation with staff or individuals outside of the University, and how these have fed into the submission. 

c) Plans for the future of the self assessment team, such as how often the team will continue to meet, any 
reporting mechanisms, and how the team will engage with SET departments to encourage them to apply for 
awards. 

 

The failure to secure a bronze award in 2013 prompted a rethink in the University’s approach to 

gender equality.  A more detailed, explicit and targeted approach was required. Governance 

arrangements for Athena SWAN were strengthened in 2014 to ensure wider engagement with the 

University Research Committee (URC), University Teaching & Learning Committee (UTLC) and 

Academic School Boards to establish a long term infrastructure for stakeholder engagement in the 

implementation and monitoring of the 3 year action plan and beyond. The Athena SWAN Panel has 

direct report and accountability to the University Senate. Within the Schools and Departments 

awareness of gender equality issues and engagement in the Athena SWAN process has improved. 

Each STEM1 School has Athena SWAN specific working groups. 

 

  

                                                      
1
 The University has no Medical Departments, hence STEM rather than STEMM  
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Athena SWAN Panel Governance and Reporting 

 

 

 

  

 

 

 

 

 

 

 

ADA (Art, Design & Architecture) School Level Working Group (Architecture) 

AS (Applied Sciences) School Level Working Group (Biological Sciences, 
Chemical Sciences, Pharmacy and Physics) 

 

C&E (Computing and Engineering) School Level Working Group (Computing and 
Engineering) 

 

HHS (Human and Health Sciences) Health Working Group 

Psychology Working Group 

  

SENATE 

UTLC URC 

Athena SWAN 
Panel 

AS School 
Board 

C&E School 
Board 

HHS 
School 
Board 

ADA 
School 
Board 
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The current membership of the Panel is shown in the Table 2.1 and comprises 13 female and 5 male 

members across a range of grades, and life experience, including Athena SWAN champions for each 

STEM subject area at the University. The panel membership has been partially refreshed since the 

2013 submission, increasing the male membership and adding a senior focus from a teaching 

perspective. All subject areas are now represented, extending the reach for Athena activities within 

the Schools, and a new Chair has been instated. A majority of members have caring responsibilities 

for children or relatives, and, several have had experience of maternity leave. 

From October 2014 the Panel has met monthly to carry out the self-assessment process. The 

Athena SWAN champions acted as a conduit between the Panel and the School Working Groups, 

gathering data for their areas, analysing this with departmental colleagues, considering priorities 

for appropriate action. 

The Panel met four times during the 2013-14 academic year. External consultants were asked to 

comment on our gender profile and about gender issues in Higher Education. They prepared a 

written report which was considered by the Panel, and they met with two senior panel members. 

Formalising the governance arrangements for Athena SWAN at the University has raised the profile, 

secured demonstrable buy-in from senior staff and influenced the culture change required to make 

progress with gender issues. The senior University committees, UTLC and URC, were provided with 

regular written progress reports by the Panel Chair and their comments were incorporated into the 

submission.  

After submission the Panel will meet quarterly to monitor and lead delivery of the action plan, 

formally reporting to Senate on at least an annual basis. School Boards will submit their plans for 

departmental awards to the Panel, which will provide support for their submissions by reviewing 

documentation, advising, challenging and sharing good practice through dissemination via the 

Athena SWAN website and through training. Data analysis will be undertaken by the Panel annually 

to inform the progress reports. Categories and methodology of data (quantitative and qualitative) 

will be reviewed and developed to improve the effective monitoring of impact. 

Action Point 1.1: Action plan monitoring by the Athena SWAN Panel 

Action Point 1.2: Annual review of HR Data by the Athena SWAN Panel to assess progress 
with the delivery of outcomes 

Action Point 1.3: URC & UTLC engagement in the action plan implementation 

Action Point 1.4: Senate to receive annual progress reports from the Athena SWAN Panel 
and to agree forward action plans 

Action Point 1.5: Athena SWAN Panel to review the membership and terms of reference for 
School Working Groups appropriate for the pre-submission preparation phase of 
departmental awards 

Action Point 1.6: School Working Groups to share best practice and support each other 
through the Athena Panel meeting, dissemination of good practice via the Athena SWAN 
website and joint training/development sessions 
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Table 2.1 University Athena SWAN Self-Assessment Panel  

Member Role F/M Relevant Experience  

Dr Tracy 

Turner 

Deputy Director, 

Research and Enterprise 

Chair, Athena SWAN 

Panel 

F Tracy has mentored high school children and female 

staff.  She has participated in Senior Women’s 

Leadership Training with her previous employer. 

Jo 

Mahoney 

Research Support Officer 

Administrative Lead 

F Joanna feels that her experience of work-life balance at 

Huddersfield has been extremely positive.  

Dr Abigail 

Locke 

Reader in Applied Social 

Psychology  

Academic Lead 

Psychology Champion 

F Abigail has participated in the Aurora women-only 

leadership development programme. She has 

mentored STEM women in psychology. 

Dionne 

Coburn 

Programme Manager 

(Research Environment & 

International 

Collaboration)  

PGR Equality and 

Diversity 

F Dionne is the University’s lead contact with WISE. She 

organises Girls into Engineering, Science and 

Technology (GEST) events. 

 

Dr Yun Gao Senior Lecturer in 

Architecture 

Architecture Champion 

F Yun is currently participating in the Aurora women-only 

leadership development programme. 

Dr Maria 

Pala 

Senior Lecturer in 

Archaeogenetics 

Biological Sciences 

Champion 

F Maria has found opportunities for career development 

as an academic at Huddersfield more accessible than in 

Italy. 

Dr Gemma 

Sweeney 

Research Fellow in 

Chemistry 

Chemistry Champion 

F Gemma is a Daphne Jackson Fellow. She works part-

time and is also on the Aurora programme. 

Dr Mauro 

Vallati 

Research Fellow in 

Automated Planning 

M Mauro is an early career researcher. He participates in 

GEST activities. 
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Computing Champion 

Dr Leigh 

Fleming 

Principal Lecturer in 

Mechanical Engineering 

Engineering Champion 

F Leigh is currently participating in the Aurora women-

only leadership development programme, and has 

been a mentor of undergraduate engineering students 

and girls in school interested in STEM careers. 

Dr Karen 

Ousey 

Reader in Advancing 

Clinical Practice 

Nursing Champion 

F Karen is mentor to an early career researcher and is 

leading the development of a new interdisciplinary 

Research Institute in Skin Interface Science. 

Dr Laura 

Waters 

Principal Enterprise 

Fellow in Pharmaceutical 

Science 

Pharmacy Champion 

F Laura has participated in the Aurora women-only 

leadership development programme.  

Professor 

Sue 

Kilcoyne 

Research Professor, 

Biomaterials 

Physics Champion 

F Sue is an Aurora role-model and mentor and is the 

University lead for the Institute of Physics Project JUNO 

application for Practitioner status. 

Professor 

John 

Allport 

Director, Turbocharger 

Research Institute 

 

M John has extensive experience of mentoring female 

engineers. He is involved in the University’s GEST 

outreach programme and closely linked with both WISE 

and WES (Women’s Engineering Society). 

Professor 

Andrew 

Ball 

Pro-Vice Chancellor, 

Research and Enterprise 

M Andrew has lead responsibility for the University 

Research Strategy.  

Julie 

McClelland 

Director, HR F Julie has lead responsibility for the University HR 

Strategy. She is also an Aurora role-model and mentor.  

Professor 

John Playle 

Dean, Human and Health 

Sciences 

M John’s School had led the pilot for an early career 

researcher mentoring scheme. 

Professor 

Tim 

Thornton 

Pro-Vice Chancellor, 

Teaching and Learning 

M Tim has lead responsibility for the University Teaching 

and Learning Strategy. He leads the development of 

widening participation within the University’s regional 

partnerships. 

Professor 

Liz Towns-

Andrews 

Director, Research and 

Enterprise 

F Liz is an Aurora role-model and mentor. She mentors 3 

STEM female staff.  

 

[Section 2 Word Count 987]   
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3. Description of the University: maximum 1000 words     

a) Provide a summary of the University, including information on its teaching, and its research focus, the number of 
students and staff (academic and support staff separately), association with university mission groups (e.g. 1994 
group, Russell Group, Million+), the size of the SET departments (academic and support staff separately), and any 
other relevant contextual information. 

(i) List of SET departments  

(ii) Total number of university departments  

(iii) Percentage of SET departments as a proportion of all university departments  

 

The University of Huddersfield is a post-92 university, part of the University Alliance group with 
over 20,000 students. On 31 July 2014, the total number of permanent staff was 1696, 718 being 
academic and research staff.  The University maintains a strong focus on both research excellence, 
and high standards of teaching. In 2012, the University became the first to achieve 100% Higher 
Education Academy Fellowship for its teaching staff. It has ambitions to become a research-led 
institution by 2020. The University is committed to achieving excellent practice and attracting the 
most talented job applicants. The University is ranked in the top 10 in England for undergraduate 
and postgraduate employability, and following REF 2014 has entered the top half of the UK league 
table (68th out of 154 HEIs) for research power.  
 

The University of Huddersfield has a total of 20 Departments, split into 44 subject divisions 
governed by 7 Academic Schools. Of these 9 Departments (45% of all Departments) and 20 subject 
divisions (45% of all subject divisions) are STEM related (Table 3.1).  
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Table 3.1 Academic Schools and Departments/Divisions 

School Department Division STEM 

Applied Sciences Biological Sciences 

Chemical Sciences 

 

 

Pharmacy 

Accelerator Institute 

Biological Sciences 

Chemical Sciences 

Forensic Science 

Nutrition and Health 

Pharmacy 

Physics 

√ 

√ 

√ 

√ 

√ 

√ 

Art, Design and 

Architecture 

Architecture and 3D Design 

 

 

Art and Communication 

Fashion and Textiles 

3D Design 

Animation 

Architecture and Architectural Technology 

Art and Communication 

Fashion 

Textiles 

 

 

√ 

Computing and 

Engineering 

Informatics 

 

 

Engineering and Technology 

Computing 

Information Systems 

Digital Media 

Electronic and Electrical Engineering 

Mechanical and Automotive Engineering  

Music Technology 

√ 

√ 

√ 

√ 

√ 

√ 

Human and 

Health Sciences 

Health Sciences 

 

 

 

 

 

Behavioural and Social Sciences 

Acute Care 

Health and Rehabilitation 

Health and Wellbeing 

Maternal and Child Health 

Mental Health and Learning Disability 

Podiatry and Clinical Sciences 

Social Work 

Criminology, Politics and Sociology 

Psychology and Counseling 

√ 

√ 

√ 

√ 

√ 

√ 

 

 

√ 

Non-STEM    

Business School Law 

Accountancy and Finance 

People, Management and Organisations 

Logistics, Operations and Hospitality 

Management 

Strategy, Marketing and Economics 

  

Education and 

Professional 

Development 

Education 

Professional Development 

  

Music, 

Humanities and 

Media 

Music 

Humanities 
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b) Provide data for the past three years (where possible with clearly labelled graphical illustrations) on the following 
with commentary on trends and significant issues, in particular anything relating to gender equality. 

(i) Female:male ratio of academic staff and research staff – researcher, lecturer, senior lecturer, reader, 
professor (or equivalent) – across the whole university and in SET departments. Comment on the main 
areas of concern on gender balance and plans to address them. For example, is there evidence that 
women and men are appropriately represented at all levels of the workforce? Are there differences in 
SET departments? 

Female:male ratio of academic staff and research staff 

 
Table 3.2a Representation by Gender and Grade – Permanent Academic and Research Staff, 

University 

  2011-12 2012-13 2013-14 

Post Grade F M %F F M %F F M %F 

Research Assistant 6 4 2 66.7% 6 4 60.0% 7 9 43.8% 

Lecturer 7 22 20 52.4% 24 26 48.0% 37 37 50.0% 

Research Fellow 7 3 3 50.0% 3 4 42.9% 4 13 23.5% 

Senior Lecturer 8 194 218 47.1% 192 209 47.9% 191 200 48.8% 

Senior Research 

Fellow 

8 4 15 21.1% 4 14 22.2% 5 14 26.3% 

Principal Lecturer 9 40 39 50.6% 33 33 50.0% 32 32 50.0% 

Reader 9 11 19 36.7% 11 15 42.3% 7 20 25.9% 

Principal Research 

Fellow 

9 0 2 0.0% 0 4 0.0% 0 3 0.0% 

Principal Enterprise 

Fellow 

9 0 0 n/a 1 2 33.3% 2 5 28.6% 

Head of Department* 10 4 8 33.3% 4 7 36.4% 4 5 44.4% 

Professor 10 13 33 28.3% 12 37 24.5% 17 46 27.0% 

Professor B2+ 3 20 13.0% 3 25 10.7% 3 25 10.7% 

Total  298 379 44.0% 293 380 43.5% 309 409 43.0% 

*not Professors 

Table 3.2b Professorial Representation by Gender at Dean – Permanent Academic and Research 

Staff, University 

  2011-12 2012-13 2013-14 

Post Grade F M %F F M %F F M %F 

Dean B2+ 3 4 42.9% 1 6 14.3% 1 5 16.7% 
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Women make up 43.0% of all academic staff at the University, lower than the HE sector (44.5%)2. 
There are big differences across the grades. For the three main academic grades female 
representation is about 50%. There is a downward trend and/or under representation in research 
and senior positions.  

The key points are: 

 across all grades there has been greater net growth in male employment (33 staff). 

 a smaller increase has occurred for women (11 staff). 

 downward trends are evident for women as Readers, Deans, Research Fellows and 
Research Assistants. 

 proportionally lower numbers of female staff are Senior Research Fellows or Professors. 

For the University to achieve its aim of equality for academic and research staff, an action plan 
focused on the two core issues of recruitment and career development is essential. These two 
themes form the basis of this submission. 

 

 
Table 3.3 Academic and Research Staff - Gender Breakdown by STEM Department 

  2011-12 2012-13 2013-14 

Department 
F M % F Ratio 

F/M 
F M % F Ratio 

F/M 
F M % F Ratio 

F/M 

Architecture 7 23 23.3% 0.30 7 20 25.9% 0.35 8 20 28.6% 0.40 

Biological 
Sciences 

11 15 42.3% 0.73 7 14 33.3% 0.50 10 14 41.7% 0.71 

Chemistry 4 30 11.8% 0.13 4 28 12.5% 0.14 7 32 17.9% 0.22 

Computing and 
Informatics 

10 25 28.6% 0.40 9 22 29.0% 0.41 7 32 17.9% 0.22 

Engineering 6 61 9.0% 0.10 5 60 7.7% 0.08 7 73 8.8% 0.10 

Nursing 59 29 67.0% 2.03 49 26 65.3% 1.88 53 26 67.1% 2.04 

Pharmacy 6 9 40.0% 0.67 8 8 50.0% 1.00 7 14 33.3% 0.50 

Physics 3 6 33.3% 0.50 3 6 33.3% 0.50 4 5 44.4% 0.80 

Psychology 16 13 55.2% 1.23 17 15 53.1% 1.13 16 15 51.6% 1.07 

Total 122 211 36.6% 0.58 109 199 35.4% 0.55 119 231 34.0% 0.52 

 

 

  

                                                      
2
 2012/13 HESA Record ECU Equality in Higher education Statistical Report 2014  
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Table 3.4 Comparison with SET Academic Staff ECU 2014 data 

 

 Female – 
UK average 

2012-13 
HESA 

record3 

2011-12 
Huddersfield      

2012-13 
Huddersfield  

2013-14 
Huddersfield     

Architecture and Built Environment 31% 23.3% 25.9% 28.6% 

Biosciences 43.7% 42.3% 33.3% 41.7% 

Chemistry 27% 11.8% 12.5% 17.9% 

IT and Systems Science, Computer 

Software Engineering 

21.5% 28.6% 29.0% 17.9% 

Mechanical, Aero and Production 

Engineering 

16.1% 9.0% 7.7% 8.8% 

Nursing and Paramedical 74.6% 67.0% 65.3% 67.1% 

Pharmacy and Pharmacology 48.5% 40.0% 50.0% 33.3% 

Physics 17.5% 33.3% 33.3% 44.4% 

Psychology and Behavioural Sciences 59.9% 55.2% 53.1% 51.6% 

 

 

Table 3.5 Academic and Research Staff - Gender Breakdown by Grade in STEM 

  2011-12 2012-13 2013-14 

  F M Total 

Staff 

F M Total 

Staff 

F M Total 

Staff 

Grade 6 2 10 12 0 9 9 2 12 14 

Grade 7 13 22 35 13 16 29 17 34 51 

Grade 8 77 116 193 72 109 181 74 111 185 

Grade 9 22 29 51 16 29 45 18 34 52 

Grade 10 7 24 31 7 23 30 7 24 31 

Band 2+ 1 10 11 1 13 14 1 16 17 

Total 122 211 333 109 199 308 119 231 350 

 

 

                                                      
3
 2012/13 HESA Record ECU Equality in Higher education Statistical Report 2014  
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For STEM, the data show that: 

 34.0% of staff are female and this percentage has been similar over the past three years. 

 Women are represented at lower than the sector average in all subject areas except Physics 
and Biosciences. 
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Table 3.6 Number and % Female Academic and Research Staff in each Grade by STEM 

Department 

  2011-12 2012-13 2013-14 

 
F M % F F M % F F M % F 

Architecture          

Grade 6 0 0 n/a 0 0 n/a 1 0 100.0% 

Grade 7 0 6 0.0% 0 1 0.0% 0 1 0.0% 

Grade 8 7 12 36.8% 7 15 31.8% 6 14 30.0% 

Grade 9 0 3 0.0% 0 2 0.0% 0 3 0.0% 

Grade 10 0 2 0.0% 0 2 0.0% 1 2 33.3% 

Band 2+ 0 0 n/a 0 0 n/a 0 0 n/a 

Biological 
Sciences     

  
    

        

Grade 6 0 0 n/a 0 1 0.0% 0 1 0.0% 

Grade 7 3 1 75.0% 3 1 75.0% 4 2 66.7% 

Grade 8 8 11 42.1% 4 8 33.3% 6 6 50.0% 

Grade 9 0 3 0.0% 0 3 0.0% 0 4 0.0% 

Grade 10 0 0 n/a 0 0 n/a 0 0 n/a 

Band 2+ 0 0 n/a 0 1 0.0% 0 1 0.0% 

Chemistry                   

Grade 6 1 1 50.0% 0 2 0.0% 1 3 25.0% 

Grade 7 0 4 0.0% 1 1 50.0% 2 1 66.7% 

Grade 8 2 14 12.5% 3 14 17.6% 4 17 19.0% 

Grade 9 1 3 25.0% 0 4 0.0% 0 5 0.0% 

Grade 10 0 6 0.0% 0 5 0.0% 0 5 0.0% 

Band 2+ 0 2 0.0% 0 2 0.0% 0 1 0.0% 

Computing and 
Informatics     

  
    

        

Grade 6 1 1 50.0% 0 0 n/a 0 0 n/a 

Grade 7 4 2 66.7% 4 2 66.7% 2 5 28.6% 

Grade 8 3 15 16.7% 3 13 18.8% 3 17 15.0% 

Grade 9 1 4 20.0% 1 4 20.0% 1 4 20.0% 

Grade 10 1 2 33.3% 1 2 33.3% 1 3 25.0% 

Band 2+ 0 1 0.0% 0 1 0.0% 0 3 0.0% 

Engineering                   

Grade 6 0 7 0.0% 0 6 0.0% 0 7 0.0% 

Grade 7 2 7 22.2% 1 6 14.3% 2 18 10.0% 

Grade 8 2 26 7.1% 2 24 7.7% 2 22 8.3% 

Grade 9 1 8 11.1% 1 9 10.0% 2 11 15.4% 

Grade 10 0 9 0.0% 0 9 0.0% 0 9 0.0% 

Band 2+ 1 4 20.0% 1 6 14.3% 1 6 14.3% 
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  2011-12 2012-13 2013-14 

 
F M % F F M % F F M % F 

Nursing                   

Grade 6 0 0 n/a 0 0 n/a 0 0 n/a 

Grade 7 1 0 100.0% 1 0 100.0% 1 0 100.0% 

Grade 8 42 24 63.6% 37 22 62.7% 43 23 65.2% 

Grade 9 13 5 72.2% 8 4 66.7% 7 3 70.0% 

Grade 10 3 0 100.0% 3 0 100.0% 2 0 100.0% 

Band 2+ 0 0 n/a 0 0 n/a 0 0 n/a 

Pharmacy                   

Grade 6 0 1 0.0% 0 0 n/a 0 1 0.0% 

Grade 7 0 1 0.0% 0 1 0.0% 0 3 0.0% 

Grade 8 4 5 44.4% 6 5 54.5% 4 6 40.0% 

Grade 9 1 0 100.0% 1 0 100.0% 2 1 66.7% 

Grade 10 1 1 50.0% 1 1 50.0% 1 2 33.3% 

Band 2+ 0 1 0.0% 0 1 0.0% 0 1 0.0% 

Physics                   

Grade 6 0 0 n/a 0 0 n/a 0 0 n/a 

Grade 7 1 1 50.0% 1 1 50.0% 2 1 66.7% 

Grade 8 0 1 0.0% 0 1 0.0% 0 0 n/a 

Grade 9 0 0 n/a 0 0 n/a 0 0 n/a 

Grade 10 2 2 50.0% 2 2 50.0% 2 2 50.0% 

Band 2+ 0 2 0.0% 0 2 0.0% 0 2 0.0% 

Psychology                   

Grade 6 0 0 n/a 0 0 n/a 0 0 n/a 

Grade 7 2 0 100.0% 2 3 40.0% 4 3 57.1% 

Grade 8 9 8 52.9% 10 7 58.8% 6 6 50.0% 

Grade 9 5 3 62.5% 5 3 62.5% 6 3 66.7% 

Grade 10 0 2 0.0% 0 2 0.0% 0 1 0.0% 

Band 2+ 0 0 n/a 0 0 n/a 0 2 0.0% 

          

Total 122 211 36.6% 109 199 35.4% 119 231 34.0% 
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The detailed data for STEM show that: 

 In the three areas that have shown significant growth in staff numbers (Computing, 
Engineering and Pharmacy) there has been a higher rate of appointment for male staff. 

 The equality performance in STEM is poorer than for the University as a whole. 

 The representation of female staff in STEM at senior Grades (9,10,B2+) is poor and in some 

subject areas falling. 

The University is aiming for subject areas to meet sector average values as a minimum by 2020. To 
do this, the University will introduce a programme to ensure that staff engaged in selection for both 
appointment and promotion are fully trained and competent. Measures will also be identified to 
improve recruitment processes to appoint more women to STEM and support female career 
progression to senior grades. 

 

Action Point 2.1: Refresh and reinforce equality and diversity training for all staff in STEM 

Departments 

Action Point 2.2: Refresh and reinforce recruitment and selection training for STEM Departments 

Action Point 2.3: Members of appointment committees for STEM Departments to have training 

including in unconscious bias 

Action Point 2.4: Review recruitment procedures and make changes to secure higher female 

application and conversion rates 
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(ii) Female:male academic staff turnover rates by grade – across the whole university and in SET 
departments and any differences between them.  What are the issues for the University and how is it 
planned to address them? For example, are women and men equally likely to leave the University 
(distinguish between those leaving at the end of a fixed term contract and any other leavers)? Are the 
reasons for leaving picked up in exit interviews? 

Female:male academic staff turnover rates by grade 
 

Table 3.7 Turnover in Number and as % in Grade by Gender for Permanent Academic and 

Research Staff, University 
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Female
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Male

Number of Academic and Research Staff Leavers by Grade and 
Gender, University 

Research Assistant

Lecturer

Research Fellow

Senior Lecturer

Senior Research Fellow

Principal Lecturer

Reader

Professor

    2011-12 2012-13 2013-14 

Post Grade F M %F %M F M %F %M F M %F %M 

Research Assistant 6 1 0 25.0% 0.0% 4 1 66.7% 25.0% 0 1 0.0% 11.1% 

Lecturer 7 4 0 18.2% 0.0% 1 1 4.2% 3.8% 1 1 2.7% 2.7% 

Research Fellow 7 0 1 0.0% 33.3% 0 2 0.0% 50.0% 0 1 0.0% 7.7% 

Senior Lecturer 8 36 46 18.6% 21.1% 7 9 3.6% 4.3% 16 17 8.4% 8.5% 

Senior Research 
Fellow 

8 0 0 0.0% 0.0% 1 0 25.0% 0.0% 0 1 0.0% 7.1% 

Principal Lecturer 9 7 9 17.5% 23.1% 4 4 12.1% 12.1% 3 1 9.4% 3.1% 

Reader 9 1 1 9.1% 5.3% 1 1 9.1% 6.7% 1 0 14.3% 0.0% 

Professor 10 0 4 0.0% 12.1% 1 0 8.3% 0.0% 2 4 11.8% 8.7% 

Total staff turnover   49 61 16.4% 16.1%  19 18 6.5% 4.7% 23 26 7.0% 5.8% 
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For the University as a whole: 

 The turnover rates are similar for male and female staff. 

 The high turnover figures in 2011-12 reflect the introduction of a voluntary severance 
scheme. 

 

In general, the numbers are too small to discern patterns so exit interviews are likely to produce 

the most useful information. 
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Table 3.8 Turnover in Number and as % in STEM Department by Gender for Academic and 

Research Staff, including non-renewal of Fixed Term Contracts 

  2011-12 2012-13 2013-14 

Department F M %F %M F M %F %M F M %F %M 

Architecture 0 3 0.0% 13.0% 0 0 0.0% 0.0% 1 3 12.5% 15.0% 

Biological Science 0 1 0.0% 6.7% 0 0 0.0% 0.0% 0 0 0.0% 0.0% 

Chemistry 0 0 0.0% 0.0% 1 0 25.0% 0.0% 0 2 0.0% 6.3% 

Computing 4 6 40.0% 24.0% 2 1 22.2% 4.5% 0 0 0.0% 0.0% 

Engineering 0 2 0.0% 3.3% 0 2 0.0% 3.3% 0 3 0.0% 4.1% 

Nursing* 6 3 10.2% 10.3% 7 2 14.3% 7.7% 3 3 5.7% 11.5% 

Pharmacy 0 0 0.0% 0.0% 0 0 0.0% 0.0% 1 0 14.3% 0.0% 

Physics 0 0 0.0% 0.0% 0 0 0.0% 0.0% 0 0 0.0% 0.0% 

Psychology 3 3 18.8% 23.1% 0 2 0.0% 13.3% 1 0 6.3% 0.0% 

Total** 13 18 10.7% 8.5% 10 7 9.2% 3.5% 6 11 5.0% 4.8% 

*Note that in 2012-13 NHS contract changes necessitated restructuring for Nursing 
** Note that in 2011-12 the University held a general voluntary severance round 

 

Table 3.9 Exit Questionnaires 

 
University STEM Departments 

Year Total M F Total M F 

2011-12 12 1 11 1 0 1 

2012-13 11 4 7 2 1 1 

2013-14 17 4 13 4 2 2 

 

The data show that: 

 The turnover rates in STEM are similar for male and female staff, other than in Computing in 
2011-12 and 2012-13, and Chemistry in 2012-13 where the variance between male and 
female rates is in excess of 15%, but not large in absolute staff number terms. 

 Take up of exit questionnaires is poor, particularly in STEM. 

The University will take action to improve the collection of exit data by offering opportunities for 
colleagues in the STEM Departments to conduct exit interviews. 
 

 

Action Point 2.5: Create a new process of exit discussions within STEM Departments  
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(iii) Female:male ratio of academic and research staff on fixed-term contracts vs. open-ended 
(permanent) contracts – across the whole university and in SET departments.  Comment on the 
implications of the gender balance for the University and for women’s career development. For 
example, is there evidence that women are overrepresented on fixed-term contracts? Are there 
differences in SET departments? 

Female:male ratio of academic and research staff on fixed-term contracts vs. open-
ended (permanent) contracts 

Table 3.10 Number of Fixed Term Contracts and as % of all posts in Grade by Gender for Academic 
and Research Staff, University 
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    2011-12 2012-13 2013-14 

Post Grade F M %F %M F M %F %M F M %F %M 

Research Assistant 6 10 15 71.4% 88.2% 10 15 62.5% 78.9% 8 9 50.0% 50.0% 

Lecturer 7 2 2 8.3% 9.1% 6 3 20.0% 10.3% 1 3 2.6% 7.5% 

Research Fellow 7 11 20 78.6% 87.0% 17 28 85.0% 87.5% 8 12 66.7% 48.0% 

Senior Lecturer 8 1 0 0.5% 0.0% 4 1 2.0% 0.5% 0 1 0% 0.5% 

Senior Research 
Fellow 

8 2 5 33.3% 25.0% 3 8 42.9% 36.4% 0 1 0.0% 6.7% 

Principal Lecturer 9 0 0 0.0% 0.0% 1 1 2.9% 3.0% 4 1 11.8% 3.2% 

Reader 9 0 0 0.0% 0.0% 0 0 0.0% 0.0% 0 0 0.0% 0.0% 

Principal Research 
Fellow 

9 0 0 n/a 0.0% 0 0 n/a 0.0% 0 0 n/a 0.0% 

Professor 10 0 6 0.0% 10.2% 0 17 0.0% 21.5% 1 12 4.8% 14.6% 

Total FTCs   26 48 8.0% 11.2%  41 73 12.3% 16.2% 22 39 6.7% 8.8% 
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Table 3.11 Fixed Term Contracts Totals by Gender for Academic and Research Staff, University 
 

 

 

 

 

Table 3.12 Fixed Term Contracts in Number and as % in Grade by Gender for Academic and 

Research Staff, STEM 

  2011-12 2012-13 2013-14 

Grade F M %F %M F M %F %M F M %F %M 

Grade 6 2 8 100.0% 80.0% 0 5 n/a 55.6% 2 4 100.0% 33.3% 

Grade 7 5 12 38.5% 54.5% 5 10 38.5% 62.5% 6 13 35.3% 38.2% 

Grade 8 1 5 1.3% 4.3% 0 4 0.0% 3.7% 0 1 0.0% 0.9% 

Grade 9 0 0 0.0% 0.0% 0 0 0.0% 0.0% 1 0 5.6% 0.0% 

Grade 10+ 0 3 0.0% 8.8% 0 6 0.0% 16.7% 0 7 0.0% 17.5% 

Total 8 28 6.6% 13.3% 5 25 4.6% 12.6% 9 25 7.6% 10.8% 
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The key points are: 

 Researchers are more likely to be employed on fixed term contracts (FTCs). 

 Less than 10% of staff are on FTCs, which is low compared to the HE sector average 
(23.5%)4. 

 An increase in FTCs occurred in response to the REF2014 preparation. 

 In STEM more FTCs are held by males. 
 

Redeployment opportunities are considered for all research staff before the end of their contracts. 

All other FTCs are reviewed and redeployment offered to those with more than two years 

continuous service. The issuing of all fixed term contracts is subject to demonstrating objective 

justification. Where temporary funding is the justification for temporary contracts, renewals are 

issued as open ended permanent contracts.   

  

                                                      
4
 DLA HR Benchmarker 2013 Workforce Performance Indicators Report shows HE average at 23.5%  
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(iv) Evidence from equal pay audits/reviews.  Comment on the findings from the most recent equal pay 
audit and plans to address any disparities. 

Equal pay audits/reviews 

Table 3.13 Equal Pay Analysis for Academic and Research Staff by Grade, University 
 

    
2011-12 Mean 

Salary 
    

2012-13 Mean 
Salary 

    

2013-14 Mean 
Salary 

    

Post Grade F M 
Pay Diff F 

 
M 
 

Pay Diff 
F M 

Pay Diff 

% % % 

Professor  B2+ £85,759 £80,325 6.34% £89,316 £84,170 5.76% £96,401 £87,832 8.89% 

Professor  10 £64,520 £62,482 3.16% £66,640 £64,415 3.34% £66,757 £66,730 0.04% 

Head of 
Department 

10 £60,971 £60,773 0.32% £62,595 £64,039 -2.31% £66,324 £70,919 -6.93% 

Reader 9 £52,051 £50,521 2.94% £53,774 £52,233 2.87% £57,004 £54,215 4.89% 

Principal 
Lecturer/ 
Principal 
Research 
Fellow/ 
Reader 

9 £53,108 £52,503 1.14% £53,986 £53,588 0.74% £55,720 £54,597 2.02% 

Senior 
Lecturer 

8 £43,364 £43,329 0.08% £44,837 £44,649 0.42% £46,144 £46,080 0.14% 

Senior 
Research 
Fellow 

8 £40,034 £39,419 1.54% £42,346 £42,033 0.74% £43,381 £43,996 -1.42% 

Lecturer 7 £33,601 £33,778 -0.53% £34,333 £33,393 2.74% £35,085 £34,639 1.27% 

Research 
Fellow 

7 £34,538 £35,218 -1.97% £34,254 £34,583 -0.96% £35,854 £34,666 3.31% 

Research 
Assistant 

6 £27,549 £27,631 -0.30% £28,195 £27,369 2.93% £29,756 £28,118 5.51% 

 

The data indicate that: 

 Gender pay gaps of greater than 6% exist for Band 2+ professorial posts and Heads of 
Department. 

 Band 2+ pay favours females. 

 Head of Department pay favours males. 

Numbers of female staff in Head of Department or Band 2+ roles are low and variances in pay will 
be influenced by the recruitment of one or two specialists. New University requirements for Heads 
of Department to be of professorial standing have increased the need to develop new routes to 
support female staff progression. 
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(v) Female:male ratio of staff in the Research Excellence Framework (REF) 2014 – across the whole 
university and in SET departments. Comment on any implications of this. For example, does the gender 
balance of staff included in the REF 2014 broadly reflect the gender balance across the institution? Are 
there any differences in SET departments? 

 

Female:male ratio of staff in the Research Excellence Framework (REF) 2014 

Table 3.14: REF 2014 Submission by UoA (Gender) 

 

Total 
Staff F M % F % M 

All Academic and Research Staff 805 345 460 42.9% 57.1% 

All Staff included in REF 262 81 181 30.9% 69.1% 

Conversion rate – all staff 33% 23% 39%     

      

Pharmacy 20 6 14 30% 70% 

Staff selected  for UoA 3 - Allied 
Health Professions, Nursing and 
Pharmacy 

11 1 10 9.1% 90.9% 

      

Biological Sciences 29 8 21 27.6% 72.4% 

Staff selected for UoA 5 - Biological 
Sciences 13 2 11 15.4% 84.6% 

      

Chemistry 28 4 24 14.3% 85.7% 

Staff selected for UoA 8 - Chemistry 16 3 13 18.8% 81.3% 

      

Physics 15 4 11 26.7% 73.3% 

Staff selected for UoA 9 - Physics 13 4 9 30.8% 69.2% 

      

Computing and Informatics 38 9 29 23.7% 76.3% 

Staff selected for UoA 11 – Computer 
Science and Informatics 16 4 12 25% 75% 

      

Engineering  69 6 63 8.7% 91.3% 

Staff selected for UoA 15 – General 
Engineering 37 3 34 8.1% 91.9% 

      

Behavioural Sciences Dept (including 
Psychology, Social Work etc) 
 
Psychology only 

73 
 
 

28 

39 
 
 

16 

34 
 
 

12 

53.4% 
 
 

57.1% 

46.6% 
 
 

42.9% 

Staff selected for UoA 22 – Social 
Work and Social Policy 
 
Psychology only 

47 
 
 

13 

22 
 
 

10 

25 
 
 

3 

46.8% 
 
 

76.9% 

53.2% 
 
 

23.1% 
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Table 3.14 indicates that: 

 The proportion of female staff submitted to the REF was 31% compared to the 43% of 
women who were eligible. 

 The proportion of male staff submitted was 69% compared to the 57% of men who were 
eligible. 

 In three of the seven UoAs relevant here, conversion rates were higher for female members 
of staff than for males (Chemistry, Physics and Computer Science and Informatics), but in 
the other four it was lower. 

 

Table 3.15 Individual Circumstances Panel Outcomes by Type 

Reason for ICP Total Staff F M % F % M 

Complex - All ICPs 10 7 3 70.0% 30.0% 

Complex - ICPs entered into REF 7 6 1 85.7% 14.3% 

ECR - All ICPs 66 17 49 25.8% 74.2% 

ECR - ICPs entered into REF 50 14 36 28.0% 72.0% 

Maternity - All ICPs 13 13 0 100.0% 0.0% 

Maternity - ICPs entered into REF 7 7 0 100.0% 0.0% 

Part-time - All ICPs 32 12 20 37.5% 62.5% 

Part-time - ICPs entered into REF 15 4 11 26.7% 73.3% 

Total REF eligible ICPs 121 49 72 40.5% 59.5% 

Total ICPs entered into REF 79 31 48 39.2% 60.8% 

 

For Individual Circumstances (IC): 
 

 134 applications were considered, of which 121 were successful, but the majority of 
applications were submitted by men. 

 In all categories, other than part time working, the impact of ICs was favourable to female 
staff in terms of REF entry. 
 

The University is targeting proportionate representation of female staff in REF 2020. Preparations 
for the exercise will also include application of the IC process to all academic staff (as determined 
by the REF2020 process).  
 

 

Action Point 3.1: Embed the target for proportionate representation of female staff in REF 2020 
within the School research planning and monitoring processes ensuring appropriate training and 
guidance is provided 

 
[Section 3 Word Count 1000]  
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4. Supporting and advancing women’s careers: 4500 words in total 

Key career transition points 

a) Provide data for the past three years (where possible with clearly labelled graphical illustrations) on the 
following with commentary on trends and significant issues, in particular anything relating to gender equality. 

(i) Female:male ratio of academic staff job application and appointment success rates – across the 
whole university and in SET departments.  Comment on any implications of this and plans to address 
any disparities. For example, are women and men equally successful at all stages of the job application 
process? Are there differences in SET departments? 

Female:male ratio of academic staff job application and appointment success rates 

 

Table 4.1 Number and Percentage of Female Academic and Research Job Application and 
Appointment Success Rates 

 2011-12 2012-13 2013-14 

  Total F %F Total F %F Total F %F 

Applications 3730 2051 55.0% 2661 1476 55.5% 5710 2876 50.4% 

Shortlisted 605 329 54.4% 595 339 57.0% 931 482 51.8% 

Appointed 125 64 51.2% 157 91 58.0% 206 107 51.9% 

              

Academic 
Applications 

296 100 33.8% 568 185 32.6% 1184 405 34.2% 

Academic Shortlisted 75 32 42.7% 155 63 40.6% 186 76 40.9% 

Academic Appointed 17 8 47.1% 32 13 40.6% 33 13 39.4% 

              

Research Applications 656 259 39.5% 184 63 34.2% 381 93 24.4% 

Research Shortlisted 140 53 37.9% 67 23 34.3% 61 13 21.3% 

Research Appointed 42 16 38.1% 23 9 39.1% 33 9 27.3% 
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The data show that: 

 The number of job applications received by the University rose significantly in 2013-14 to 
over 5500. 

 Across the University as a whole, application rates, shortlisting success and appointment 
rates have been consistent and gender proportionate.  

 The proportion of female applicants for academic posts has been static over the period at 
below 35%, and falling for research posts to below 25%. 

 Women are more successful in being shortlisted and appointed to academic posts than for 
research posts. 
 

There is a marked reduction in success for women with academic and research posts compared to 
posts in the University as a whole and to rectify this, the University needs to attract more female 
applicants for such posts. As stated earlier, action 2.4 will address a review of the recruitment 
processes. In addition, the University will review recruitment material and procedures in 
consultation with current female staff to consider how we can highlight positive messages, address 
any negative perceptions and make any changes to procedures. 
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Table 4.2 Gender Breakdown by STEM Department - New Recruits 

 2011-12 2012-13 2013-14 

Department F M F M F M 

Architecture 0 2 0 0 2 0 

Biological Science 1 6 0 0 0 1 

Chemistry 0 2 1 1 3 5 

Computing 0 9 0 0 1 7 

Engineering 0 7 0 7 1 18 

Nursing 0 0 0 0 3 1 

Pharmacy 0 0 0 0 0 3 

Physics 2 3 0 0 1 0 

Psychology 0 1 2 3 1 2 

Total 3 30 3 11 12 37 

% Females appointed 9.1% 
 

21.4% 
 

24.5%  

 

Table 4.2 shows that: 

 Female appointment rates in STEM have been improving, but remain extremely low at 
24.5%. 

 For Computing and Engineering in particular, recruitment rates for women are unacceptably 
low and this presents a significant challenge. 

The University on-line recruitment system is being updated to collect more detailed tracking for 

STEM specific posts during next academic year to ensure improved reporting from 2016-17. 

Referring back to professorial post data in Tables 3.2a and 3.6: 

 24.7% of professors are female, which compares favourably with the national benchmark of 
21.7%5. 

 In STEM, there has been 1 female Band 2+ professor over the reference period and only 5 or 
6 Grade 10 female professors. 

 Male STEM professorial posts have increased by 8 over the same period. 

 16.7% of STEM professors are female, slightly lower than the national benchmark of 17.7%5. 

 Female staff remain underrepresented at professorial level in comparison to their 
representation in the STEM academic workforce (34%). 

 

Greater efforts have been made to identify female applicants for senior academic posts.  This is 

being pursued in both direct recruitment and where executive search agencies are employed.  This 

includes instructing search agencies to directly approach qualified female staff.  In direct 

recruitment campaigns proactive efforts have been made to provide qualified female staff in other 

universities with information on vacancies to make more females aware of the opportunities and 

                                                      
5
 2012/13 HESA Record ECU Equality in Higher education Statistical Report 2014  
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encourage applications.  Although this has only applied to a small number of posts to date, there 

has been some limited success at increasing applications from female staff. A female appointment 

for the recently advertised post of Dean of Applied Sciences (to commence employment May 2015) 

has been secured.   

Adverts for all academic and research staff posts are posted on jobs.ac.uk as the main recruitment 

site for academic posts.  During 2014_15, all STEM academic and research posts have also been 

advertised through the WISE web site.  The impact of this policy will be reviewed at the end of the 

academic year 2014_15. 

 

Action Point 2.6: Implement improvements to collection and analysis of STEM recruitment data  

Action Point 2.7: Review and make changes to University recruitment materials to ensure a 
female friendly approach 

Action Point 2.8: Review and update recruitment information packs for STEM Departments 

Action Point 2.9: Monitor the effectiveness of advertising routes including through the WISE 
website 
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(ii) Female:male ratio of academic staff promotion rates – across the University and in SET departments.  
Comment on any implications of this for the University and plans to address any disparities. For 
example, are men and women equally likely to be put forward for promotion? Are male and female 
applicants for promotion equally successful at all levels? Are there differences in SET departments? 

Female:male ratio of academic staff promotion rates 

 
Table 4.3 Annual Promotion Round - Female Applications and Conferment Success Rates 

  Applications Conferments 

    Total F % Total F % 

2011-12 Professor 8 1 12.5% 5 1 20.0% 

  Reader 17 7 41.2% 9 3 33.3% 

  University Teaching Fellow 3 1 33.3% 2 0 0.0% 

Total   28 9 32.1% 16 4 25.0% 

2012-13 Professor 7 3 42.9% 3 1 33.3% 

  Reader 8 3 37.5% 2 0 0.0% 

  University Teaching Fellow  3 3 100.0% 1 1 100.0% 

  Principal Research Fellow  2 0 0.0% 1 0 0.0% 

  Principal Enterprise Fellow 5 1 20.0% 3 1 33.3% 

Total   25 10 40.0% 10 3 30.0% 

2013-14 Professor 11 4 36.4% 7 3 42.9% 

  Reader 11 2 18.2% 3 0 0.0% 

  University Teaching Fellow  2 2 100.0% 1 1 100.0% 

 Principal Research Fellow 1 1 100.0% 0 0 n/a 

 Principal Enterprise Fellow 3 1 33.3% 2 0 0.0% 

Total   28 10 35.7% 13 4 30.8% 

 

There is incremental progression within main academic grades but no automatic progression 
between grades. Promotion for the majority of academic and research staff occurs via a re-grading 
exercise or application for a higher graded post. Transition between Lecturer and Senior Lecturer 
grades occurs once individuals can demonstrate that they operate across the full spectrum of 
academic tasks independently, as expected of a Senior Lecturer.  There is no minimum timescale 
before they can move to the Senior Lecturer grade. Progression to posts at grade 9 and above is 
through the annual conferment process. 
 

Table 4.3 contains conferment promotion related data. The majority of senior promotion 

opportunities come through this route. The data show that: 

 Higher numbers of males apply for promotion each year. 

 The female conversion rate is slightly lower than for males. 

 For Readers the conversion rate has been zero for the last two years. 
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Two new promotional routes were introduced at Grade 9 in 2012-13, Principal Research Fellow and 
Principal Enterprise Fellow, to extend promotional opportunities.  6 out of 7 applicants (all STEM) 
were male in 2012-13, but in 2013-14 2 out of 4 applicants were female.  

The lack of conferment to Reader for female staff is a major concern and requires investigation. A 
review of the criteria and the process from a gender perspective will be undertaken. 

Membership of the Conferment Committee has been expanded to secure greater representation 
from the female Professoriate. Insufficient female staff are putting themselves forward for 
promotion and fewer still are being successfully promoted. The University is aware that conferment 
systems rely on self-nomination and tend to favour men. In the 2015 conferment round, Deans 
have been asked to actively encourage applications from female staff and the guidance for staff 
information acknowledges the under representation and echoes the encouragement. Female staff 
are supported through mentoring, leadership programmes (Aurora at present) and providing 
female staff opportunities to experience a range of roles through work shadowing. 
 

Action Point 3.2: Provide shadowing opportunities in Head of Department and Subject Leader 

roles for STEM female staff 

Action Point 3.3: Support the development of career plans to B2+ for female Grade 10 STEM staff 

Action Point 3.4: Support the development of career plans to Professor for female Grade 9 STEM 

staff 

Action Point 3.5: Review the criteria for conferment to Reader and address any gender specific 

aspects 
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b) Describe the policies and activities at the University that support women’s career progression in SET 
departments in particular at key transition points – describe any additional support given to women at the key 
career transition points across the University, and in SET departments, such as support for new lecturers or 
routes for promotion through teaching and learning.  

Policies and Activities that Support Women’s Career Progression 

Grade 9+ female staff focus groups were held in 2013 to identify factors they had experienced that 
had hindered or helped their own career development.  34 staff attended of whom 23 were 
academic staff including 8 academic staff from STEM areas.  Individuals who were unable to attend 
had the opportunity to submit written comment.  The common aspects of positive career support 
were identified as: 

 Mentoring 

 Supportive line managers 

 Qualifications 

 Being supported by colleagues both within and externally to the University 

 Having opportunities to extend role and try out different things   

In response, the University reviewed its programmes of support for line managers to emphasise 
coaching skills. This initiative has grown through the introduction of the Huddersfield Academy of 
Leadership and Management (HALM) which requires cohorts to secure a formal ILM Level 5 
coaching qualification.  Access to coaching and mentoring has been publicised and emphasis placed 
on ensuring all newly recruited and all newly promoted staff were offered a mentor. A programme 
of professional development has been introduced to support early career researchers (ECRs).  Work 
has also started (January 2015) to identify how coaching partnerships can be used to support senior 
research careers and a pilot programme involving two senior female staff from STEM areas is in 
progress.  

A strategic approach to equality is most likely to engender a cultural change within the 
organisation. The HALM programme doesn’t explicitly cover this at present and it would be 
beneficial to extend the training to include strategic equality. 

To support the annual conferment process in 2013-14 a series of short workshops, targeted at 
specific subject disciplines, were designed. These were facilitated by the DVC and PVCs, members of 
the Professoriate and Readers who had been promoted in previous rounds.  The workshops 
focussed on the criteria for promotion, what this meant in terms of outcomes and how individuals 
could better present their CVs.  136 staff participated of whom 51% were female. A workshop 
focussed on professorial advancement in Social Sciences and Humanities had 7 participants, of 
whom 5 were female. The equivalent for STEM also had 7, but all participants were male.  Reader 
focussed workshops had 66% female participation in Social Sciences and Humanities, but only 26% 
for STEM.   

Participation of STEM female staff at promotion workshops is poor and the reasons for this are 
poorly understood. The University needs to increase the female attendance rates, and will work to 
advise STEM female staff to take part in the workshops. The 2015 conferment preparation 
workshops will focus on CV presentation and will be specifically advertised to female STEM staff. 
The 2015 conferment call for applications specifically acknowledges the under representation of 
females and gives explicit encouragement for applications as follows: 
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“Applications are encouraged from all experienced academic and research staff matching the 
criteria.  Women are underrepresented in these positions at the University and we welcome 
applications from female staff.  Even if you feel you are not yet ready to submit an application for 
the 2015 round we encourage you to discuss your career with your Dean and Head of Department 
to assess whether you are being too conservative in your aspirations or to make a firm plan of 
action to prepare for an application at a later date.” 

Deans have also taken responsibility for ensuring that female staff are supported in pursuing 
applications. 

 

Action Point 3.6: Increase the STEM female attendance at promotion workshops 

Action Point 3.7: Include a strategic equalities perspective in all management development 

programmes  
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Career development  

a) Describe the policies and activities at the University that support women’s career development in SET 
departments.  

(i) Researcher career support and training – describe any additional support provided for 
researchers at the early stages of their careers, such as networks and training.  

Researcher Career Support and Training 

The commitment of the University to support and develop all researchers is evidenced within the 
University strategy and in the achievement of the HR Excellence in Research Award. The 
University’s Concordat Steering Group (CSG) has been instrumental in developing and 
implementing strategies crucial to setting out the expectations and responsibilities for researchers 
within the institution, including monitoring of the HR Excellence in Research Award. 

The University provides a programme of staff development, open to all researchers in the 
University, which is mapped to the VITAE Researcher Development Framework. Examples from the 
programme include: 
 

 Early Career Researcher Leadership Training - Common Purpose (Research Assistants and 
Research Fellows). 

 Essential Supervisory Skills: including a section on Every Researcher Counts from 2015 
onwards (All staff in a first or secondary supervisory role). 

 Learning Leadership by Fitting In – a workshop event led by Dr Paula Birkenshaw, a senior 
Research Fellow from Leeds University (All research staff). 
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(ii) Mentoring and networking – describe any mentoring programmes, including any SET-specific 
mentoring programmes, and opportunities for networking. Comment on their uptake and 
effectiveness. Are women encouraged to participate in networking opportunities? 

Mentoring and Networking 

 
Table 4.4 Mentoring Data for Academic Staff – Mentors & Mentees 

Number of Mentors (Academic staff) 

Year Total Male Female STEM Male STEM Female 

2011-12 14 5 9 3 2 

2012-13 10 4 6 4 2 

2013-14 23 10 13 4 8 

Number of Mentees (Academic staff) 

Year Total Male Female STEM Male STEM Female 

2011-12 9 2 7 1 3 

2012-13 8 1 7 1 6 

2013-14 22 7 15 4 8 

 

A mentoring scheme, open to all staff, is available through the University Staff Development 
service. Although the scheme is quite small, proportionately there has been good take up from 
female academic staff who make up the majority of mentees and mentors. A pilot for the 
formalisation of coaching and mentoring qualifications as part of the HALM leadership and 
management programme included a Grade 9 subject lead and Head of Department from a STEM 
area (one male and one female).  Cohort 2, which started in January 2015, includes a male STEM 
Dean and a female Head of Department, 3 female Professors and 2 female Grade 9 staff. The 
original programme was based around mentoring and coaching in direct management.  Whilst this 
programme is now operational, the University is working with STEM colleagues to explore whether 
the HALM framework can be developed to assist career development outside traditional line 
management roles which will engage female STEM staff in the redesign of the final programme.   

In 2013-14 an ECR mentoring scheme was introduced. The scheme was established specifically to 
support research activities and career progression, and to identify barriers to career growth. This 
scheme is being evaluated to consider its potential application to supporting the career 
development of female staff more generally. 
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4 STEM staff have participated in the Aurora Leadership Programme to date and a further 6, all 
from STEM areas, are participating in 2015. The first cohort highlighted positive opportunities for 
networking outside the University and across disciplines.  A further evaluation will be undertaken at 
the end of academic year 2014-15 to understand how the individuals have applied their skills, 
experience and contacts from the Aurora programme.  The feedback will be used to support the 
career development of the second cohort of 6 staff. The University will continue to prioritise STEM 
female staff for the Aurora programme. 2 STEM senior staff are role models and more will be 
encouraged. 

 

 

Action Point 3.8: Evaluate the ECR mentoring scheme to assess its applicability to female STEM 

staff more widely 

Action Point 3.9: Continue to prioritise STEM staff for the Aurora programme and encourage 

senior STEM female staff to act as role models 

Action Point 3.10: Develop pilot programme to expand the HALM model to support career 

development for female STEM staff 
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b) Describe any activities at the University that raise the profile of women in SET generally and also help 
female staff to raise their own profile such as: 

(i) Conferences, seminars, lectures, exhibitions and other events. 

(ii) Providing spokeswomen for internal and external media opportunities. 

(iii) Nominations to public bodies, professional bodies and for external prizes. 

Activities that raise the profile of women in SET 

Staff, particularly women, are encouraged by Marketing to raise their profiles internally and 
externally to increase the visibility of female roles and to enhance women’s own careers. Some 
example activities are listed below: 

Dr Yun Gao (Department of Architecture) was invited to talk on BBC Radio 4 Woman’s Hour in 2013 
about the difference between British and Chinese women’s lives. 
 
Dr Anna Williams participated in the prestigious Wellcome Trust-funded “I’m A Scientist” 
competition in 2011, was the winner of the Forensic Zone and is regularly invited to give lectures at 
local interest events.  
 
Many female academic staff have strong involvement in their professional bodies. Within STEM 
examples include the British Psychological Society, Royal Pharmaceutical Society and the Royal 
Society of Chemistry. Examples of engagement include: 
 

 Dr Gill Hawksworth is a member of the Royal Pharmaceutical Society pharmaceutical 
science expert panel, the Society’s Faculty Board and Panel of Fellows. 

 Dr Laura Waters is Local Section Treasurer for the Royal Society of Chemistry and a 
member of the Academy of Pharmaceutical Sciences Board. 

 Dr Christine Lamont is a member of the Royal Society of Chemistry Committee for 
Accreditation and Validation. 

 Dr Abigail Locke is Chair of the British Psychological Society’s Social Psychology Section, 
and is Deputy-Chair of the Society’s Ethics Committee. 

Professor Xiang (Jane) Jiang was elected as a Fellow of the Royal Academy of Engineering (FREng) in 
2012 and was awarded a Royal Society Wolfson Research Merit Award and the Outstanding Asian 
Woman of Achievement Award in 2006.  

Professor Sue Kilcoyne is a Fellow of the Institute of Physics and of the Higher Education Academy. 
She is also a Panel member of L’Oréal UK and Ireland Fellowships for Women in Science Awards 
(2012-present).  

Professor Patricia Tzortzopoulos-Fazenda is the Product Development and Design Management 
Champion for the International Group for Lean Construction and a founding member of the Lean 
Construction European Group. 
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Professor Rebecca Seviour was Lise Meitner Professor at Lund University in 2012-13; the aim of the 
Lise Meitner professorship is to offer a distinguished female researcher the opportunity to work at 
the university for a period of 6 months to a year, and to be a role model for other women. 

Professor Dilanthi Amaratunga won the President’s Award for Scientific Publication in the Journal of 
Civil Engineering and Management in September 2014. 

Professor Liz Towns-Andrews, who is the University’s 3M Professor of Innovation and a Fellow of 
the Institute of Physics, was one of just eight recipients of the 2013 Queen’s Award for Enterprise 
Promotion.  

In 2012, Professor Janet Hargreaves attained Higher Education Academy National Teaching Fellow 
status. 

Two of our female staff members were successfully nominated for WISE awards in 2014: 

 WISE Lifetime Achievement Award- Professor Xiang (Jane) Jiang: Director of the Engineering 
and Physical Sciences Research Council Centre for Innovative Manufacturing in Advanced 
Metrology. 

 WISE Champion Award: Dr Leigh Fleming: Subject Leader (Mechanics). 

In 2014, the University hosted the first national WISE Colloquium with 200 delegates. 2 female 
STEM staff, Dr Laura Waters and Dr Leigh Fleming from Huddersfield, were selected to speak at the 
event and to contribute to the discussion panel.  

Dr Laura Waters has won several prizes for her research (RSC Analytical Award (2012), Formulation 
Science Award (2011), British Science Association Award (2011) and has contributed to TV 
programmes, such as Watchdog and Superscrimpers, and BBC Radio in an expert capacity. 

In the past 4 years, Queen’s Nurse status has been awarded to Vicky Kaye, Karen Adams, Fiona 
Trotter and Melanie Rogers from the School of Human and Health Sciences. 

The University holds a Research and Enterprise Awards Dinner each year and two new awards have 
been created this year to promote female success - the WISE Research Award - for ground-breaking 
scientific research by a female-led team, and the WISE Teaching Award for exceptional 
performance in teaching by a female STEM member of staff. Deans will be asked to make and 
support nominations.  

The University maintains partnerships with local schools and in 2014 staff in the Engineering 
Department delivered a number outreach programmes in the following areas: 
 

 Girls Into Engineering (GEST) Saturday Workshop Programme for Year 10 and 11. 

 Taster days in all STEM subject areas for primary and secondary level children. 

 A Smallpeice Railway Engineering residential course for Year 10 and 11. 

Several female STEM staff, including some members of our Athena SWAN Panel, are involved in 
organising and participating in these events, acting as role models for school girls. Such initiatives 
will continue in 2015 and beyond with the aim of ensuring that events continue to be gender 
inclusive. 
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To promote Athena SWAN at the University, Professor Paul Walton of York University delivered a 
seminar held on 8 October 2014 at the University entitled “Equality for Women in Science: 
Sometime, Now, Never?”. This helped to raise the profile of equality issues in academia and 
prompted the School of Applied Sciences working group to discuss several new ideas, which are 
expected to form part of a Departmental action plan in due course. 

The University will be hosting its first Athena SWAN conference in April 2015 with a theme around 
unconscious bias. The central aim will be to disseminate the principles of the Athena SWAN 
programme to all University staff across the institution and highlight Athena initiatives being carried 
out at the institution.  

Although our female role models are active in self-promotion, there would be merit in formalising 
their activities within the broader University Marketing and Communication Strategy. The Athena 
SWAN Panel will review the current document and make proposals to the Director of Marketing. 
 

Action Point 3.11: Celebrate female success through the creation of University Awards for STEM 

women and through nomination for external awards 

 

Action Point 3.12: Continue to hold and support events that encourage school girls into STEM 

 

Action Point 3.13: Review the University Marketing and Communications Strategy and develop 

ways of raising the profile of women in STEM  
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Organisation and culture 

c) Provide data for the past three years (where possible with clearly labelled graphical illustrations) on the 
following with commentary on trends and significant issues, in particular anything relating to gender 
equality. 

(i) Female:male ratio of Heads of School/Faculty/Department – across the whole institution and in SET 
departments. Comment on the main concerns and achievements and how the action plan will address 
them. For example, are women and men appropriately represented at this level? Are there any 
differences in SET departments? 

(ii) Gender balance on the senior management team at university level. Comment on the numbers of 
men and women on the SMT and plans to address any disparity. 

(iii) Gender balance on influential committees at university level.  Comment on the main areas of concern 
and plans to address them. For example, are women and men appropriately represented on senior 
decision-making committees? How do you avoid committee overload where numbers of women are 
small? How are vacancies filled and women encouraged onto committees, especially where turnover is 
low? Are the positions advertised? 

 

Heads of Department, Senior Management Team and Influential Committees 

Table 4.5 Heads of Department by School  

  
2011-12 

  
2012-13 

  
2013-14 

  

School F M F M F M 

Applied Sciences 0 2 0 2 0 3 

Art Design and Architecture 1 2 1 1 2 1 

Business School 2 1 2 2 2 2 

Computing and Engineering 0 2 0 2 0 2 

Education and Professional Development 0 2 0 1 0 2 

Human and Health Sciences 1 1 1 1 1 1 

Music Humanities and Media 0 2 0 2 0 2 

Total HoD 4 12 4 11 5 13 

%Female HoD 25.0%  26.7% 
 

27.8%  

STEM only 1 6 1 5 2 5 

%Female STEM only HoD 14.3%  16.7% 
 

28.6%  
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Table 4.6 Gender balance on the University Senior Management Team 
 

Year Gender 
VC 

Office 
Deans Directors Total Total SMT 

% 
Female 

2011-12 M 4 4 6 14   

  F 0 3 5 8 22 36.4% 

2012-13 M 4 5 6 15     

  F 0 2 5 7 22 31.8% 

2013-14 M 5 6 4 15   

  F 0 1 5 6 21 28.6% 

Table 4.7 Gender Balance on Influential Committees 
 

  2011-12 2012-13 2013-14 

Committee F M %F F M %F F M %F 

Senate 13 26 33.3% 9 23 28.1% 8 25 24.2% 

UTLC 15 17 46.9% 15 16 48.4% 13 15 46.4% 

URC 9 23 28.1% 8 15 34.8% 6 19 24.0% 

 

Tables 4.5, 4.6 and 4.7 show that: 

 Across the whole University 28% of Heads of Department are female; and within STEM 25%. 

 29% of the members of the University SMT are female. 

 Female staff are proportionately represented (48%) on the University’s Teaching and 
Learning Committee. 

 Female staff are under-represented on the University Research Committee (24%) and the 
Senate (32%). 

The memberships of both URC and UTLC are predominantly role based. No members are elected. 
Where School representatives are members, these are nominated by the Deans.  

Senate also has a predominantly role-based membership, but does have four members elected by 
their peers (two academic staff and two general staff). Each School also has representatives 
nominated through their Dean. 

There are opportunities through the nomination and election of committee members for women to 
be better represented. Women need to be encouraged to put themselves forward for consideration 
as nominated members through their Schools or for election by peers. Our Head of Registry will 
organise a senior committee membership awareness session promoting the potential benefits in 
terms of profile and influence as well as the responsibilities such roles carry.  

Given the contractual basis of positions in the post-92 sector, as opposed to traditions of role 
rotation in pre-92 universities, the capacity to change the number of women in the Vice 
Chancellor’s Office by immediate action is limited. The opportunity is to ensure we recruit more 
senior women as vacancies become available. Recently, we have been successful in recruiting a 
new female Dean to the School of Applied Sciences, who will be taking up her post in May 2015. 
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Action Point 4.1: Encourage and support female STEM staff in putting themselves forward for 

School representational roles on committees and elected seats on Senate 
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b) Describe the policies and activities at the University that show a supportive organisation and culture in 
university SET departments. 

(i) Transparent workload models – describe the systems in place to ensure that workload allocations, 
including pastoral and administrative responsibilities (including the responsibility for work on women 
and science) are taken into account at appraisal and in promotion criteria. Comment on the rotation 
of responsibilities e.g. responsibilities with a heavy workload and those that are seen as good for an 
individual’s career. 

Transparent workload models 

The University has a workload model for academic staff that sets the maximum number of 
contracted working hours. Each department and School adapts the model depending on the 
requirements of specific subject disciplines.  The workloads are prepared in consultation with staff 
and are shared within each subject area so that colleague allocations are transparent.  Allocations 
are further reviewed by Human Resources on an annual basis to check both contractual compliance 
and equitable distribution of hours for posts at similar levels of responsibility.  Any issues are 
referred back to the School to resolve.  The review also looks at the balance of activities across 
Schools, investigating issues of disparity as they occur. It is expected that all academic posts carry 
some academic administrative responsibility.  Since 2013-14 the University has a strategic objective 
to reduce administration carried out by academic staff in order to free up more time for research. 
This has included centralising admissions where a specific academic judgement is not required, 
moving pastoral and placement responsibilities to administrative functions and using technology 
where this saves time.   

There are no set policies on role rotation, and role designation is decided at School level.  Allocation 
of roles is managed through appraisal.  Academic management roles e.g. Subject Leader, Head of 
Department and Dean are contractual appointments, do not rotate and are internally and 
externally recruited. 

It is important that outreach and role model work undertaken by female staff receive recognition in 
the workload model. Time allocations will be reviewed to ensure a parity of time is allowed for 
development activity. 

Action Point 5.1: Ensure that the workload model allows sufficient time for development 
activities, including shadowing, committee membership etc.  
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(ii) Publicity materials, including the University’s website and images used. 

Publicity Materials 

The University website has undergone a major overhaul in the past year or so and now has a 
dedicated Athena SWAN site, with a number of links providing information and support for staff. 
The site also has resources that can be accessed publicly and is hosted and maintained by the 
Research and Enterprise service.  

In 2014 in consultation with WISE, imagery within School webpages was reviewed and 
improvements made to ensure good representation of women in STEM. However, further work is 
required to make the content more attractive and inspirational to potential employees and 
students. The University Athena SWAN Panel will maintain oversight of web content with regard to 
female STEM representation.  

 

Action Point 2.10: Review the websites and other promotional mechanisms e.g. display stands at 
conferences, for representation of females and their successes in both teaching and research  
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Flexibility and managing career breaks 

a) Describe the policies and activities at the University that support flexibility and managing career breaks in SET 
departments. 

(i) Flexible working – describe how eligibility for flexible and part-time working is advertised to staff and 
the overall uptake across the University. What training is provided for managers? How is the policy 
monitored and how successful it has been?  

(ii) Parental leave (including maternity, paternity, and adoption leave) – how many women have returned 
full-time and part-time? How is teaching and research covered during parental leave? What support is 
given after returning from parental leave or a career break? What funding is provided to departments 
to support returning staff?  

(iii) Childcare – describe the University’s provision to support childcare and how it is communicated to 
staff. What is the take up?  How will any shortfalls in provision be addressed? 

(iv) Work-life balance – describe the measures taken by the University to ensure that meetings and other 
events are held during core hours and to discourage a long hours culture. 

 

Flexible Working 

Table 4.8 Flexible Working Applications and Approvals, University and STEM 

  
All 

Applications 

Academic 
and 

Research 
Staff 

Applications Approvals 
STEM 

Applications 
STEM 

Approved 

  F M F M F % F M % M F M F M 

2011-12 26 5 12 2 26 100.0% 5 100.0% 3 1 3 1 

2012-13 39 9 7 1 37 94.9% 8 88.9% 4 0 4 0 

2013-14 33 15 8 10 31 93.9% 15 100.0% 2 1 2 1 

 

Table 4.9 Dependants Leave, University and STEM 

 
Number of 
days taken 

Number of days taken 
by female staff 

Number of days taken 
by male staff 

Number of days taken by 
STEM staff 

2011-12 170 134 36 2 

2012-13 155 136 18 2 

2013-14 179 134 45 3 
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The University is committed to assisting staff to manage a satisfactory balance between work and 
personal life. 

Flexible working has always been open to all staff employed for 26 weeks or more for any reason. 
The most common reason is a request for part time working, often in conjunction with a return 
from maternity leave. Increasing numbers of requests are made to support phased retirements, to 
assist in elder care, to manage non work-related part time study or support a leisure activity. The 
scheme is advertised via the staff handbook and the intranet.  Most requests are managed 
informally and the overwhelming majority are agreed. Where a request cannot be met in full as 
originally requested by the employee, HR examines the reasons why a request cannot be met and 
will draw on best practice within the University or sector to identify alternative solutions. Formal 
requests are mostly met in full or met with negotiated adjustments. 

The majority of flexible working requests are made by female staff with childcare being the primary 
reason.  This also applies to requests from STEM staff where over the last three years all requests 
have been approved. 

Carer needs are also reflected in requests for dependants leave as 74% of requests come from 
female staff.  Dependants leave is available to enable staff to deal with unexpected or sudden 
problems involving dependants.  The right to time off applies where it is necessary for an employee 
to give assistance when a dependant is ill, is injured or gives birth.  A dependant is broadly classed 
as anyone who relies on the employee as their primary carer.  A combination of paid and unpaid 
leave is available.  The take-up of paid leave is widely used by support staff to manage child illness.  
Take up is much lower by academic staff. This could be because carer responsibilities are being 
accommodated within the flexibility of home working.  However, this assumption needs testing.  
The number of days taken by STEM staff over the last three years is very low in comparison to other 
areas.  We will therefore consult with STEM staff to identify whether there are barriers to staff 
taking leave to manage carer responsibilities and to identify any further assistance that might be 
required.  Where organisational barriers to staff taking leave are identified, these will be removed. 

 

Action Point 5.2: Review the take up of flexible working and dependants leave by STEM staff, 

consult and remove any organisational barriers identified 
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Parental Leave 

Table 4.10 Maternity Leave Returners 
 

 

Total 
maternity 

leaves 

Returner 
Rate % 

Returned Full 
Time 

Returned Part 
Time 

2011-12 32 84.4% 9 18 

2012-13 25 100.0% 7 18 

2013-14 28 92.9% 7 19 

 

Table 4.11 Maternity Leave Returners – Academic/Research Staff 

 
Academic/Research 

Returned 
Full Time 

Returned 
Part Time STEM 

Returned 
Full Time 

Returned 
Part Time 

2011-12 9 1 8 1 0 1 

2012-13 5 5 0 3 3 0 

2013-14 8 3 5 2 1 1 

Parental leave options include maternity leave, adoption leave, paternity leave, additional paternity 
leave, shared parental leave and dependants leave. In the last three years only two members of 
staff have taken unpaid parental leave, both females and both in combination with a phased return 
from maternity leave.  In the same period only one female employee has taken adoption leave (in 
2012-13) and returned to full time work.   

Shared parental leave has been introduced in line with changes in statute and take up will be 
reviewed.  Whilst male staff who become parents generally take paternity leave for one or two 
weeks no employees have opted for additional unpaid paternity leave. From April 2015, they will 
have the option to take shared parental leave with the mother of the child. This will be promoted in 
the usual way via the University staff web pages, and in the individual discussions and 
correspondence HR has with staff taking maternity and paternity leave. 

Within the academic year 2013-14, the maternity return rate remained high at 93%.  Flexible 
working options continue to be widely used to support returners, with the majority returning to 
part time work.  The return rate from maternity leave for STEM staff has been 100% throughout the 
period with a majority returning full time. Further exploration is required to ascertain whether 
there are any barriers to STEM staff opting for part-time or flexible return. Additional work is also 
needed to identify what other support STEM returners require both for maternity leave or other 
extended carer leave. 

 

Action Point 5.3: Identify any barriers to return to part-time or flexible working after maternity or 

adoption leave in STEM areas 

Action Point 5.4: Identify what other support STEM returners require both for maternity leave or 

other extended carer leave   
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Childcare 

Table 4.12 Childcare Vouchers 

 

 2011-12 2012-13 2013-14 

Total staff taking up vouchers 109 121 139 

Female STEM No data available 10 13 

Male STEM No data available 16 22 

 

The University offers the facility for all staff to use the childcare voucher scheme. The scheme is 
advertised through the staff handbook and intranet and every new employee is notified of the 
provision.  All staff who take maternity, paternity or adoption leave are reminded of the provision 
for vouchers.  The voucher provider is also invited to attend staff conference exhibitions.  The take 
up of vouchers has increased in the three year period, including by STEM staff. The government is 
changing the tax relief available for childcare. The take-up will be monitored and the new scheme 
will be publicised in the same way as childcare vouchers. 
 

 

Action Point 5.5: Monitor and publicise the childcare voucher scheme 
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Work Life Balance 

The University consulted all staff and trade unions in 2010 about a move in the timetable to a 9am 
start (as opposed to the 9.15am start). As a result the University recognised the issues relating to 
school drop-off times and maintained the 9.15am start.  This has been built into a standard 
timetabling model. This model is designed to prevent people working long hour days.  These 
provisions can only be amended through individual contractual agreement with the individual 
member of staff concerned who may wish to propose longer working hours on a daily basis to 
secure a contracted weekly pattern of work.  Workload models are checked in HR and any variance 
to contract norms not covered by individual agreement are referred back to the School to adjust. 
The timetable also provides for at least one day per week during term time for academic staff to be 
free from teaching or other commitments to allow staff guaranteed concentrated time for research 
or to manage peak workflow periods, for example, assessment. Most staff use this day as home 
working.  Where staff do not have teaching or other campus based activities, they are free to work 
from home if they choose, subject to maintaining email contact. Most academic staff use this 
facility.  

In the University’s most recent biannual staff satisfaction survey (May 2013), the University scored 
64 against the survey HE sector benchmark of 58 against home-work interface and had maintained 
this position throughout the previous three surveys in 2007, 2009 and 2011.  Against factors 
measuring overall quality of working life the University scored 66 against a survey HE sector 
benchmark score of 60.   

In 2014 the University was named the Times Higher Education Best University Workplace, claiming 
top spot in every one of the four key areas. In response to the statement , “My work responsibilities 
allow for a healthy work-life balance”, the University scored 76, with the next best scoring 68.  In 
response to the statement, “My University offers a fair deal to its employees in terms of working 
conditions and benefits”, the University scored 91, the next best scoring 88. In 2015, the University 
was in the top 5 for the majority of factors. 
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5. Any other comments: maximum 500 words  

Please comment here on any other elements which are relevant to the application, e.g. other SET-specific initiatives of 
special interest that have not been covered in the previous sections. Include any other relevant data (e.g. results from 
staff surveys), provide a commentary on it and indicate how it is planned to address any gender disparities identified.  

The University has one Daphne Jackson Fellow, Dr Gemma Sweeney in the School of Applied 
Sciences. Post PhD graduation in 1995, she worked in industry based pharmaceutical research for 
eight years before starting a family. She has three children and took a career break lasting 10 years. 
Returning to a career in science after such a long time was not something which initially seemed 
possible, but thanks to the Daphne Jackson Trust, and generous funding of £17k from the EPSRC 
and £79k from the University of Huddersfield, that became possible. Dr Sweeney joined the 
University in July 2013 on a two year part time contract.  

If we are successful with our Bronze Award application, we will proactively support our STEM 
departments to apply for departmental Athena SWAN awards (including JUNO for Physics) to 
illustrate our commitment to promotion and progression of gender equality throughout the 
University. Gaining an institutional Athena Bronze award will further motivate staff in Schools to 
engage in the process. Our Athena Panel members will share good practice and act as institutional 
champions for the Athena process, acting as mentors and role models, and supporting others 
within their disciplines and beyond. Our work with WISE has already been invaluable and we hope 
to extend our work with many other specialists in the STEM fields. 

The University of Huddersfield is committed to implementing, in its entirety, the action plan 
attached to this application. School Boards have expressed their commitment to Athena SWAN. For 
example, the ADA School Board prepared a written statement which includes, “The School Board 
has already pledged that it will fully support the action plan and will seek to provide the resources 
to operationalise any changes necessary; continuously review progress of the action plan on a 
monthly basis through School Board meetings; and ensure that an annual cyclic review will be 
undertaken by the Athena SWAN working group for Architecture”. Our drive for the promotion of 
equality in our STEM departments is paramount. We intend to take full advantage of consultation 
with members of the STEM community and other institutions engaged with the promotion of 
women in STEM to ensure that we are successful in our aims. Changes implemented to support 
greater gender equality in STEM are also recognised as beneficial to the whole University. 

We are aware of the difficulties and effort required with this agenda and we are fully committed to 
the challenges ahead.  We are also aware that this process is only the first step and that there is a 
great deal of hard work to be done to achieve our goals. We are however very confident that our 
dedication to this project will ensure we overcome any obstacles in our path and that our success 
will enable our institution to become a valuable asset to the Athena community. Through this we 
will improve the working environment for all staff at the University. 
 

Action Point 6.1: Athena SWAN – preparation for Departmental Award submissions 

Action Point 6.2 to 6.9 inclusive:  Athena SWAN Departmental Award submissions 
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6. Action plan 

Provide an action plan as an appendix. An action plan template is available on the Athena SWAN website.  

The Action Plan should be a table or a spreadsheet comprising actions to address the priorities identified by the analysis of relevant data presented in this application, 
success/outcome measures, the post holder responsible for each action and a timeline for completion. Also include in the Plan how the University will encourage SET departments 
to apply for awards. 

The Plan should cover current initiatives and the University’s aspirations for the next three years. 

 

 Area/issue 
identified for action 

Action  Responsibility Timescales Outcome Measures Progress Log 

       

1 Athena SWAN Action 
Plan Implementation 

and Monitoring 

     

1.1 Action plan monitoring 
by the Athena SWAN 
Panel 

University Athena SWAN 
Panel to review progress with 
the Athena SWAN Action Plan 
on a quarterly basis  

University 
Athena SWAN 
Panel 

 

 

Quarterly starting 
June 2015 

Monitoring the action plan will enable a 
review of the progress and identification 
of which actions have had an impact. The 
plan can then be amended to reflect this 

 

1.2 

 

Annual review of HR 
Data by the Athena 
SWAN Panel to assess 
progress with the 
delivery of outcomes 

 

University Athena SWAN 
Panel to review HR Data 
Annually 

University 
Athena SWAN 
Panel 

 

Annually starting 
December 2015  

An annually available assessment of the 
HR Data will identify which actions have 
had an impact. The plan can then be 
amended to reflect this 

An annual report will be written for 
Senate 
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1.3 URC & UTLC 
engagement in the 
implementation 

Prepare reports for URC/UTLC 

 

University 
Athena SWAN 
Panel Chair 

Each academic 
term, starting 
summer 2015 

Reports will be considered at URC & UTLC 
meetings once a term and feedback 
sought regarding any proposed changes 
to the action plan and their suggestions 
for dealing with any barriers to progress 

 

1.4 Senate to receive 
annual progress reports 
from the Athena SWAN 
Panel and to agree 
forward action plans 

Prepare formal progress 
report for Senate 

University 
Athena SWAN 
Panel Chair 

Annually starting 
in February 2016 

An annual report will be submitted to 
Senate annually in February each year, 
which highlights where changes in gender 
balance have occurred and which actions 
have had the most impact. Approval will 
be sought for any changes to the forward 
action plan 

 

1.5 Athena SWAN Panel to 
review the membership 
and terms of reference 
for School Working 
Groups appropriate for 
the pre-submission 
preparation phase of 
departmental awards 

 

Review the membership and 
terms of reference for School 
Working Groups appropriate 
for the pre-submission 
preparation phase of 
departmental awards 

University 
Athena SWAN 
Panel 

June 2015 School working group membership will be 
revised and clarity given over the remit 
and tasks required to deliver a 
departmental award application 

 

1.6 School Working Groups 
to share best practice 
and support each other 
through the Athena 
Panel meetings and 
joint 
training/development 
sessions 

Athena Panel meetings to 
include agenda items relating 
to sharing of best practice and 
experience in the 
development of Athena SWAN 
applications and to identify 
opportunities for joint 
training/development 
sessions  

University 
Athena SWAN 
Panel Chair 

Quarterly starting 
June 2015  

Best practice will be identified, 
understood and extended to all School 
Working Groups through exchanges at 
the Athena Panel meetings and separate 
training/development sessions 
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2 Recruitment of Female 
Staff 

     

2.1 Refresh and reinforce 
equality and diversity 
training for all staff in 
STEM departments 

All staff are expected to 
complete equality and 
diversity training 
programme available 
via the website as part 
of induction 

Review the compliance with 
the completion of the training 
in STEM departments, 
creating action plans where 
necessary 

Encourage refresher training 
for those that have done it 
before 

 

HR Director 

 

Annually starting 
in June 2015 

Reviewing the compliance with equality 
and diversity training will identify who 
needs to be trained.  HR will issue lists of 
staff who need training to Deans. School 
specific action plans will be created and 
led by the Deans and include refresher 
training for all staff in STEM departments 

 

2.2 Refresh and reinforce 
recruitment and 
selection training for 
STEM Departments 

All staff on recruitment 
panels are expected to 
complete the 
recruitment and 
selection training 
programme available 
via the website 

Review the compliance with 
the completion of the training 
in STEM, creating action plans 
where necessary 

HR Director 

 

Annually starting 
in June 2015 

Reviewing the compliance with 
recruitment and selection training will 
identify who hasn’t been trained. An 
action plan will be created by HR, 
supported by STEM Deans to include 
refresher training for staff who haven’t 
carried out the training within 3 years 

 

2.3 Members of 
appointment 
committees for STEM 
departments to have 
training including in 
unconscious bias 

Arrange training for members 
of appointment committees 
for STEM posts including in 
unconscious bias. Note that 
the University operates a 
system whereby Chairs are 
not from the recruiting 
department/School 

Head of Staff 
Development 

September 2015 
onwards 

All staff who are members of an 
appointment committee for a STEM post 
after June 2016 will have received 
unconscious bias training 
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2.4 Review recruitment 
procedures and make 
changes to secure 
higher female 
application and 
conversion rates  

Review the recruitment 
processes (application, 
shortlisting and appointment)  

Amend procedures and 
policies as necessary 

 

Director HR 

 

July 2016  The recruitment process will be reviewed 
in consultation with STEM female staff 
and factors identified 

An action plan will be developed to 
address the specific factors 

Appropriate policies and procedures will 
be amended 

 

 

2.5 Create a new process of 
exit discussions within 
STEM Departments  

Exit interview 
procedure exists but 
take up is poor 

STEM Schools to implement 
face to face exit surveys to 
increase the volume and 
quality of data, and to identify 
issues that could be 
addressed.  

Deans/ Director 
of HR 

Start September 
2015 and embed 
as an ongoing 
process  

Exit feedback processes will be improved 
through the ability of leavers to talk 
directly to a colleague in the Department.   

Reasons for leaving will be better 
understood and any actions that could 
have been taken to retain those staff 
recorded 

 

 

2.6 Implement 
improvements to 
collection and analysis 
of STEM recruitment 
data 

The current on-line 
system doesn’t collect 
information specific to 
STEM 

 

Modify the on-line 
recruitment system to enable 
tracking of information about 
applicants for STEM specific 
posts 

Head of Reward 
and Information 
Systems 

System 
improvements by 
August 2016 with 
reporting capacity 
in academic year 
2016-17 

STEM recruitment data will be reported 
from  academic year 2015-16 onwards to 
allow quantitative monitoring and 
evaluation of recruitment methods 

Accurate data about applicants and the 
ability to generate success rates for STEM 
posts will be available. 
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2.7 Review and make 
changes to University 
recruitment materials 
to ensure a female 
friendly approach 

Documentation for the 
recruitment  process 
has not been reviewed 
to specifically consider 
attracting female 
applicants 

Review and amend all 
University documentation 
relating to recruitment 
procedures to ensure that 
female applicants are 
attracted to the University 

HR Director September 2016  
and annually 
thereafter 

Recruitment materials and procedures 
will be reviewed from a female 
perspective and updated and issued to 
STEM School staff 

 

2.8 Review and update 
recruitment information 
packs for STEM 
Departments 

Information packs for 
applicants have not 
been reviewed to 
specifically consider 
attracting female STEM 
applicants 

STEM departments to review 
the information pack 
documentation for their areas 
to identify and make 
improvements  

Deans September 2016  
and annually 
thereafter 

Each STEM area will produce a tailored 
recruitment information pack for 
academic and research posts highlighting 
positive messages such as flexible 
working, carer leave and female 
achievements  

 

2.9 Monitor the 
effectiveness of 
advertising routes 
including through the 
WISE website 

The WISE website has 
been used in addition to 
standard approaches 
since 2014 

 

Monitor the application traffic 
driven by the WISE 
recruitment site and other 
channels. Consider and 
identify other channels 

Head of Reward 
and Information 
Systems 

September 2016  
and 6 monthly 
thereafter 

Information regarding the number of 
applications routed through the WISE 
website compared to jobs.ac.uk and 
others e.g. national press will be made 
available to the HR Director. Alternative 
and additional advertisement routes will 
be implemented if the numbers of  
female applicants do not increase 
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2.10 Review the websites 
and other promotional 
mechanisms e.g. display 
stands at conferences, 
for representation of 
females and their 
successes in both 
teaching and research  

External awards to 
women are reported on 
the website, but a 
systematic logging 
process isn’t in place 

Review the University and 
STEM School websites, and 
other promotional material 
used to market the University 
to ensure that representation 
of female achievement is 
prominent 

Create a process for logging 
new awards, external 
committee membership, 
other esteem items associated 
with women in the University 

Promote opportunities to 
attract women who have had 
career breaks such as through 
the Daphne Jackson Trust 

School 
Marketing 
Practitioners 

January 2016 and 
annually 
thereafter 

The University and STEM School websites 
will be updated at least annually 

An award/esteem information logging 
process will be established for female 
STEM staff  

There will be an increase in the number 
of articles published inside and outside 
the University about the work of female 
staff in STEM 

 

       

3 Female Career 
Progression and 
Promotion to Senior 
Grades 

     

3.1 Embed the target for 
proportionate 
representation of 
female staff in REF 2020 
within the School 
research planning and 
monitoring processes 
ensuring appropriate 
training and guidance is 
provided 

Include proportional 
representation of eligible 
female staff for REF 2020 
within the School research 
planning targets 

Develop guidance and training 
as appropriate 

Director, 
Research and 
Enterprise 

September 2015 Specific % female targets for REF suitable 
staff will be set and monitored during the 
4 year preparation period to 2020 
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3.2 Provide shadowing 
opportunities in Head of 
Department and Subject 
Leader roles for STEM 
female staff 

At annual appraisal identify 
opportunities for female staff 
to shadow more senior staff 

Deans June 2015 and 
annually 
thereafter 

An increase in the number of Heads of 
Department and Subject Leaders being 
formally shadowed by female staff will be 
observed, encouraging more female staff 
to put themselves forward for more 
senior roles 

 

3.3 Support the 
development of career 
plans to B2+ for female 
Grade 10 STEM staff 

Ensure that Grade 10 
Professorial staff have a clear 
career plan to pursue 
promotion to Band 2+, 
including mentor support 

Deans June 2015 and 
annually 
thereafter 

Every Grade 10 STEM female staff 
member will have a career plan with 
appropriate mentor support 

This will lead to an increase in number of 
female STEM staff coming forward for 
promotion to B2+ and being successful 

 

 

3.4 Review the criteria for 
conferment to Reader 
and address any gender 
specific aspects 

Review the criteria for 
conferment to Reader in the 
context of no female success 
in the past two years 

Address any gender specific 
aspects arising from the 
review 

 

Director HR October 2016 Conferment criteria for promotion to 
Reader will be reviewed and actions 
arising implemented to improve 
applications and success rates for female 
staff 

 

3.5 Support the 
development of career 
plans to Professor for 
female Grade 9 STEM 
staff 

Ensure that Grade 9 staff have 
a clear career plan to pursue 
promotion to Professorial 
level, including mentor 
support 

Deans June 2015 and 
annually 
thereafter 

Every Grade 9 STEM female staff member 
will have a career plan with appropriate 
mentor support 

An increase in number of female STEM 
staff coming forward for promotion to 
professor (Grade 10) and being successful 
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3.6 Increase the female 
STEM staff attendance 
at promotion 
workshops 

Promotion workshops 
have been run, but with 
low turnout from STEM 
female staff 

 

 

Continue to operate 
promotion workshops, to 
include CV writing, specifically 
targeting attendance by 
female STEM staff 

HR Director June 2015 and 
annually 
thereafter 

There will be an increase in the  number 
of female STEM staff attending the 
promotion workshops and this will 
improve the quality of applications for 
promotion 

 

3.7 Include a strategic 
equalities perspective in 
all management 
development 
programmes 

 

  

Review all management 
development programmes 
and embed equalities in 
materials and trainer 
approach 

 

Head of Staff 
Development 

Start September 
2015 and embed 
as an ongoing 
process 

The management development 
programme will include a strategic 
equalities aspect to support best practice 

 

3.8 Evaluate the ECR 
mentoring scheme, to 
assess its applicability to 
female STEM staff more 
widely 

This scheme was 
introduced in 2013-14 

 

 

Evaluate the effectiveness of 
the ECR mentoring scheme  

Identify aspects that would be 
applicable to a wider female 
STEM mentoring scheme (not 
just ECRs) 

Head of Staff 
Development 

December 2015 The ECR scheme evaluation will identify 
good practice and assist the development 
of a scheme for female STEM staff more 
generally 
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3.9 Continue to prioritise 
STEM staff for the 
Aurora programme and 
encourage senior STEM 
female staff to act as 
role models 

4 STEM staff have 
participated in Aurora in 
2014, and a further 6 
STEM staff are 
participating in the 2015 
programme 

Continue to prioritise STEM 
female staff to participate in 
the Aurora programme both 
as mentees and mentors, and 
as Aurora role models 

HR 
Director/Deans 

September 2015 
and annually 
thereafter 

There will be an increase in the number 
of female staff participating in the Aurora 
programme – aiming for at least 4 new 
mentees per year 

More female STEM staff will become 
Aurora role models and mentors for other 
female staff within the University 

 

3.10 Develop pilot 
programme to expand 
the HALM model to 
support career 
development for female 
STEM staff 

Expand the HALM model to 
include a pilot programme for 
career development for 
female STEM staff  

Head of Staff 
Development 

January 2017 Pilot programme will have been operated 
and feedback from female STEM staff 
attendees utilised to make improvements 
and roll out a longer term programme 

 

3.11 Celebrate female 
success through the 
creation of University 
Awards for STEM 
women and through 
nomination for external 
awards  

Create University WISE 
Awards for female STEM staff 
celebrating excellence in 
teaching and research 

Nominations will be managed 
by the University Teaching 
and Learning Committee and 
the University Research 
Committee 

 

Pro V-C Teaching 
and Learning 

& 

Pro V-C Research 
and Enterprise 

Annually; the first 
awards to be 
granted in 
September 2015 

Female STEM staff will be nominated for 
the University WISE Research and 
University WISE Teaching Awards and the 
winners will be selected by the VCO  

An increase in the number of female staff 
nominated for external awards through 
the University Teaching and Learning 
Committee and the University Research 
Committee 

Generally there will be more visible 
female role models to attract female 
applicants to the University and inspire 
the next generation of women 
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3.12 Continue to hold and 
support events that 
encourage school girls 
into STEM 

STEM and Research and 
Enterprise staff to continue to 
support and participate in 
events aimed at encouraging 
schools girls into STEM 

 

Head of Schools 
and Colleges 
Liaison Service 

On going An active programme of events aimed at 
encouraging school girls into STEM will be 
delivered.  

 

 

3.13 Review the University 
Marketing and 
Communications 
Strategy and develop 
ways of raising the 
profile of women in 
STEM 

 

Review the current University 
Marketing and 
Communications Strategy and 
make recommendations 
specific to women in STEM 

Director, 
Marketing 

December 2016 The University Marketing and 
Communications Strategy will reflect the 
gender equality agenda through women 
in STEM activities 

 

       

4 Improve Overall 
Representation of 
Female Staff on 
Committees 

     

4.1 Encourage and support 
female STEM staff in 
putting themselves 
forward for School 
representational roles 
on committees and 
elected seats on Senate 

 

Female STEM staff to be 
encouraged and supported in 
putting themselves forward 
for committee membership, 
including a committee 
membership awareness 
session   

 

Deans/ Head of 
Registry 

As vacancies arise 

Awareness 
session October 
2015 

There will be improved representation for 
female STEM staff on Senate through 
elections and on other committees 

 

       



69 
 

5 Work-Life Balance      

5.1 Ensure that the 
workload model allows 
sufficient time for 
development activities, 
including shadowing, 
committee membership 
etc. 

 

Keep the application of the 
workload model under review 
within Schools and take action 
if there is any evidence of 
gender related imbalance in 
administration, teaching, 
research load and 
opportunities for career 
development 

 

 

Deans/Director 
of HR 

On going The workload model includes allocation 
of time for developmental activities  

No staff complaints relating to gender will 
be reported 

 

5.2 Review the take up of 
flexible working and 
dependants leave by 
STEM staff, consult and 
remove any 
organisational barriers 
identified 

Dependants leave policy 
operates but take up is 
low from academic staff 
in STEM 

School Athena Working 
Groups to explore  the 
reasons for a low take-up of 
flexible working and 
dependants leave in STEM 
areas 

Any organisational barriers 
identified to be translated into 
action plans 

Architecture 
Working Group 

Applied Sciences 
Working Group 

Nursing Working 
Group 

Psychology 
Working Group 

Computing and 
Engineering 
Working Group 

September 2016 Consultation with staff over the existence 
of the flexible working and dependants 
leave policies will lead to the range of 
policies operating becoming better 
understood by STEM staff, and any 
barriers to their uptake revealed 

New action plans will be put in place to 
tackle specific issues arising from the 
consultation 

With increased take up of  flexible 
working and use of dependants leave 
survey outcomes e.g. QoWL will indicate 
a satisfied female STEM workforce 
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5.3 Identify any barriers to 
return to part-time or 
flexible working  after 
maternity or adoption 
leave in STEM areas 

Induction processes are 
recommended for all 
maternity/adoption 
leave returns but 
implementation is 
inconsistent 

School Athena Working 
Groups to identify any barriers 
to return to part-time or 
flexible working after 
maternity/adoption leave in 
their subject areas or as a 
wider group 

Any organisational barriers 
identified to be translated into 
action plans 

 

 

Architecture 
Working Group 

Applied Sciences 
Working Group 

Nursing Working 
Group 

Psychology 
Working Group 

Computing and 
Engineering 
Working Group 

September 2016 Consultation with staff over part-time or 
flexible working following a period of 
maternity or adoption leave will lead to 
the range of policies operating becoming 
better understood by STEM staff, and any 
barriers to their uptake revealed 

New action plans will be put in place to 
tackle specific issues arising from the 
consultation 

With increased take up of part-time and 
flexible working after maternity or 
adoption leave, survey outcomes e.g. 
QoWL will indicate a satisfied female 
STEM workforce 

 

 

 

5.4 Identify what other 
support STEM returners 
require both for 
maternity leave or other 
extended carer leave 

Hold a discussion group 
meeting with some recent 
STEM returners from 
maternity or other extended 
carer leave to explore further 
ways to support the return of 
staff who have been absent 
due to carer responsibilities 

Identify any actions and 
develop a plan 

 

Architecture 
Working Group 

Applied Sciences 
Working Group 

Nursing Working 
Group 

Psychology 
Working Group 

Computing and 
Engineering 
Working Group  

Academic year 
2015-16 

Consultation with staff over return to 
work following a period of carer leave will 
help to identify further steps that could 
be taken to provide further support 

New action plans will be put in place to 
tackle specific issues arising from the 
consultation 

With increased support, survey outcomes 
e.g. QoWL will indicate a satisfied female 
STEM workforce 
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5.5 
 
Monitor and publicise 
the childcare voucher 
scheme 

 

Continue to monitor the take 
up of the childcare voucher 
scheme, particularly by STEM 
staff, and publicise any 
changes through the website, 
emails to staff etc. 

Director of HR On going Childcare voucher uptake data will be 
included in the annual data set for review 
by the Athena SWAN Panel 

Childcare vouchers will be publicised 
regularly 

 

       

6 Departmental Equality 
Awards 

     

6.1 Athena SWAN – 
preparation for 
Departmental Award 
submissions 

Review female STEM staff and 
student data and benchmark 
against other universities, and 
develop action plans to 
support Departmental 
submissions 

 

 

 

 

Architecture 
Working Group 

Applied Sciences 
Working Group 

Nursing Working 
Group 

Psychology 
Working Group 

Computing and 
Engineering 
Working Group 

Academic year 
2015-16 

Assessment of the STEM staff and student 
data will identify which actions are likely 
to have an impact. Action plans will be 
prepared to reflect this 

 

 

6.2 Athena SWAN 
Departmental Award 
submission 

Architecture Architecture 
Working Group 

 

April 2016 Submission prepared with support from 
the School and University Athena SWAN 
Panel and submitted in April 2016 

 

6.3 Athena SWAN 
Departmental Award 
submission 

Nursing  

 

Nursing Working 
Group 

April 2016 Submission prepared with support from 
the School and University Athena SWAN 
Panel and submitted in April 2016 
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6.4 Institute of Physics 
JUNO Award 
Submission 

Chemistry 

 

 

Applied Sciences 
Working Group 

 

April 2016 Submission prepared with support from 
the School and University Athena SWAN 
Panel and submitted in April 2016 

 

6.5 Athena SWAN 
Departmental Award 
submission 

Computing and Engineering 

 

Computing and 
Engineering 
Working Group 

 

April 2016 Submission prepared with support from 
the School and University Athena SWAN 
Panel and submitted in April 2016 

 

6.6 Athena SWAN 
Departmental Award 
submission 

Psychology Psychology 
Working Group 

 

April 2016 Submission prepared with support from 
the School and University Athena SWAN 
Panel and submitted in April 2016 

 

6.7 Athena SWAN 
Departmental Award 
submission 

Biological Sciences 

 

Applied Sciences 
Working Group 

 

November 2016 Submission prepared with support from 
the School and University Athena SWAN 
Panel and submitted in November 2016 

 

6.8 Athena SWAN 
Departmental Award 
submission 

Physics Applied Sciences 
Working Group 

 

November 2016 Submission prepared with support from 
the School and University Athena SWAN 
Panel and submitted in November 2016 

 

6.9 Athena SWAN 
Departmental Award 
submission 

Pharmacy 

 

Applied Sciences 
Working Group 

 

November 2016 Submission prepared with support from 
the School and University Athena SWAN 
Panel and submitted in November 2016 

 

 


