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1. Letter of endorsement from the Vice-Chancellor

Ms. Sarah Dickinson
Athena SWAN Manager
Equality Challenge Unit,
Queen's House,
55-56 Lincoln's Inn Fields,
London
WC2A 3LJ

20 November 2013

Dear Sarah
At Plymouth University, our mission is about advancing knowledge and transforming lives through
education and research and we have called out the need to empower our people as a key enabler
of our ambition. Our people matter. Our staff and students together with our partners and wider
community activities in our city and region, make up the diverse University community. We take
great pride in their individual and collective achievements as enabling talent to express itself in
society is a core value of our University.
Our enterprise-led approach fosters a spirit of empowerment, and seeks to provide an environment
that inspires creativity and innovation, and the sharing of ideas in an inclusive and supportive
setting.
Plymouth University has been a long-term supporter of Athena SWAN, and we continue to
recognise its significance to organisations right across the country. Since signing our original
charter, the six principles are now embedded into the Action Plan we comment upon here, our
Strategy 2020, and a five-year Equality Scheme designed to promote and celebrate our diversity.
This joined-up approach has seen us recognised with an Outstanding Achievement Gold Rating for
equality and diversity in the national Universities That Count (UTC) index, complementing our
many existing successes through Athena SWAN at both institutional and faculty levels.
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Ensuring our female staff and students share that sense of being engaged and empowered is a
crucial element of our strategy to transform lives, which focuses on excellent learning in
partnership with students, world class research and innovation, raising aspirations and driving
engagement and achieving resilience, sustainability and effectiveness. At all times, we want to
help create opportunities for our people to develop and excel in line with our strategy. Our turnover
level of female academic staff in STEMM areas is low and trends in recruitment and appointment
are positive, and we attribute part of this success to the Athena SWAN work we have undertaken
and continue to build upon
As a University and as individuals, we strive to innovate and improve. As well as building upon our
current work we are championing new initiatives targeted at further increasing the impact and
reach of professional networking and formal career mentoring.
On a personal level, I am pleased with our progress. As a scientist and a woman, I am committed
to ensuring that others have the chance to realise their talents and develop meaningful careers on
their own terms.
Yours sincerely

Professor Wendy Purcell
Vice-Chancellor and President

[414/ 500 words]
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2. The self-assessment process
Plymouth University’s self-assessment process and its plans for the future have continuously evolved in recent years. This has
been influenced by the following key factors:







Evolution of our Executive Team and their commitment to women in STEMM;
Extension of the remit of the Board of Governors’ Employment Committee to include all aspects of employment, including
Equality, Diversity and Inclusion principles;
The transition to the Equality Act and Public Sector Equality Duty (PSED) as of October 2010;
Development of the University’s Equality Objectives 2011–16;
Strategic restructuring initiatives in 2011–12; and
Our strategic imperative of empowering all of our people, regardless of their gender or other defining characteristic.

2 a) The Self-Assessment Team structure
From 2009–12, the University’s self-assessment process was carried forward by the Gender Equality Scheme Sub Committee
(GESSC), comprising academic and professional services staff representatives from all University departments (Figure 1).
Figure 1: Consultation and governance structure 2009–12
Board of
Governors

E&D Committee

Gender Equality
Scheme Sub
Committee

Race Equality
Scheme Sub
Committee

Disability Equality
Scheme Sub
Committee
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The GESSC provided a valuable two-way process to consult with, and gather feedback from academic staff, and members were
responsible for disseminating information on gender initiatives and priorities to their faculty colleagues. During this period, 46
colleagues (35 female, 11 male) formally participated in the GESSC. In addition to the central E&D Committee, each faculty has
its own local E&D committee with responsibility for:




Realising local action plans and reporting progress to the central committee;
Monitoring local progress against Athena SWAN commitments;
Working with the central committee in the realisation of University-wide equality objectives.

Following restructuring in 2012, we migrated to have a Central Self-Assessment Panel, comprising 12 members (
Table 1), with an additional 36 colleagues engaged in local committees across STEMM subject areas.
Table 1: Brief précis of Central Self-Assessment Panel members
tbc

2 b) Self-assessment process and evolution

The Annual Equality Report demonstrates how Plymouth University has implemented the Equality Act though our Equality
Scheme 2011–16. It also reflects gender related equality objectives and progress against faculty and school action plans,
ensuring:




transparency of progress reporting locally and at institutional level;
greater external visibility through website publication of our progress;
continuing oversight and review of progress by the E&D Committee and Board of Governors against targets specifically
focused on women and their careers.

Figure 2 provides a brief overview of the process by which the GESSC meetings promoted and supported the Athena SWAN
project through engagement and consultation, and provides a high-level summary of key consultation and engagement
initiatives.
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Figure 2: GESSC consultation and engagement initiatives

GESSC Consultation 2009–11
Discussed the recommendations in the Athena SWAN Awards Success
Letters following renewal of our Bronze Award.

GESSC Engagement 2009–12

Shared good practice through faculty annual reports on local progress
against their plans for promoting gender equality.
Reviewed the latest gender monitoring data at each meeting.
Annual equal pay review feedback.

Special staff development workshops for members, e.g. to encourage
creative thinking in planning faculty actions to promote gender equality.

Annual consultation on the University’s gender equality objectives which
incorporate Athena SWAN.

Promoted the benefits of the Athena project, e.g. the Athena Co-ordinator
from the Faculty of Science and Technology shared their Athena Action
Plan and progress.

Consultation on proposed Equality Objectives for the Equality Scheme
2011–16 that replaced the previous Gender Equality Scheme.

Shared feedback on good practice in advancing gender equality at each
meeting.

E&D Committee Actions 2009–13
2009 GESSC recommendations for embedding gender equality in University
policy and practice. supported and initiated

Informed members of existing staff benefits that advance gender equality,
e.g. flexible working.

June 2010 – New University targets agreed to seek to increase the
percentage and representation of women in senior academic and
academic managerial roles.

Informed members of new opportunities for women, e.g. reduction of
required papers in the REF due to maternity leave.

June 2010 – formal recommendation that Athena related good practice be
formally embedded into the HR Strategy.
2011 – Equality objectives for female representation in senior roles
formally transitioned into the University Equality Scheme 2011–16.
2012 – E&D committee superseded GESSC for review and monitoring whilst
dialogue on eth future structure for subcommittees commenced.
2013 – Central and localised Athena SWAN teams embedded to support
action plan delivery.
2013 – E&D Committee agreement to reframe the University D&I strategy
to support cross-cutting objectives that would support the extension of
work previously commenced via Athena SWAN.
The E&D Committee continues to monitor and promote Athena
developments across the University.

Through our approach, we have ensured that debate and dialogue about Athena SWAN is integrated into broader discussions
about gender and institutional strategies. The recruitment of a new Director of HR in 2010 with experience of leading diversity
and inclusion in a large global organisation has helped with the introduction of new good practice to better support women in the
workplace and a refreshed vision for workplace diversity across the University. Our analysis of our progress and impact has
influenced the approach to our new Action Plan with us choosing now to focus efforts on a number of longer-term, strategic
items, and enabling initiatives such as Personal Development Reviews, career pathways and mentoring.
Centrally, we have provided support, workshops and encouragement for a number of school-based Athena SWAN applications,
and evolved our E&D data reporting to create an ‘Athena Information Hub’ where both STEMM and non-STEMM leadership can
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access gender focused data about their staff. This has been an important step as we recognise that the provision of this core
data has been pivotal in supporting schools to monitor progress on their action plans and celebrate successes.
In November 2012, our School of Psychology was awarded Bronze level recognition, and Table 2 details the schools we are
currently working with to submit applications.
Table 2: Schools planning Athena SWAN submissions

School
School of Computing and Mathematics
School of Geography, Earth and Environmental Sciences
School of Marine Science and Engineering
Peninsula Schools of Medicine and Dentistry (PUPSMD)
School of Health Professions

Current Target Submission Date
November 2013
November 2013
November 2013
2014
2014

2 c) Our future direction
Since the University’s original Athena SWAN application, our approach to equality and diversity has evolved, and we have
moved to focus on the business benefit a diverse workforce brings. We pay considerable attention to the notion of inclusion and
the cultural dimensions which are so critical in driving this agenda.
Our original Action Plan provided a strong platform for our thinking and action on gender related elements of culture change. The
work completed in implementing that plan has delivered positive change and progress. In 2012, the University articulated its
future strategy, entitled ‘Plymouth 2020’, and during its development, our Executive Leadership reconfirmed the criticality of
empowering our people as a fundamental element of strategy realisation and a section of the University’s strategy is dedicated to
this commitment.
There are five goals in the University’s ‘Empowering our People’ strategy (Table 3) which provide a vehicle to explicitly confirm
our continued commitment to Athena SWAN and increasing the representation of women in STEMM in our underpinning
strategic actions, whilst in parallel integrating gender related considerations into University-wide thinking about diversity.
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Table 3: Goals in 'Empowering our People' strategy
Empowering our
People Goal
Goal 1
Goal 2
Goal 3
Goal 4
Goal 5

Description
To sustain a culture of trust, empowerment, transparency and accountability that enables effective
leadership and promotes great decision-making at the appropriate level supported by highly effective
governance arrangements.
To ensure that the right people are in the right roles at the right time with succession plans in place for
all key positions.
To cultivate and sustain a culture of self-leadership and trust where people take responsibility for what
they need to do, are clear on what success looks like in their role and understand how best to
contribute to the core strategy of the University.
To foster self-development by providing an environment where people have the tools, resources,
feedback and leadership they need to enjoy and be successful in their work.
To recognise and reward individual and team contributions through processes such as an effective
Performance Development Review procedure and the Vice-Chancellor’s Enterprise Awards.

To achieve these goals, and to really make a step-change in the way that we approach the work relating to equality and diversity,
the central E&D Committee (recently repositioned as the Culture, Diversity and Inclusion Committee or CDIC) articulated the
need to evolve our culture from the historical ‘three subcommittees’ model to a new, integrated employee network and
consultation approach with Athena SWAN self-assessment and progress monitoring clearly embedded into central dialogue.
During 2013–14 we have commenced implementing this.
The staff profiles in
Table 1 clearly show that members of our Central Self-Assessment Panel are not only dedicated to the notion of gender equality,
but hold influential roles within the University and can therefore ensure that this principle is enshrined in day-to-day academic
life. A schedule of regular self-assessment panel meetings to review focused effort and confer has been established.
[963/1000 words]
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3. Description of the institution
3.1 The University
Plymouth University is a thriving, dynamic institution, named in September 2013 as among the top 300 of the Times Higher
Education World University Rankings. The recipient of the Queen’s Anniversary Prize for Higher and Further Education in 2012,
it is globally ranked as one of the five greenest and most sustainable universities in the UI Greenmetrics league.
Committed to delivering a first-class, first-choice student experience, and enjoying a leading reputation for excellence in teaching
and learning alongside world-class research and knowledge transfer, Plymouth is distinguished by its engagement with business
and a focus on enterprise.
The University can trace its roots back to 1862 and its motto Explore, Dream, Discover continues to embrace and represent its
enterprising culture. The University plays a key role in civic and regional leadership and, in connecting with other business
engaged universities through the University Alliance, drives regional economic growth, empowers students and maximises
research-led innovation across the sector.
With over 28,000 students, including more than 11,800 within its STEMM departments, as well as 1,191 academic staff and
1,689 support staff, Plymouth is one of the largest universities in the UK. It enjoys a high rate of graduate employment and
contributes a quarter of a billion pounds to the regional economy.
The University has invested more than £300 million over the past decade in its estate and student facilities, and is the first
modern higher education institution to boast its own medical and dental schools, the Plymouth University Peninsula Schools of
Medicine and Dentistry.
Its £19 million Marine Building was opened by HRH The Duke of Edinburgh in October 2012, and an investment of £25 million in
translational and stratified medicine further demonstrates the University is dedicated to using its knowledge and expertise to
create a lasting legacy for the region and beyond. It continues to invest in other projects, including a £9 million student residence
in Cornwall and a £7 million Performing Arts Centre under construction on campus.
Plymouth is one of the UK’s most successful universities in teaching and learning. The legacy of the award of the five Centres
for Excellence in Teaching and Learning (2005–10) is the Pedagogic Research Institute and Observatory (PedRIO) which is one
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of the University’s five Research Institutes. PedRIO links 200 academics from all faculties actively engaged in HE pedagogy. The
Institute provides a focus for the University’s 80 holders of Learning and Teaching research awards, the 16 National Teaching
Fellows, 11 Higher Education Academy Principal Fellows and 30 Senior Fellows.
The results of the Research Assessment Exercise (RAE) in 2008 demonstrated the majority of areas submitted by the University
included world-leading research, achieving the highest rating possible of four stars. Overall, 80% of the research was judged to
be of international repute. On the basis of this performance, the University leapt 15 places to join the top 40 universities in
Research Fortnight’s power table, showing the greatest improvement of any university since the RAE 2001.

3.2 Progress in gender balance across academic disciplines
The process of implementing the actions identified in our original Action Plan has enabled us to better understand the main
factors that impede the progression of women at the University and this new understanding has been built in to the updated
Action Plan. For example, feedback on the Academic Promotions’ process and the data on application rates made us
understand that women were not coming forward to apply in the same numbers as men and so the process has been totally
reworked from an annual to a rolling process and also linked to the University’s performance review procedure to ensure that
women are being encouraged to come forward for promotion when they are ready. Our data shows the representation and
recruitment of women from Early Career Researcher (ECR) through to Lecturer is strong and becoming more gender balanced
at University level.
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Table 4: Research and academic staff by gender and post – all departments
Post
Research Assistant

Research Fellow

Lecturer

Assoc Prof (SL)

Assoc Prof (Reader)

Assoc /Dep Head1

Professor

Sen Mgr Acad2

Year
2011
2012
2013
2011
2012
2013
2011
2012
2013
2011
2012
2013
2011
2012
2013
2011
2012
2013
2011
2012
2013
2011
2012
2013

F
42
54
60
47
57
54
256
276
275
69
58
53
18
16
18
*
7
13
26
27
26
38
38
40

F%
63%
61%
60%
51%
50%
47%
53%
54%
53%
37%
36%
35%
30%
28%
27%
100%
41%
33%
18%
18%
17%
22%
21%
21%

M
25
34
40
46
57
61
225
231
246
120
101
97
43
42
49
*
10
27
118
123
130
138
142
154

M % Total
37%
67
39%
88
40%
100
49%
93
50%
114
53%
115
47%
481
46%
507
47%
521
63%
189
64%
159
65%
150
70%
61
72%
58
73%
67
0%
*
59%
17
68%
40
82%
144
82%
150
83%
156
78%
176
79%
180
79%
194

1

Associate/Deputy Head is a new Academic post, not a Senior Manager Academic post (such as Head of School, Dean, etc).

2

The Senior Manager Academic group includes all Professors.
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Table 5: Research and academic staff by gender and post – STEMM
Post
Research Assistant

Research Fellow

Lecturer

Assoc Prof (SL)

Assoc Prof (Reader)

Assoc/Dep Head3

Professor

Sen Mgr Acad4

Year
2011
2012
2013
2011
2012
2013
2011
2012
2013
2011
2012
2013
2011
2012
2013
2011
2012
2013
2011
2012
2013
2011
2012
2013

F
32
41
42
32
43
45
128
140
143
31
28
23
9
7
9
0
*
*
11
11
12
16
15
18

F%
64%
60%
58%
44%
45%
44%
49%
53%
50%
29%
30%
27%
21%
18%
21%
n/a
36%
25%
13%
13%
13%
18%
16%
17%

M
18
27
30
40
53
57
132
126
143
76
64
62
33
33
33
0
*
*
72
77
80
72
76
89

M % Total
36%
50
40%
68
42%
72
56%
72
55%
96
56%
102
51%
260
47%
266
50%
286
71%
107
70%
92
73%
85
79%
42
83%
40
79%
42
n/a
0
64%
*
75%
*
87%
83
88%
88
87%
92
82%
88
84%
91
83%
107

3

Associate/Deputy Head is a new Academic post, not a Senior Manager Academic post (such as Head of School, Dean, etc).

4

The Senior Manager Academic group includes all Professors.
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Tables 4 and 5 provide an overview of female and male representation in research and academic posts for the three years from
2011–13. The data, split into University wide and STEMM specific data, encompasses all full- and part-time staff at Plymouth
University (including Plymouth University staff at the former Peninsula College of Medicine and Dentistry 5) but does not include
hourly-paid staff. Associate/Deputy Heads is a small, new grouping that was introduced in 2012.
The data shows us that at an overall institutional level we are making progress against self-determined targets, but work needs
to continue. In our Action Plan, we have specifically included action items relating to recruitment advertising, further career
mentoring and personal development to support the growth of internal female talent. Our data in section 4 shows us that:





the percentage of our female academics holding short term contracts is ahead of the 2011–12 HESA sector benchmark;
the actual success of women in STEMM applications and appointment is excellent;
success rates for female academics when they apply for promotion are good, and;
we have low levels of staff turnover.

This informs us that our work is starting to deliver solid results.
In our 2011–16 equality objectives, we set ourselves the ambitious target that we wanted the percentage of women in Associate
Professor (Senior Lecturer), Associate Professor (Reader) and Senior Academic Managerial (SAM) roles to increase to 40%,
25% and 25% respectively by 2014. At the time of reporting, the percentages achieved are 35%, 27% and 21% respectively,
demonstrating that our ambitions are beginning to come to fruition.
Across the institution, a key action in our original plan was to review and evaluate our promotion process. Our 2013 STEMM data
shows that a total of 40% of posts are held by women, matching the latest HESA benchmark. The representation of women at
Professorial and Senior Manager Academic posts in these subject areas is below HESA 2011–12 benchmarks and our work in
supporting senior level representation remains a continued focus area.
[999/1000 Words]

5

Each data snapshot is for 1st January in each year and therefore the data includes the Peninsula College of Medicine and Dentistry (PCMD). The new
Plymouth University Peninsula Schools of Medicine and Dentistry (PUPSMD) that succeeded PCMD was formally launched in February 2013.

Page 16

4. Supporting and advancing women’s careers
4.1 Progress against our original Action Plan

Table 6: Progress against our original Action Plan
Key Area

Priority

Actions

Responsibility

Timescale

Progress

1. STEMM
Baseline Data

Set targets to
increase the
percentage of
women STEMM
Senior Lecturers,
Readers,
Professors and
Senior Managers
and provide
robust and
comprehensive
data to support
monitoring of
progress

Set revised HR Gender Targets for academic grades as
part of the new HR Strategy (2009–12). To include
specific targets for Senior Lecturer, Reader, Professor /
Academic Senior Manager.

Director of HR

Sep 2009

Completed

Roll out the provision of Web Intelligent HR Statistics for
faculties and schools to enable Deans and Heads of
Schools to have direct access to HR gender statistics.

Head of Corporate
Information

2009

Completed

Review the retirement policy to accommodate partial
retirement to support the retention of skilled women in
STEMM, where appropriate.

Director of HR

2011–12

Completed

Application report to include data for any senior academic
management posts not externally advertised.

Director of HR /
Head of Equality
and Diversity

May 2010

Completed

Build on existing benchmarking for staff in annual reports
and scope extending to staff in STEMM.

Head of Equality
and Diversity

2009–10

Completed
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Key Area

Priority

Provide STEMM
data to measure
applications to
STEMM academic
posts

Gain better
information on
women leaving
STEMM posts at
the University

Actions

Responsibility

Timescale

Progress

Review women in STEMM on fixed-term contracts in
grades: SL, Professor/Senior Academic Manager.

Director of HR/
Deans

2009–10

Ongoing

Analyse applications and appointments to all academic
posts in STEMM annually and include in the annual
application data report.

Head of Equality
and Diversity

2009 and
annually

Completed

Circulate data to Equality and Diversity Committee,
STEMM Deans and Heads of Schools, highlighting any
issues.
Carry out an internal audit on recruitment and selection
procedures to provide a check on training requirements
and adhesion to procedures.

Completed
Internal auditors/
Director of HR

Aug 2009

Completed

Collect data on the career progression of contract
research staff through the CROS survey.

Head of the
Graduate School

2010–11

Excellent –
survey
analysis is
under way

Develop annual turnover data reports by faculty, school,
grade and gender.

Director of HR

2009–10

Completed

2011–12

Ongoing

Develop a robust exit questionnaire/interview procedure
to provide information on reasons why women leave
permanent STEMM academic posts.

Improve data on
students in
STEMM by gender

Produce regular annual reports on staff taking and
returning from maternity or adoption leave.

Director of HR

2010–12

Excellent

Continue to provide annual baseline student data reports
for undergraduates, postgraduate researchers and taught
postgraduates.

Head of Corporate
Information

2009–10 and
annually

Completed
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Key Area

Priority

Actions

Responsibility

Build on the benchmarking of both undergraduate and
postgraduate students by gender using the JACS subject
codes, which were introduced into the annual student
data reports in 2008, and monitor trends internally and
externally.

Head of Equality
and Diversity

Timescale

Completed

Continue to circulate annually to Senior Management
Team and Heads of Schools.
2. Key career
transition
points

Increase female
applications to
permanent
STEMM academic
posts

Support women to
gain promotion to
senior STEMM
posts.

Progress

Completed

Review and revise the further particulars sent to
applicants for academic posts in the Faculty of Science
and Environment and other STEMM schools to encourage
female applications, drawing on the good practice from
the previous Faculty of Technology.

Dean of the Faculty
of Science and
Environment/Heads
of School

2009–10

Ongoing

Advertise on the University website the availability of
flexible working schemes.

Director of HR

2010–11

Completed

The Equality and Diversity Unit will provide guidance on
positive action.

Head of Equality
and Diversity

2009–12

Completed

Complete the revision of the academic promotions policy
and criteria for promotion to Senior Lecturer, Reader and
Professor, in the light of the gender equality impact
assessment and annual monitoring reports.

Director of HR and
DVC (Academic
and Partnerships)/
Head of Equality
and Diversity

Jul 2009

Completed

Develop guidelines/proforma for panel to ensure
consistency of the reporting of promoting decisions and to
aid feedback to unsuccessful candidates.

Deans/Heads of
School

2010 and
annually

Completed

Ensure all staff have clear feedback on unsuccessful
promotion applications and support to develop their
careers for promotion.

Head of Equality
and Diversity

Completed
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Key Area

Priority

Actions

Responsibility

Timescale

Progress

Ensure that, when ready, staff are supported and
encouraged to apply or re-apply for promotion.

Excellent

Monitor to ensure selection and promotion panels always
have trained academic staff of both genders and
encourage chairs to achieve a gender balance.

Completed

Monitor, by gender, variations in applicants’ selfassessments against the promotion criteria compared
with those of panels.

Completed

Monitor any changes and outcomes annually by gender
and faculty through an annual report to the Equality and
Diversity Committee and the Senior Management Team.

Completed

Procedures for selecting staff as Directors of Studies for
funded stipendiary studentships (new annual initiative) will
encourage early career staff to apply.

DVC (Research
and Enterprise)/
Head of Graduate
School

2009–12

Ongoing

All five areas of research in this initiative will ensure
representation of both genders on the local panels to
assess applications from staff for a stipendiary student.
The University-wide panel will ensure both genders are
represented.
Revise the Appraisal Policy, guidelines and training.
Appraisal discussions for STEMM academic staff will
focus explicitly on the development and support needed
for career development.
Actively support and promote the value of external
mentoring.

Completed

Ongoing
Director of HR/
STEMM Line
Managers

2009–12

Completed
Completed

Ongoing
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Key Area

Priority

Support women
going on and
returning from
maternity leave
and support all
staff to achieve a
work-life balance

Actions

Responsibility

Timescale

Progress

Ensure gender equality is able to be monitored throughout
data systems developed for the forthcoming REF.

DVC (Research
and Enterprise)

2011–12

Completed

Develop core role profiles for teaching and learning,
research and enterprise and leadership that promote and
enable equitable agendas. (HR Strategy)

Director of HR

2010–11

Completed

Design, develop and implement an ’enterprise
enabling‘ performance management system in
partnership with key stakeholders so that individual
contributions/capabilities are optimised. This system will
comprise strands relating to: appraisal, personal
development planning, objective setting, workload
allocation, financial reward, succession planning, peer
review, 360 degree feedback for leaders and will
mainstream gender equality throughout. (HR Strategy)

Director of HR

2010–13

Completed

Finalise the revision of the Maternity Policy and
Procedures and incorporate the Breastfeeding Policy.

Director of HR

2009

Completed

Revise the flexible working policies, taking account of the
work-life balance good practice from Athena, so that
people are able to make their full contribution to the
diversity of work undertaken at the university whilst
maintaining and protecting their wellbeing and ability to
sustain high-level performance.

Director of HR

2010–12

Completed
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Key Area

Priority

Actions

Responsibility

Timescale

Develop a Wellbeing Policy, encompassing family friendly
policies, procedures and guidance for managers
Post doc to
Lectureship

When vacancies occur for lectureships, support
appropriate internal candidates to apply.

Progress
Excellent

Heads of Schools/
Directors of Studies

2009–12

Ongoing

Encourage female researchers to join the GetSET
database run by the UK Resource Centre for Women in
SET so that they can access national mentoring schemes
and network with others with similar research interests.

Heads of Schools/
Directors of Studies

2009–12

Ongoing

Continue the Skills Development Programme to support
postgraduate and early career researchers to develop
their careers.

Head of the
Graduate School

2009–12

Completed

Continue successful work to encourage women to
become undergraduates in STEMM subjects. For
example, the Women into Technology initiative.

Head of Widening
Access

2009–12

Completed

Ensure that the procedure for approval of a Research
Institute (new initiative) sets out how its staffing plans
comply with the Equality and Diversity Policy, working
towards Athena’s aims.

DVC (Research
and Enterprise)

2009–10

Ongoing

The annual report from Research Institutes will include an
evaluation of progress on Athena aims and equality and
diversity within staffing plans.

Deans/Directors of
Institutes

2010–12
(annually)

Ongoing

Extend this encouragement to those working flexibly, parttime or currently on a career break.

3. Culture
change and
gender balance
in decision
making

Raise awareness
of the Athena
SWAN priorities
and encourage
positive action

Ensure that steering committees of Research Institutes
have both genders represented and encourage
committees to work towards a gender balance, through
external appointments where necessary.

Ongoing
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Key Area

Priority

Actions

Responsibility

Timescale

Progress

Annual reports from Research Institutes will review their
implementation of gender equality in staffing plans,
progress towards the University’s gender equality
objectives/revised gender equality targets.

Chairs of Research
Institutes’ Steering
Committees

2010–12

Ongoing

Ensure all new staff in STEMM schools are briefed on the
work towards the Athena Charter and Award through new
staff induction.

Head of Equality
and Diversity

2009–12

Completed

Revise the “Promoting a Positive Working Environment”
document for line managers.

Director of HR

2009–10

Completed

Athena’s aims are embedded in the Gender Equality
1
Scheme and Deans and Directors are required to sign off
the scheme's actions for their areas.

Head of Equality
and Diversity/
Members of the
Gender Equality
Scheme
SubCommittee

2009–12

Completed

Staff and
Organisational
Development
Manager
Director of HR

2009–10

Completed

2009–12

Completed

Annual report on progress of the scheme to the Equality
and Diversity Committee, Senior Management Team and
Board of Governors.
Staff development
and training

Review local induction practices and develop a procedure
linked to probation to ensure appropriate take up of
equality and diversity development.
All staff undertaking recruitment and selection will, at a
minimum, be required to undertake online equality and
diversity training.
All chairs of recruitment panels will be required to
undertake one day face-to-face recruitment and selection
training, including information and training on gender
equality.

Completed

Completed
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Key Area

Priority

Actions

Timescale

Progress

The requirement for equality and diversity recruitment and
selection training will be extended to members of
promotion panels.

Completed

The take-up of training will be monitored to ensure all
panel members are trained before they carry out these
roles.

Completed

Leadership development will be a requirement for senior
roles, including Deans, Directors and Heads of Schools.
(New initiative to develop leadership skills, supported by a
leadership toolkit.)

Staff and
Organisational
Development
Manager/Head of
Equality and
Diversity

2009–12

Carry out an equal pay audit.

Director of HR

2009

Completed

Develop an effective reward system that rewards
enterprising activity/results and excellent leadership in a
fair and equitable manner as part of a performance
management system and undertake a post
implementation review of New Pay and Reward.

Director of HR

2011–12

Completed

Gender equality
impact
assessments

Gender equality impact assessments will be carried out
on policies and procedures as they are developed or
reviewed.

Senior Managers

2009–12

Completed

Ensure senior
leadership for
Athena Charter

The revised Action Plan is supported and championed by
the Office of the Vice-Chancellor and the Director of HR.

VC/DVCs/ Director
of HR

2009–12

Completed

A partnership between the Staff and Organisational
Development Manager and the Head of Equality and
Diversity will ensure that gender equality is mainstreamed
through the Leadership Development Programme.
Performance and
reward

4. Champions
and
responsibilities

Responsibility

Completed

Completed
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Key Area

[1]

Priority

Actions

Responsibility

Timescale

Progress

Deans with responsibility for STEMM schools will
champion Athena’s aims and support the implementation
of this Action Plan.

Deans

2009–12

Completed

Heads of STEMM schools are responsible for the Action
Plan and reporting back to the E&D Committee on the
annual data reports.

Heads of Schools

2009–12

Excellent

The Head of Equality and Diversity will support and
champion the implementation of this Action Plan and the
Athena SWAN Charter principles.

Head of Equality
and Diversity

2009–12

Completed

All staff have responsibilities under the University’s
Gender Equality Scheme. The scheme has
representatives from all faculties who are responsible for
supporting the scheme and reporting on progress in their
areas.

Representative
members of the
Gender Equality
Scheme Sub
Committee
(GESSC)

2009–12

Completed

www.plymouth.ac.uk/equality
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4.2 Key career transition points
4.2 a) Research and academic staff on fixed-term and open-term contracts
Table 7: Fixed-term contracts by gender and post – all departments and STEMM
Post
Research Assistant

Research Fellow

Lecturer

Assoc Prof (SL)

Year
2011
2011
2012
2012
2013
2013
2011
2011
2012
2012
2013
2013
2011
2011
2012
2012
2013
2013
2011
2011
2012
2012

Gender
Female
Male
Female
Male
Female
Male
Female
Male
Female
Male
Female
Male
Female
Male
Female
Male
Female
Male
Female
Male
Female
Male

All Departments
STEMM
Fixed %
Fixed %
86%
94%
92%
94%
96%
100%
94%
96%
93%
93%
93%
93%
79%
84%
96%
95%
79%
84%
89%
89%
80%
87%
85%
86%
13%
9%
15%
9%
14%
11%
15%
13%
15%
13%
17%
17%
7%
3%
8%
5%
2%
8%
8%
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Post

Year

Assoc Prof (Reader)

Assoc / Dep Head6

Professor

Senior Manager Acad7

2013
2013
2011
2011
2012
2012
2013
2013
2011
2011
2012
2012
2013
2013
2011
2011
2012
2012
2013
2013
2011
2011
2012
2012

Gender
Female
Male
Female
Male
Female
Male
Female
Male
Female
Male
Female
Male
Female
Male
Female
Male
Female
Male
Female
Male
Female
Male
Female
Male

All Departments
STEMM
Fixed %
Fixed %
4%
8%
8%
17%
11%
5%
6%
13%
5%
6%
11%
11%
12%
3%

86%
100%
100%
93%
27%
15%
26%
23%
23%
26%
34%
28%
32%
34%

75%
100%
100%
92%
9%
13%
18%
23%
17%
23%
25%
21%
27%
30%

6

Associate/Deputy Head is a new Academic post, not a Senior Manager Academic post (such as Head of School, Dean, etc).

7

The Senior Manager Academic group includes all Professors.
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Post

Year

Gender

2013 Female
2013 Male

All Departments
STEMM
Fixed %
Fixed %
33%
22%
33%
27%

Table 7 provides comparative analysis of female and male academics across all departments, as well as STEMM subject areas,
for the period 2011–13. The Associate/Deputy Head post was a recent addition and, as such, there are only a small number of
post holders.
At University-wide level in 2013, throughout the above career path, the percentage of women in fixed-term posts is either equal
to or less than the percentage of men in fixed-term posts (except for the new post of Associate/Deputy Head, where the
percentages are based on small numbers). Similarly, in STEMM areas in 2013, the percentage of women in fixed-term posts is
either similar to or less than the percentage of men in fixed-term posts, except for Associate Professor (Reader) and Head of
Department/School, where percentages are based on small numbers.
Analysis shows that in STEMM areas in 2013, the proportion of academic posts that are fixed-term contracts is similar for men
(34%) and women (37%). The latter figure compares well with the latest HESA benchmark (2011–12) for STEMM departments in
the UK, where a higher percentage (44%) of academic posts held by women are fixed-term.
This clearly shows that women in general, and particularly in STEMM areas, are being offered and accepting permanent career
opportunities with the University clearly supporting our longer term targets and goals.
As highlighted previously, we have worked across the University to promote HR policies and employment benefits in relation to
flexible working and family-friendly policies amongst staff and hiring managers. We now have many examples of female
academics ably juggling their personal and professional lives as a result of this flexibility. We had previously identified the
importance of raising collective awareness of these factors, and this remains a strong commitment in our new Action Plan.
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4.2 b) Application and appointment success rates
Table 8 provides a comparative analysis of job application and appointment success across the University, and within STEMM
departments, from 2010–12. (The analysis is based on completed calendar years. Unknown gender is included in the total but not
shown in a separate column. The wider gender gap of 26 percentage points for Senior Manager Academic in 2011 is due to very small
numbers of men and women applying in that year.)
Table 8: Job application success rates by gender and post – all departments and STEMM
All Departments

STEMM

Applied

Applied

Success

Post

Year

F%

M%

Research
Assistant

2010

61%

34%

6%

2011

55%

40%

2012

60%

2010

Research
Fellow

Lecturer

Assoc
Prof

Senior
Mgr Acad

TOTAL

F%

M%

Success

F%

M%

F%

M%

4%

62%

32%

7%

5%

5%

5%

43%

47%

9%

7%

40%

6%

4%

55%

45%

7%

5%

46%

52%

11%

6%

43%

55%

11%

7%

2011

40%

56%

15%

6%

38%

57%

14%

7%

2012

41%

59%

6%

7%

42%

58%

6%

8%

2010

38%

60%

7%

5%

32%

64%

10%

7%

2011

37%

62%

9%

4%

34%

64%

10%

3%

2012

32%

67%

10%

5%

28%

71%

15%

6%

2010

29%

70%

7%

6%

22%

76%

7%

6%

2011

18%

80%

18%

4%

18%

80%

18%

4%

2012

27%

73%

9%

7%

31%

69%

7%

9%

2010

31%

66%

15%

8%

27%

71%

6%

7%

2011

32%

68%

38%

12%

25%

75%

100%

33%

2012

29%

70%

6%

8%

27%

73%

33%

13%

2010

43%

54%

7%

5%

41%

55%

8%

7%

2011

42%

55%

8%

4%

35%

60%

11%

5%

2012

40%

60%

8%

5%

39%

61%

9%

7%
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Figure 3: Job applications – female and male
success rates 2010–12
The pattern across the three years studied shows
women tending to have a higher success rate than
men. (Figure 3)

The data clearly shows that the heightened awareness of the challenges faced by females in academia, and the actions we have
undertaken to date have had a positive impact on the gender balance within the University in STEMM and non-STEMM areas.
This shows that our work on policies in relation to mandatory selection and assessment panel training where participants are
clearly coached on the importance of impartial questioning and avoidance of unconscious bias has been effective.
Our recruitment and selection panel criteria clearly stipulate the need for male and female representation. This approach
indicates that we are an inclusive employer that seeks to challenge stereotypical assumptions relating to gender in any career
and profession.
Actions undertaken in our previous Action Plan with relation to data monitoring, hiring policies and selection processes and
mandatory staff training has:



enhanced our reporting capabilities;
mitigated concerns over any potential risks of unconscious bias being a barrier to success for female job applicants, and
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enabled comparative analysis of female appointees in STEMM and cross-institute hires.

This has confirmed to us that we need to maintain emphasis on our recruitment messaging and talent attraction plans,
particularly at Senior Lecturer and Associate Professor level in a nationally limited talent pool.
Part of the challenge faced by UK universities is the historical lack of women in STEMM generally, and in section 2. c we explore
the work that we have done, and intend to continue doing, through our longer term ‘People Enabler’ strategy, that is intentionally
designed to support and encourage female talent both in STEMM and non-STEMM work spheres.
4.2 c) Promotion application and success rates
Table 9, Table 10 and Table 11 show the promotion, application and success rates for University promotions to Associate
Professor (Senior Lecturer), Associate Professor (Reader) and Professor respectively. (Application rates are marked with an ‘a’
and success rates are marked with an ‘s’. Promotion rounds took place in 2009, 2010 and 2012. A new process allowing
promotion throughout the year was then introduced, and its effects during 2013 are currently being monitored.)
Table 9: Promotion to Associate Professor (Senior Lecturer) – all departments
Status

Year

Applied

2009
2010
2012
2009
2010
2012

Promoted

Female
Male
Total
Rate %
Rate % Rate%
11% (a) 20% (a)
15% (a)
9% (a) 14% (a)
11% (a)
3% (a)
5% (a)
4% (a)
36% (s) 31% (s)
33% (s)
24% (s) 54% (s)
41% (s)
67% (s) 60% (s)
63% (s)
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Table 10: Promotion to Associate Professor (Reader) – all departments
Status

Year

Applied

2009
2010
2012
2009
2010
2012

Promoted

Female Male
Total
Rate % Rate % Rate%
5% (a)
6% (a)
5% (a)
4% (a)
3% (a)
4% (a)
2% (a)
3% (a)
3% (a)
36% (s) 33% (s) 34% (s)
38% (s) 33% (s) 36% (s)
50% (s) 73% (s) 65% (s)

Table 11: Promotion to Professor – all departments
Status

Year

Applied

2009
2010
2012
2009
2010
2012

Promoted

Female
Rate %
1% (a)
1% (a)
1% (a)
67% (s)
67% (s)
100% (s)

Male
Total
Rate % Rate%
5% (a)
3% (a)
4% (a)
3% (a)
4% (a)
3% (a)
45% (s)
48% (s)
50% (s)
53% (s)
50% (s)
58% (s)

The data shows that when female academics elect to apply for promotion, they are succeeding in appointment. The data does
serve to highlight that less women are putting themselves forward for consideration, and this is a factor that we are looking to
address in our new Action Plan through encouraging further internal as well as external networking and leadership development
opportunities.
The need for time to network is acknowledged as important, as articulated in the five-level framework proposed by Liz Doherty
and Simonetta Manfredi ("Improving women's representation in senior positions in universities", Employee Relations, Vol. 32 Iss:
2, pp.138–155), which sets down the types of intervention required to create a more equal gender balance in senior positions.
Building on this, we have specifically focused on the importance of creative and centrally supported networking in our action
plan. (A key piece of feedback, gathered through consultation with female academics as part of the recent REF process, is that
carving out the time to lead a self-managed forum is another ‘administrative and organisational’ task that could create a demand
for additional working, or detract from time available for research activity.)
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Figure 4: Difference in female and male application rates for promotion – all departments
Figure 4 was produced to help us analyse the
difference between application rates for
promotion in the University. (Values less than
zero indicate a lower application rate for
women than for men.) It shows a pattern
across the three years studied of lower
application rates for women. While the gender
gap still exists, it has significantly reduced for
Associate Professor (Senior Lecturer posts)
over the three year period.
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Figure 5: Difference in female and male success rates in promotion – all departments
Figure 5 shows the difference between
female and male success rates for promotion
in the University. (Values less than zero
indicate a lower success rate for women than
for men.) The chart shows that there is no
established pattern in the difference between
female and male promotion rates for
Associate Professor (Senior Lecturer) and
Associate Professor (Reader) posts. Women
tend to be more successful in promotions to
Professor, but percentages are based on
small numbers.

Table 12 and Table 13 show promotions to Associate Professor (Senior Lecturer), Associate Professor (Reader) and Professor
in STEMM departments.
As numbers of applications in each year are small, the gender representation is shown at each stage rather than success rates.
(Promotion rounds took place in 2009, 2010 and 2012. A new promotions process allowing promotion throughout the year was
then introduced. Promotion results during 2013 are currently being monitored.)
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Table 12: Promotion to Associate Professor (Senior Lecturer) and Associate Professor (Reader) – STEMM
Promotion to Associate Professor (Senior Lecturer) – STEMM

Year

F

2009
2010
2012
Total

49%
53%
51%
51%

Eligible
M
Total
51%
47%
49%
49%

100%
100%
100%
100%

F
35%
35%
38%
35%

Applied
M
Total
65%
65%
63%
65%

100%
100%
100%
100%

Promotion to Associate Professor (Reader) – STEMM

Promoted
F
M
Total
33%
20%
50%
31%

67%
80%
50%
69%

100%
100%
100%
100%

F
44%
46%
44%
45%

Eligible
M
Total
56%
54%
56%
55%

100%
100%
100%
100%

F
29%
43%
30%
34%

Applied
M
Total
71%
57%
70%
66%

100%
100%
100%
100%

Promoted
F
M
Total
33%
60%
25%
38%

67%
40%
75%
63%

100%
100%
100%
100%

Table 13: Promotion to Professor – STEMM
Promotion to Professor – STEMM

Year
2009
2010
2012
Total

F
41%
45%
41%
43%

Eligible
Applied
Promoted
M
Total
F
M
Total
F
M
Total
59% 100% 13%
88% 100% 25%
75% 100%
55% 100% 13%
88% 100% 25%
75% 100%
59% 100%
0% 100% 100%
0% 100% 100%
57% 100%
8%
92% 100% 14%
86% 100%

As numbers are small,Figure 6 considers the above STEMM data by using a three year average to show the change in female
representation at each stage through the promotion process.
Figure 6: Average female representation in promotions over 2009–12 – STEMM
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shows the percentage of women in each stage
of the promotion process: firstly in the eligible8
group, then in the group who applied for
promotion, and finally in the group who were
promoted. There is a separate series for each
post to which staff can apply for promotion:
Associate Professor (Senior Lecturer),
Associate Professor (Reader), and Professor
(see the blue, red and green series
respectively). For each of the above posts,
female representation in the Applied group is
significantly lower than in the Eligible group.
However, female representation in the
Promoted group is either close to or greater
than female representation in the Applied
group.

The University fully appreciates the criticality of supporting women to gain promotion and this was a key objective when the
University revised the Academic Promotions process. The main revision took place in 2009, with further refinements in 2010 and
2012. For promotion to Associate Professor (Senior Lecturer) and Associate Professor (Reader), an additional domain (External
Engagement) was created and the required levels of attainment were redefined. For Professors, three alternative routes were
defined – Research, External Engagement and Teaching and Learning – with the composition of the University Promotions
Committee being strengthened and an Appeal Procedure introduced to recognise the changing nature of the academic career
and ensure that evolving areas of attainment were equally recognised.
8

Eligibility is based on the post held.
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Promotion panels are monitored to ensure they have trained academic staff of both genders, with panel chairs encouraged to
achieve a gender balance. New proforma have been developed to ensure consistency of reporting, and outcomes are monitored
and reported to the CDIC and Senior Management. Deans ensure that all staff receive clear, supportive feedback on
unsuccessful promotion applications and Table 9, Table 10 and Table 11 demonstrate our success in these areas with women
achieving similar promotion rates to men in the University and in STEMM. This is followed up by a 1:1 meeting with a member of
the Academic Promotions’ panel.
The continued lower application rate of women compared to that of men shows that there are still issues that need to be
addressed. The Athena action to develop a new Personal Development Review (PDR) system was developed by the HR
Directorate in 2011. The system is based on the criticality of coaching and feedback and its tangible link to performance and it
plays to the strengths of staff who work collegiately rather than independently by recognising both the achievement of
performance objectives and also the way in which those objectives were achieved, referencing the University’s values-based
behaviours. A key objective of the revised process was to optimise individual staff contribution by supporting a two-way dialogue
and encouraging a transparent exchange of expectations and requirements. Integrated in to the process is a career development
discussion in which staff are encouraged to start preparing for their next role. Academic staff are proactively encouraged to apply
for a promotion when they are ready.
Furthermore, there is now a broader talent management process in play, of which the performance development review forms an
integral part, which is designed to mainstream gender equality and comprises appraisal, personal development planning,
objective setting, workload allocation, financial reward, succession planning and peer review. The new form of PDR was rolled
out from 2012, and the University will carefully monitor the outcomes, particularly in relation to academic promotions and
performance rating in terms of gender. This forms part of our new Action Plan.
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4.3 Career development
4.3 a) Researcher career support and training
The University’s Researcher Forum has been meeting three times a year since 2008, and is open to research staff, early career
academics, and staff supporting the researchers. Its aim is to assist research staff in sharing information, seeking opinions and
feedback, and guiding potential changes to policy and practice. For example, feedback from the forum was used in tailoring
improvements to researcher development.
A Researcher Development Programme has been running since 2003, and although tailored for PhD students, it has proved
valuable for staff. An additional development programme for staff was launched from August 2013 and will contain over 40
sessions, with both programmes mapped against the Researcher Development Framework (Vitae, 2010).
All research staff have a yearly Personal Development Review (PDR) and all STEMM disciplines provide formal mentoring
support to their early career researchers. School-specific practice is tailored to fit the needs of the discipline, ensuring regular
performance feedback as well as the creation of individual objectives and development plans, and examples of common practice
include:





mentoring and supervision, and peer mentoring sessions;
guidance and support on grant writing;
research seminars and mentoring from senior staff and Visiting Fellows;
group publications resulting from conferences and seminars.

In September 2011, the University was awarded the European Commission’s HR Excellence in Research Award, in recognition
of our commitment to the UK Concordat. A University steering group meets three times a year to guide the provision of best
opportunities for researchers throughout their careers, according to the principles laid out in the Concordat. Our data shows that
our support and actions undertaken to date have delivered excellent results. Going forward, our Action Plan reflects the
importance of continuing to develop and monitor our strong practice to ensure that this next generation of female academics are
encouraged to remain in STEMM.
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4.3 b) Mentoring and networking
WiTNet (Women in Technology Network), Plymouth University
Launched at Plymouth in 2005 with funding from the UK Resource Centre for Women in STEMM, WiTNet is a network for female
students in disciplines where women are the minority sex. Here at Plymouth, women are least well represented in the
engineering, building and computing degrees, and we started the network to overcome particular barriers facing girls and women
in non-traditional subjects of choice. Furthermore, even when women have successfully entered study and careers, national
statistics show they are far more likely than men to leave these disciplines.
WiTNet’s aim is to foster the students’ sense of belonging and self-identification as future engineers/scientists and in so doing,
aims to promote female participation, retention and progression – either into discipline-related careers or into postgraduate study
and research.
To achieve this, there are regular networking sessions with other students, graduates and women professionals, opportunities for
mentoring, support, information, advice and professional development and built-in support networks, both personal and
professional. These are designed to help tackle potential problems (e.g. isolation, conflicts between study and childcare), to
enrich the student experience and identification with the subject, and to facilitate self-development.
The network is owned and run by the students with support from staff, and as well as providing opportunities to share
experiences, also aims to reach out to schools, encouraging the next generation of women students to enter the disciplines
through ‘taster days’ supported by female student ambassadors.
4.3 c) Raising the profile of women in STEMM
We proactively seek to recognise and celebrate the achievements of female academics, particularly within STEMM subject
areas.

Page 39

Table provides a few recent examples that show how we publicise appointments, research expertise and other accolades of
female staff9.
Through internal communications and cascades, we actively publicise opportunities such as awards and scholarships to female
members of staff, for example the L’Oreal UNESCO Women in Science Awards, and we proactively offer media spokesperson
opportunities to female staff members. To further support and encourage women to take up these opportunities, we provide
professional services such as media training, while our online Experts Directory showcases the areas of interest and expertise of
our female academic population.
Culturally, we seek to create internal pride though the Vice-Chancellor’s Enterprise Awards, and celebrate successes through
internal bulletins, cascade briefings and the intranet.

9

The volume of work, thought leadership and opinion pieces produced by our female academic community across STEMM and non-STEMM subjects since 2010 is extensive, so we have
elected to provide a snapshot of some recent items for the purposes of this submission.
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Table 14: Celebrating the achievements of female academics at Plymouth University
Description
Vice-Chancellor Professor
Wendy Purcell appointed as
advisor to national review on
universities and regional
economic growth
Vice-Chancellor Professor
Wendy Purcell appointed to
the BIS Departmental Board

Weblink
www.plymouth.ac.uk/
pages/view.asp?pag
e=40163

Vice-Chancellor Professor
Wendy Purcell appointed the
Chair of the new National
Council of Healthcare Science
in Higher Education

www.plymouth.ac.uk/
pages/view.asp?pag
e=39187

www.plymouth.ac.uk/
pages/view.asp?pag
e=40332

Extract
Professor Wendy Purcell was invited alongside six other leading independent
experts, including senior figures from Oxford University and the universities of
Manchester and Nottingham, to support the government's Department for
Business Innovation and Skills in its ‘Review of Universities and Growth’.
Wendy has also been appointed to the BIS Board.
Professor Wendy Purcell was invited by the Right Honourable Dr Vince Cable
MP to become a Non Executive Board Member in light of her extensive
knowledge and experience as a leading figure in the Higher Education sector.
Her role is to provide external advice and expertise to inform decision making
processes by meeting regularly with the Secretary of State and his team at BIS
and with the other Non-Executives. As the only university Vice-Chancellor, she
joins BIS ministers, senior officials, business leaders and investors on the BIS
Departmental Board.
A new national body, the Council of Healthcare Science in Higher Education,
has been set up to champion the unified ‘voice’ of healthcare science within the
university sector. Chaired by Professor Wendy Purcell, Vice-Chancellor of
Plymouth University, the new Council of Healthcare Science in Higher
Education, will report to the Department of Health. Professor Purcell will be
joined on the national group by other senior healthcare science academics
form universities including St Georges, Liverpool, and Hull.
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Description
Nobel Prize winning scientist,
Professor Camille Parmesan,
joins Plymouth University

Weblink
www.plymouth.ac.uk/
pages/view.asp?pag
e=36521

Extract
An academic lauded in the same breath as Barack Obama as ‘one of the brave
thinkers of our time’ is joining Plymouth University. Conservation Biologist
Professor Camille Parmesan, a world-leading climate change scientist, is
linking up with the University’s Marine Institute, which represents one of the
largest groups of marine and maritime experts in the country. Professor
Parmesan is renowned for her research on the impact of climate change on
wildlife, being the first to demonstrate that species are shifting their natural
ranges in response to changes in temperature.

Professor Elizabeth Kay
placed fourth overall in the
Dentistry top 50 league table

www.thisiscornwall.c
o.uk/Dean-movershaker-dentalindustry/story15848915detail/story.html#!

Dr Suanne Gibson receives a
prestigious award from the
Higher Education Academy

www.plymouth.ac.uk/
pages/view.asp?pag
e=40135

Plymouth University marine
biologist Dr Kerry Howell leads
a revolutionary project to map
the world’s seabeds

www.plymouth.ac.uk/
pages/view.asp?pag
e=39467

Professor Elizabeth Kay was placed fourth overall in the Dentistry top 50
league table. The previous highest ranking achieved by a woman was 15th in
last year's listings. She has also acted as Scientific Adviser to the British Dental
Association and is currently the chairman of trustees for the Shirley Glasstone
Hughes Trust Fund. Professor Kay has published more than 100 scientific
papers and journal articles, and has written and contributed to several
textbooks.
Dr Suanne Gibson, who leads the University’s BA (Hons) Education Studies
degree, has been awarded an International Scholarship from the Higher
Education Academy (HEA). This is Dr Gibson’s latest accolade, after she
became the 14th Plymouth University academic to be awarded a National
Teaching Fellowship from the HEA in 2012.
A team of marine biologists and geologists have unveiled the first-ever set of
maps detailing where vulnerable deep-sea habitats including cold water coral
reefs and sponge fields are likely to be found in the North East Atlantic. Led by
Dr Kerry Howell, the team from Plymouth University, the Marine Biological
Association, and the British Geological Survey, have used complex modelling
techniques to chart a surface area more than three times the size of the UK’s
terrestrial boundaries.
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Description
Professor Sue Denham,
Director of the Cognition
Institute, leads a €4m project
to explore creative thinking

Weblink
www.plymouth.ac.uk/
pages/view.asp?pag
e=40329

Plymouth University academic
Dr Caroline Floccia received a
Vice-Chancellor’s Enterprise
Award in 2013 in recognition of
her work setting up the
Plymouth BabyLab

www1.plymouth.ac.u
k/vcawards/Highlight
s/2013/finalists/Page
s/Dr-CarolineFloccia.aspx

Professor Deborah Greaves is
Director of Plymouth
University’s COAST Lab and a
member of the European
SOWFIA network

www.plymouth.ac.uk/
pages/view.asp?pag
e=40103

Extract
Plymouth University’s Cognition Institute is taking the lead in a €4m project to
explore how creative thinking underpins cognitive processes. Funded by the
EU Marie Curie Initial Training Network (ITN) programme and Plymouth
University, ‘CogNovo’ will involve a consortium of 23 academic and industrial
partners from around the world studying the role of novelty, innovation and
creativity in cognition.
When Dr Caroline Floccia established Plymouth’s BabyLab in 2006, it was the
culmination of a long-held ambition. She had aspired to create a similar set-up
in her native France, but had never been able to turn her vision into a reality.
“Plymouth University realised the potential, not just from a research
perspective but also the wider benefits to staff, students and the wider
community,” she said. “Since then, we have grown every year, but without the
University’s support, none of what we have achieved would ever have been
possible.”
Information collected during impact assessment activities at wave energy test
centres across Europe is to be released through a new website. The site is
designed to present detailed information to a non-technical audience, and will
feature statistics on areas such as wave data, marine mammals, sea birds and
reef ecology. It is targeted at anyone involved with the wave energy industry,
including developers, environmental consultants, regulating authorities,
stakeholders and policy makers. The data management platform contains a
wide range of information from six sites across western Europe, which are part
of the Streamlining of Ocean Wave Farms Impact Assessment (SOWFIA)
network coordinated by Professor Deborah Greaves at Plymouth University.
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Description
Dr Gillian Glegg is the coleader on a cross Channel
marine ecosystems project

Weblink
www.plymouth.ac.uk/
pages/view.asp?pag
e=39490

Dr Bonny Hartley is part of a
project to make more people
aware of the problems of
marine litter

www.plymouth.ac.uk/
pages/view.asp?pag
e=40461

Dr Sabine Pahl is leading an
innovative project to help
people understand how they
use energy in their homes

www.plymouth.ac.uk/
pages/view.asp?pag
e=38918

Extract
Marine scientists have launched an international collaboration which will aim to
place direct values on the benefits for communities of being by the coast. The
VALMER project, which will be officially launched in Plymouth next week, will
see experts from France and the South West working together to help coastal
communities make the most of their surroundings. It is focused on the South
West of England (Devon, Dorset, Cornwall and Plymouth) and the northern
coast of Brittany in France, and partners from both sides of the Channel will be
present at the launch event in the National Marine Aquarium, including those
from Plymouth’s twin city, Brest. The €4.7million project is being led by
Plymouth University’s Dr Steve Fletcher and Dr Gillian Glegg.
Schoolchildren are being invited to capture on camera the problem of marine
litter and potential solutions as part of a new European film competition.
Launched by Plymouth University and the National Marine Aquarium, ‘Catch
Marine Litter on Film’ challenges youngsters with the task of recording and
documenting examples, and sharing their views on the issue. The competition
is part of the European-wide scientific project MARLISCO, being led in the UK
by Plymouth University, and coordinated by Dr Bonny Hartley, of the
University’s School of Psychology, and School of Marine Science and
Engineering.
Plymouth University has been awarded more than £1 million to lead an
innovative project which will help people to understand how they use energy in
their homes and buildings. It is hoped that eViz – energy visualisation for
carbon reduction – will help people with property, from homeowners and
tenants, to businesses and other organisations, to cut down their bills as they
see where wastage can occur. The project will engage with members of the
public and ultimately employ a range of social media to communicate the
results. It will take an holistic approach to energy use and is being co-led by a
Behavioural Scientist and Building Scientist. One of those leads, Dr Sabine
Pahl, from the School of Psychology, said the key to eViz was changing
people’s behaviour around energy use.
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Description
21st Century Women – How to
get ahead in business event

Weblink
www.plymouth.ac.uk/
pages/view.asp?pag
e=39916

Plymouth student wins BCUR
Posters in Parliament event

www.plymouth.ac.uk/
pages/view.asp?pag
e=39835

Extract
Plymouth Business School’s ‘Wonder Room’ is hosting the ‘21st Century
Women: How to get ahead in business’ conference. The ‘Wonder Room’
initiative is an ideas driven consultancy that works with students to develop
proactive and beneficial engagements. These projects bridge the gap between
real world engagement and academic excellence, the 21st Century Women
conference is an example of such a project. The conference is sponsored by
PBS Gateway and IBM, features speakers from companies such as IBM and
PricewaterhouseCoopers and will focus on providing information and advice
that students can put into practice when considering careers in business.
A Plymouth University student has won a national research competition after
presenting her work to MPs in the Houses of Parliament. Marine Biology and
Oceanography student, Rebekah Simpson entered the annual British
Conference of Undergraduate Research (BCUR) competition, which invites
students from all disciplines to submit their work in various forms including
poster presentations, papers or creative outputs.
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4.4 Organisation and culture
4.4 a) Female:male ratio of Heads of School/Faculty – all departments and STEMM departments
Table 15: Heads of School/Faculty by gender – all departments and STEMM
All
STEMM
Year
F% M% F% M%
2011 23% 77% 14% 86%
2012 14% 86% 10% 90%
2013 18% 82% 11% 89%

Table 15 shows that the female percentage of Heads of
School/Faculty in the University fell slightly between 2011
2013 to 18%. Similarly, the percentage of Heads of
School/Faculty in STEMM has fallen slightly to 11%.

and

The above figures are a legacy of the lower application rate of women for promotion to senior academic positions. It is expected
that the new PDR system, will encourage a more equal application rate for senior academic positions in future, through the
development of personal objectives as well as addressing succession planning. Gender balance is an important objective in the
University’s recently launched succession planning process where we aim to have a diverse, two deep internal bench for all
senior roles. Having reviewed the model from Doherty and Manfredi referenced in section 4.2.c we have made strong progress
in the implementation of family friendly policies, revisions to our recruitment and selection and academic procedures. In our
future Action Plan we have clearly embedded actions around extending our networking and formalised mentoring programmes,
which are higher category 4 and 5 interventions, as tools to encourage eligible female academics to apply for promotion.
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4.4 b) Gender balance on the Senior Management Team at University level
Led by a female scientist, Professor Wendy Purcell, our Executive Leadership has both a strong gender balance, and a leader
with an understanding of the challenges that females academics can face. Further to that, in Table 16, it can be seen that
women are increasingly well represented on influential University committees. In our Action Plan, we have highlighted the need
to monitor the gender balance on our committees, and also membership rotation, to ensure both men and women participate
equally in key decision making fora.
Figure 7: Senior Management Team at Plymouth University

Wendy Purcell
Vice-Chancellor and President

Susanne Dure
Senior Executive to the VC
and Office Co-ordinator

Jane Hopkinson
University Secretary and Clerk
to the Board of Governors

David Coslett
Deputy Vice-Chancellor

Sarah Jones
Chief Financial Officer

Sian Millard
Head of Strategy
and Performance

John Wright
Chief Information
Officer

Raymond Playford
Deputy Vice-Chancellor

Jane Chafer
Director of External Relations

Julian Beer
Pro Vice-Chancellor (Regional
Enterprise)

Pauline Kneale
Pro Vice-Chancellor,
Teaching and Learning

Jim Griffiths
Dean of Research and Innovation

Richard Stephenson
Pro Vice-Chancellor (Student
Experience)/Dean of Health
and Human Sciences

Vikki Matthews
Director of Talent and
Organisational Development

Maureen Powers
Dean of Students
Simon Payne
Dean of Academic
Partnerships
Dafydd Moore
Dean of Faculty of Arts and
Humanities

Robert Sneyd
Dean of the Plymouth University
Peninsula Schools of Medicine and
Dentistry
Simon Handley
Dean of Faculty of Science and
Environment
John Scott
Pro Vice-Chancellor (Research)
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4.4 c) Gender balance on influential committees at University level
Table 16: Gender balance on senior committees at Plymouth University
Committee Name
Academic Development Committee

Chair
Professor David Coslett

Culture, Diversity and Inclusion Committee
(previously Equality and Diversity Committee)
PUIC Strategic Partnership Management
Board
Research and I78nnovation Committee

Professor Raymond Playford

Safety Committee

Professor Raymond Playford

Vikki Matthews
Professor Simon Payne

Senior Leadership Team

Professor Wendy Purcell

University of Plymouth Academic Board

Professor Wendy Purcell

Academic Regulations Committee
Complaints and Appeals Board

Associate Professor Mel Joyner
Professor Daffyd Moore

Graduate Committee

Professor Mick Fuller

Recruitment and Admissions Committee

Dr Maureen Powers

Teaching and Learning Committee

Professor Pauline Kneale

Board of Governors

Judge William Taylor

Science and Technology Faculty Research
Committee
Business Faculty Research Committee

Professor Neil James
Professor Phil Megicks

%F : %M
Female: 37.5%
Male: 62.5%
Female: 59%
Male 41%
Female: 46%
Male: 54%
Female: 33%
Male: 77%
Female:36%
Male: 64%
Female: 39%
Male: 61%
Female: 44%
Male: 56%
Female: 48%
Male: 52%
Female: 63%
Male: 37%
Female: 43%
Male: 57%
Female: 59%
Male: 41%
Female: 52%
Male: 48%
Female: 23%
Male: 77%
Male: 100%
Female: 42%
Male: 58%
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4.4 d) Equal pay audits/reviews
The latest Equal Pay Review was published in 2011 and the results for Research and Academic staff are shown in Table 17. (In
future, Equal Pay Reviews are to be published bi-annually.)
Table 17: Gender pay gap – research and academic categories (grades 1–9)
Post Group/Year
Research
2008
2009
2010
Academic
2008
2009
2010
Senior Manager Academic
20108

8

Female

Male

Total

Gender Pay Gap
(+Allowances)

96
91
96

73
76
74

169
167
170

-0.1%
0.2%
2.0%

323
325
350

391
347
382

714
672
732

-5.5%
-5.1%
-4.7%

34

127

161

-4.1%

Senior Manager data collected only from 2010 (excludes Vice-Chancellor, Deputy Vice-Chancellors and Clinical Grades)

The results show a trend for the pay of women in both research and academic posts to increase slightly in comparison to men in
the three years studied. For Research staff, the gender pay gap is reversed from 2009, with women’s pay being slightly greater
than men’s pay. For both Academic and Senior Manager Academic staff, the pay gap reached less than 5% by 2010. The
gender pay gaps in Table 17 compare favourably with the HESA benchmark pay gap for STEMM staff in the UK in 2011–12
where the mean pay for female academics is 13% less than the mean pay for male academics. Monitoring of the gender pay gap
will continue.
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4.4 e) Female:male ratio of staff in the 2008 Research Assessment Exercise/Research Excellence Framework
Table 18: Female:male ratio of staff in RAE 2008 (graph shows female representation)
Department Status
F
All Depts
Eligible
378
Submitted
109
(Difference)
STEMM
Eligible
165
Submitted
53
(Difference)

F%
40%
29%
(-11%)
37%
26%
(-11%)

M
565
270

M% Total
60%
943
71%
379
(11%)
285
63%
450
150
74%
203
(11%)

Table 18 shows that, for both the University and for
STEMM, the representation of women in the RAE 2008
submission was 11% less than in the academic staff. An
Equality Impact Assessment showed this was because
women were less likely to be engaged in research leading
to publication although, wherever appropriate, a reduced
number of publications for equality reasons were fully taken into account.
The University has developed and implemented a new Code of Practice for the REF 2014. This promotes gender equality by
ensuring all processes concerned with the selection of staff for inclusion in REF 2014 submissions are fair, transparent and
consistent across the institution. Equality training specifically tailored to the REF has been given to Unit of Assessment
Coordinators, Associate Deans for Research, Deans and all others involved in the selection of staff and in the appeal process.
This training offered staff the opportunity to practise implementing the code and further their understanding of equality issues.
A new Staff Disclosure Form was developed, which allowed staff to declare individual circumstances, such as maternity leave,
and thereby obtain a reduction in the required number of research outputs. The University has taken care to ensure that the
declaration process is confidential, fair and supportive to all. The level of appeals received was very low, with none related to
gender equality. A formal consultation in 2013 showed staff believe the University’s Code of Practice for the REF 2014 does not
disadvantage women.
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We are confident that a robust and trusted process has been implemented, and an equality analysis of initial selections for the
REF showed women making up 42% of those eligible but only 34% of those selected for inclusion upon review of the materials
submitted. The representation of women in the selected group was lower than in the eligible group in each faculty except the
Faculty of Arts and occurred primarily in the Lecturer and Associate Professor (Senior Lecturer) posts. A follow-up study showed
that taking maternity leave was not a factor and did not disadvantage women at all. (A further equality analysis will take place
following the completed submissions at the end of November 2013.)
Selection for the REF is primarily based on excellence in research and all members of our academic and research community
fully support the academic rigours and standards enshrined in this. Our Action Plan contains specific actions to understand more
about the potential factors behind the lower success rate of women in this respect, e.g. career path choices and a study on
gender differences in work allocation.
4.4 f) Transparent workload models
Models for workload allocation are determined at school level to ensure that systems in place for work, pastoral and
administrative responsibilities are allocated transparently and equitably. It is important to note that in all disciplines, many
students self-select the academic staff that they seek out for pastoral support regardless of formal support allocations. In
subjects where either gender is historically underrepresented, academics of the same gender are often keenly sought out as role
models. The contributions that staff members make to their departments are acknowledged in the PDR process, but subsequent
to the REF Equality Analysis, we identified further investigation of workload models as a new Action Plan item.
4.4 g) Work-life balance
We work hard to promote our family friendly policies and the importance of work-life balance. Heads of School positively
encourage staff to ensure that meetings are conducted during the standard teaching day, and to recognise the need to ensure
staff working on a fractional basis is included in the timing and frequency of key local meetings. ‘Outcome-based’ working
commonly seen in the private sector is encouraged through the provision of remote working IT facilities. In 2013, we launched a
new wellbeing framework that articulates staff benefits, policies and services open to all staff members such as childcare
vouchers, the on-campus crèche, subsidised gym membership and employee assistance programmes. Take up of benefits
usage is monitored, and in the 2013 staff survey, staff were specifically asked to articulate which benefits from this programme
were valued most. Initial data analysis and consultation with the academic community highlighted a real interest in looking to
expand childcare provision, particularly during the summer vacation period. We have included actions to review provision in our
new Action Plan.
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4.4 h) Publicity materials
Our External Relations team actively work to ensure that print and digital media imagery uses inclusive imagery, and conscious
efforts are made to promote ensure that women are clearly represented in STEMM. In 2013, we revised our staff recruitment
materials for print and online social media advertising to highlight our Athena SWAN commitment to potential job applicants. In
2014, we will conduct an Employee Value Proposition project to develop a fresh suite of inclusive recruitment advertising
materials to maintain the contemporary and inclusive nature

4.5 Flexibility and managing career breaks
4.5 a) Flexible working
The Flexible Working Procedure is advertised on the HR intranet community alongside other staff benefits. In February 2013,
Plymouth University revised the procedure so that anyone can apply for flexible working, ahead of the proposed legislation. This
arose from the University’s work on dementia awareness, which recognised the needs of carers, who are predominantly female,
and HR also encourages individual university departments to develop their own flexible working systems and offer advice to
ensure consistent principles that reflect local needs.
4.5 b) Parental leave
Detailed information is available on the HR intranet community for expectant mothers, describing the support available at each
stage of pregnancy and maternity. For example, the Maternity Policy offers up to ten ‘Keep in Touch’ (KIT) days to staff on
maternity leave. At a local level, we have identified that KIT days have been found to be very valuable for engaging in discussion
about developments within the University. In our Action Plan we intend to explore ways to link KIT days into other networking
opportunities for women.
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Table 19: Maternity leave return rates – all departments and STEMM

2009-10
2010-11
2011-12

All
STEMM
Return Rate %
Return Rate%
100%
100%
83%
89%
82%
77%

Table 19 shows the maternity return rates in both the University
and in STEMM. (NB. The percentages are based on small
numbers. ‘Year’ shows the academic year in which maternity
leave started. Return rates for maternity leave starting in 2012–
13 will be analysed when the return figures are complete next
year.) After an exceptional year in 2009–10 when all staff
returned from maternity leave, the University return rate is
staying at over 80%.
Return rates also tend to be high in STEMM.
4.5 c) Childcare
The University runs a popular nursery, rated as outstanding by Ofsted in 2013, which is available to staff and students. It is
subsidised by the University and despite pressure on the cost base, the commitment to provide this important facility was
renewed this year. It has 83 places for full- and part-time attendees, and is advertised on the HR intranet community. As
highlighted in section 4.4 g we have included actions in our new Action Plan to explore the demand for further provision such as
vacation play schemes and ‘pop up’ childcare during the summer vacation as ways to support working parents.
Staff are also made aware by news alert and intranet of the childcare vouchers that are easily available through the University’s
salary sacrifice scheme.
[4449/4500 Words]
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5. Any other comments
Plymouth University is committed to transforming lives through a combination of world-class teaching and research, innovative
global partnerships, and the delivery of an unrivalled student experience. Our Strategy 2020 reflects this, and the ethos of
transforming lives is embedded across all areas of the vision to continue Plymouth’s development as one of the world’s leading
higher education institutions, with our recent entry into the top 300 Universities in the Times Higher Education World Table 2013
being influenced by the high citation rate of our researchers.
Nowhere are these combined commitments to enterprise and empowerment more evident than in the STEMM subjects, where
through our stewardship, a programme of continued investment and innovation enables our academic and professional staff to
excel in their chosen fields and pass their expertise on to the next generation of scientists, engineers, mathematicians and
medics. Our agreement with the Equality Challenge Unit Athena SWAN team that we would submit our accreditation renewal in
November 2013 rather than 2012 due to University restructuring is proof positive to the confidence of our commitment to
upholding the spirit and principles of this charter.
As previously mentioned, the University’s Faculty of Science and Environment and the Peninsula Schools of Medicine and
Dentistry include on their roster some of the world’s leading female academics: pioneers who are transforming lives through their
research and acting as role models to inspire colleagues and students to exceed their expectations.
But elsewhere, central and departmental Athena SWAN panel members are actively involved as champions for STEMM for the
next generation. Many are governors of technical or other schools, acting as custodians for the future of education with
opportunities to influence and inspire beyond the boundaries of the campus. It is an area the University is currently engaged in
developing through its sponsorship of two academies – one primary and one secondary – within Plymouth, and the creation of a
new University Technical College, which opened in September 2013.
The Faculty of Science and Environment has also championed the development of foundation degree courses to widen
participation across all areas of the community, with special efforts and real success being made to encourage female
participation in both foundation and undergraduate courses.
Other activities led by the faculty – such as the Girls into Technology Initiative – focus on increasing participation in engineering,
computing, robotics and mathematics, by increasing schoolgirls’ awareness of ‘non-gender-traditional’ opportunities. For
Page 54

example, the faculty and the Institute of Education worked together on a joint ‘Girls into Technology and Boys into Teaching’
event in 2010–11, while the faculty also delivered the Girl Geek Dinners Plymouth initiative in 2011–12, in order to increase
schoolgirls’ aspirations to pursue scientific and technological disciplines.
These are long-term commitments designed to transform the lives of the student community, the academic community, the
professional services community and the community at large, with the University being a beacon of engagement, enterprise and
empowerment.
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6. Athena SWAN Action Plan 2013–16
Notes to the Action Plan: Please note that in Table 6 of our submission, full details of all previous actions and progress are
detailed. In this Action Plan, we focus on areas for continuing development.
Focus Area

Action

Baseline data and supporting evidence
Maintain University-wide specific
Maintain already agreed target focus and
gender targets for Senior Lecturer extend timeframe to 2016 with the CDIC
(40%), Reader (25%), Professor/
and Board of Governors Employment
Academic Senior Manager (25%), Committee
established as part of HR
Strategy (2009–12) and Equality
Scheme (2011–16) and agreed
with Board of Governors

% of staff on open ended
contracts from ECR – Senior
Lecturer remains evenly gender

Responsibility

Timeline

Success Measure

Director of TOD/
Board of Governors

Nov 2013 CDIC

Target formally
extended and
communicated within
the University

Dec 2013
Board of
Governors
2013–16

Annual report clearly
details progress in
meeting the targets is
being made

Further Integrate Athena SWAN progress
in the Annual Equality Report

Head of R, D&I

Jan 2014

Annual Equality Report
updated to reflect
progress and
continued intent
Dynamic data
reporting implemented

Continue to provide robust and
comprehensive data to support
monitoring of progress and seek to
develop 'dynamic data' for staff baseline
data reporting

Head of R, D&I

Dec 2013–16

Provide STEMM data to Deans and
Executive Leadership through the Athena
Information Hub

D&I Manager

2013–16

Annual information
reports provided

Develop the Athena 'Information Hub'
through further stakeholder consultation

D&I Manager

2014

Information Hub meets
faculty data
requirements
Data monitoring shows
gender balance is
being maintained
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Focus Area

Action

Responsibility

Timeline

Success Measure

Ensure that all future updates for
recruitment training continue to maintain
gender balance requirements

Head of R, D&I

2013–16

STEMM appointments
data retains the
current positive
balance

Head of R, D&I

2013–16

Annual trend data
reports provided

Review and refresh mandatory online
E&D learning software

D&I Manager

2013–14

Tool review completed
2013

Implement mandatory three year
'refresher’ training session for all
permanent staff in terms of legal updates
and unconscious bias training

Head of R, D&I/ OD
and Learning
Manager

2014

Refreshed tool
implemented and
rolled out 2014

balanced
Recruitment and selection
procedures audited to ensure
gender balance in recruitment
panels

Maintain annual review of data trends
and reporting to the CDIC and BoG to
ensure balance is maintained
E&D Learning software and
mandatory training refreshed

Gain better information on women
leaving STEMM posts at the
University

Commission an independent research
study of reasons for leaving for STEMM
leavers, six months after leaving the
University to assess any variance or
trends

Director of TOD/
Head of HR
Operations

Review research study findings with AS
panels for any further identified themes

Central AS panel/
CDIC

Undergraduate and postgraduate students
Improve data on students in
Continue to provide annual baseline

Head of Corporate

2015

Training tools
refreshed
Research study
completed
Findings reviewed with
Central AS panel

Evidence that research
findings have been
reviewed and Action
Plans updated if
appropriate to reflect
feedback.
Ongoing

Annual baseline
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Focus Area

Action

Responsibility

STEMM by gender

student data reports for undergraduates,
postgraduate researchers and taught
postgraduates

Information

Review 2013 findings from CROS survey
in relation to research contract types.

Head of Graduate
School

Ongoing

Review conducted and
local Action Plan
developed and
implemented

Director of External
Relations

Oct 2013

Advertising Strategy
review completed

Key career transition points, appointments and promotions
Appointments
Ensure that Athena SWAN is embedded
Female applications to
into recruitment advertising strategy
STEMM posts maintain a
review and brand book design in 2013–
positive trend.
14

Conduct research and focus group
amongst STEMM female academics to
identify core national and regional online
women's networks to support digital
advertising (e.g. WISE/Evecracker/
UKRC women in SET) and conduct pilot
advertising links with Social Networking
tools

Promotion: Senior Posts

Initiate project with External Relations
team and STEMM schools to create a
digital bank of case studies on women
and men challenging gender stereotypes
from ECR to executive as part of
awareness raising programmes, and
diversity and inclusion messaging
Ensure that the gender balance in

Timeline

Success Measure
reports fully
incorporated into
standard report
expectations

Brand book developed

Head of R, D&I

Jan 2014

Research Focus
Group established
Network analysis
completed
Social networking
results analysed for
effectiveness as an
attraction tool

Director of External
Relations/Local
Athena SWAN
teams

Jul 2014

Director of TOD

2013–16

Interview feedback
shows a heightened
awareness of Athena
SWAN across all
disciplines
Promotion success
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Focus Area

Action

Support women to gain promotion
to senior STEMM posts.

promotion success rates already
achieved is maintained

Conduct further formal and informal
research with the female academic
community on promotion criteria eligibility
and any remaining perceived barriers to
application for promotion

Responsibility

Timeline

Success Measure
rates continue to
support reaching PU
targets for Senior
Female Academic
Staff

Head of R, D&I/
Central & Local
Athena SWAN
teams

2014–15

Annual monitoring
shows % of eligible
females applying for
promotion shows a
positive increase

2013
Work with leadership development team
to ensure that the concept of ‘authentic
leadership' is fully embedded into the
Leadership Behaviours framework

Participant data shows
equal representation of
women on the
programme

Director of TOD
Head of OD and
Learning/Faculty
Business Managers
2014–15

Conduct a Training Needs Analysis for
the Team Leadership Essentials
programme to develop a conduct for the
academic community

TNA completed and
leadership course
content developed that
fits the academic
construct

Head of OD &
Central SelfAssessment Panel
2015

Develop a prioritisation framework for
female academics in STEMM subjects for
participation in the 'Team Leadership
Essentials' programme evenly

Prioritisation
framework established
and participant
enrolment data shows
that female staff in
STEMM areas
complete the
programme
Programme feedback
shows an increase in
individual confidence
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Focus Area

Action

Responsibility

Timeline

Success Measure
levels in leadership
ability amongst female
academics

Review existing constructs for mentoring
to specifically identify relevant best
practice in relation to promotion
readiness and application submissions

Local mentoring
schemes are
accessible, relevant
and fit for purpose

Head of OD/Dean of
School /Central AS
panel
2014–16

Work with PUPSMD to conduct a pilot for
a formal internal career mentoring
programme for women in 2014, evaluate
2015 and consider cross-school roll-out
2016
Commission a series of 'business
breakfasts' or lunchtime seminar series
specifically focused on senior level career
progression. Specifically to include and
explore the concept of ‘pre-promotion’
mentoring initiatives and the importance
of the PDR process as a career
development tool

Initiate bi-annual meeting series for
female Professors/SAMs to meet with VC
and DVC to discuss career progression
and female academic input

Director of TOD
2013–14

The % of women
participating in
mentoring
programmes shows a
Year on year increase
Number of female
academics accessing
formal mentoring
programmes increases
as a result of the new
initiative

Vice-Chancellor

2013–16

Business breakfasts
conducted

Vice-Chancellor
2015–16
Bi-annual meeting
series conducted

Include questions around engagement
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Focus Area

Action

Responsibility

with mentoring programmes in the 2015
staff survey to develop a baseline
measure for engagement

Head of OD

Timeline

2015–16

Head of OD
2016

Work with Faculty of Science and
Environment to develop and pilot a crossfaculty virtual and face-to-face
networking forum (WIRED) where
female staff can access useful
information and sector updates, practical
career and policy update information

Dean of S&E

Data baseline
established to enable
trend monitoring of the
impact of mentoring
and the PDR
framework by gender
and STEMM area
2016 Staff Survey data
shows that female staff
see formal mentoring
as a positive tool

Head of OD

Promotion: Post Doc to
Lecturer

Success Measure

2013–16

The network will
provide a clear forum
to showcase and
promote mentoring
and networking
opportunities for
women. Success will
be measured through
the level of
participation in the
forum
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Focus Area

Action

Responsibility

Timeline

Success Measure

Maintain and build on current good
practice established in our family friendly
policies: flexible working, on-site
childcare, childcare vouchers, wellbeing
strategy and employee assistance
programme

Head of R, D&I,
Exec Dean S&E/
PVC Wellbeing

2013–16

Response rates to
2015 Staff Survey data
questions relating to
feeling valued as an
individual remain on a
positive upward trend

Conduct feasibility study with Commercial
Services to extend childcare provision.
Specifically, explore the provision of ‘pop
up’ childcare (crèche/play schemes) in
spring and summer vacation and conduct
a pilot programme

Director F&S/
Director of
Commercial
Services/Dean of
PUPSMD

2014–16

Feasibility study
conducted and Action
Plan developed

Staff on maternity leave will have the
opportunity to access our new WIRED
network as part of KIT days

Head of R, D&I,
Exec Dean of S&E/
S&E Athena SWAN
team

Planning work
Jan–Jul 2014

Survey of returning
staff shows that
WIRED was a
beneficial support tool.
% of female staff
choosing to participate
in WIRED increases

Career breaks and flexible working
Support all staff to achieve a
work-life balance

Support women going on and
returning from maternity leave

Establish an interdisciplinary working
group to explore the implementation of a
discipline focused ‘retooling’ programme
for staff returning to work after extended
absence
Explore opportunities to offer returning
staff a ‘research window’ with a reduced
% of teaching time for six months

Director TOD/
Central AS panel

Pilot
programme
Sep 2014 –
Aug 2015.
Evaluation Sep
–Dec 2015.
Potential
programme
extension and
roll-out plan
2016

Impact analysis for
retooling programme
completed
Report findings
reviewed and Action
Plan developed
Retooling programme
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Focus Area

Action

Responsibility

Timeline

Success Measure

University
Secretariat/Director
of Strategy

2014–16

Review completed

Executive
Leadership Team,
Deans, Heads of
School

Ongoing

Membership rotation
principles reviewed
and revised
Athena SWAN
principles remain
clearly articulated and
understood at all levels

Ensure that all awards are recognised
and celebrated through University
communications

Director of External
Relations

Ongoing

Media archive of case
studies and celebrated
awards

Conduct ‘Women in Science’ conference
to showcase the work of the female
academic community

Dean of S&E

2014

Review development programme criteria
to ensure that programme design/other
interventions include factors relating to
Authentic Leadership such as power
hierarchies and gendered leadership to
raise collective awareness of diverse
leadership styles as part of day-to-day
practice

Director of TOD

2014 checklist

Programme design
considerations are
updated to include
gender considerations

2104–16
content
integration

Post-course evaluation
feedback shows that
participants recognise
the importance and
value of authentic and
differentiated
leadership styles

Culture, communications and departmental organisation
Culture change and gender
Conduct review of the membership of
balance in decision making
Decision Making Boards

Raise awareness of the Athena
SWAN priorities and encourage
positive action

Liaise with University Secretariat and
Chairs to implement membership rotation
Maintain support and encouragement
through Central and local teams on the
delivery of Athena SWAN agendas

Conference conducted

Staff development and training
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