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1. LETTER OF ENDORSEMENT FROM THE HEAD OF DEPARTMENT
Recommended word count: Bronze: 500 words | Silver: 500 words
An accompanying letter of endorsement from the head of department should be
included. If the head of department is soon to be succeeded, or has recently taken
up the post, applicants should include an additional short statement from the
incoming head.
Note: Please insert the endorsement letter immediately after this cover page.
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School of Life and Medical Sciences
University of Hertfordshire
Wright Building
College Lane
Hatfield
Herts AL10 9AB
Tel: 01707 285919

Dr Ruth Gilligan
Athena SWAN Manager
Head of Equality Charters
Equality Challenge Unit
7th Floor, Queens House
55/56 Lincoln’s Inn Fields
London WC2A 3LJ
27th April 2016
Dear Dr Gilligan
I am delighted to give my full support for our Athena SWAN Silver application and
associated Action Plan which has been developed through effective team working and
staff engagement. In line with the University Strategy, my School is committed to the
principles of Athena SWAN and aims to provide an environment that encourages
scientific excellence for all staff and students, recognising good employment practice
and commitment to equality and diversity for all. This commitment is in line with that of
the University which is in receipt of one of the first Race Equality Charter Mark awards. I
am especially pleased that we foster a supportive culture of equality, demonstrate a
commitment to the values of the University and we continue to embed the principles of
Athena SWAN through our Research Centres and School. We particularly have much to
celebrate in terms of the evident high proportion of women in the School’s Senior
Executive Group (11 out of a total of 17 members), which has responsibility for strategy
and operational delivery.
Following significant progress from the Bronze application, key factors that affect
progression of women within research in LMS are being addressed. I have allocated an
annual budget of £8k solely for Athena SWAN activities, and increased the proportion of
women on the Research Executive Group from 18% to 44% (now 7 women out of 16
members). I have initiated a new Leadership Potential Scheme (LeaP) in order to
provide managerial and business planning skills to staff, to enable them to become our
future Academic and Research Leaders. Additionally, compulsory Unconscious Bias, and
Equality and Diversity training for all senior staff and managers have been
implemented. I am creating a network group for women in research, ‘Conversations
and Connections’ (CoCo), to provide further support and promote career progression,
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ensuring the profile of women Readers and Professors in LMS excels within the next 5
years.
I endeavour to continue to bring change to the structure and culture of the School to
further capitalise on its good overall gender and equality balance and to be an exemplar
in ensuring that careers develop with equality across all sectors of the business. I am
therefore proud that we can evidence cases of support for technical staff to undertake
part-time PhDs in order to develop their careers, support our research ethos and
achieve successful transition into academia.
I will continue to lead and manage current best practice and innovations, strengthening
support provided for all including women’s careers which has been implemented as
part of our Bronze Action Plan, and further ensuring that the values and principles are
enhanced throughout our organisation. These and other new actions identified in our
Silver Action Plan submission will continue to strengthen our commitment to the
Athena SWAN Charter.
I conclude by confirming that the information presented in our application is an honest,
accurate and true representation of my School.

Yours sincerely,

Professor Soraya Dhillon MBE
Dean of School

Words: body of letter excluding address, salutation and signature – 479
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GLOSSARY OF TERMS
AM
AS
BME
CPD
EP
FTE
FT
HE
HEIDI
HES
HoDs
HR
HSW
IYS
JACS
KIT
LMS
PG
PGMed
PGR
PGT
PHA
PL
PSY
PT
RA
RAE
RDP
RECM
REF
REG
SAC
SAT
SEG
SET
SL
SMT
UH
UG
VP

Academic Manager
Athena SWAN
Black, Minority, Ethnic
Continued Professional Development
Emeritus Professor
Full-time equivalent
Full Time
Higher Education
Higher Education Information Database for Institutions
Human and Environmental Sciences
Heads of Department
Human Resources
School of Health and Social Work
Initial Year in Science
Joint Academic Coding System
Keeping in Touch
Life and Medical Sciences
Postgraduate
Postgraduate Medicine
Postgraduate Research
Postgraduate Taught
Pharmacy
Principal Lecturer
Psychology
Part-Time
Research Assistant
Research Assessment Exercise
Research Development Programme
Race Equality Charter Mark
Research Excellence Framework
Research Executive Group
School Academic Committee
Self-Assessment Team
Senior Executive Group
Science, Engineering and Technology
Senior Lecturer
Senior Management Team
University of Hertfordshire
Undergraduate
Visiting Professor
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2. PICTURE OF THE DEPARTMENT
Please provide a brief description of the department including any relevant
contextual information. Present data on the total number of academic staff,
professional and support staff and students by gender.
LMS employs 227 (122F: 105M) academic, 60 (26: 34M) research staff, 53 (22F: 31M)
technical staff, 27F professional staff. HESA student returns for full-time (FT) and parttime (PT) 2014-15 show: 127 (64F: 63M) Foundation students, 2492 (1499F: 993M)
undergraduates, 677 (463F: 214M) postgraduate taught students and 167 (106F: 61M)
postgraduate research students. From September 2016 LMS research and teaching
facilities will be housed in a new £52M purpose build Science building providing stateof-the-art facilities. The School is additionally committed to supporting staff to engage
with research at all stages of their career, and ensures they are supported within their
respective research centres.

New Science
Building,
opening
September
2016

Each Department has a Head of Department (HoD) who reports to the Dean of School
at monthly Senior Executive Group (SEG) meetings along with all Associate Deans. Each
HoD organises their Department via a Senior Management Team (SMT) consisting of
the Subject Leads, Senior Technical Manager and Research Leads. The School Academic
Committee (SAC) oversees Academic Quality and the Research Executive Group (REG)
oversees the research centres within LMS; the links between these structures are
outlined in section 5.6.
The School of Life and Medical Sciences (LMS) operated in four Departments: Human
and Environmental Sciences (HES); Pharmacy (PHA); Postgraduate Medicine (PGMED);
and Psychology (PSY). In August 2015 LMS conducted a minor regrouping of its subject
groups for better synergy of teaching and research, including moving a small group of
staff (12) in Postgraduate Medicine into Pharmacy. Complete data sets for the years
preceding this have been analysed for this application.
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LMS commitment to the Athena SWAN (AS) principles is demonstrated in initiatives
established to develop and support staff. The Bronze application indicated a good
gender balance in overall LMS, but the smaller numbers of female early career
researchers, Readers and Professors led to an Action Plan that focused on training and
supporting female staff to take lead roles in research. A priority of the AS Bronze Action
Plan was therefore to support and develop staff members who would be able to apply
for these positions within the next 2 to 6 years. These actions have been further
developed, and resulted in a number of new Actions which have already set in motion
new changes as outlined in the Silver Action Plan. In January 2016 we launched a new
School-based Leadership Programme (LeaP) and in March 2016 a mentoring scheme for
junior and Early Career Researchers within which five female staff have already been
listed for mentoring.
The Strategic Plan 2015-2020 is committed to the Athena SWAN principles, and is
included in all the School’s business planning, taking on board the Athena SWAN School
and Institutional Action Plans, Race Equality Charter Mark (RECM) and Equality
Objectives. The University’s commitment to Equality and Diversity is evidenced by being
one of 8 institutions to have been awarded Bronze in 2015 for the pilot of the RECM.
Word Count: 475
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3. THE SELF-ASSESSMENT PROCESS
Describe the self-assessment process. This should include:
(i) a description of the self-assessment team
The SAT consists of a total of 26 people (15F:11M), including the Dean of School (Chair),
Associate Dean of Research (Deputy Chair), School Athena SWAN Champion, HR
representative, a dedicated UH Athena SWAN Officer (based in the University Equality
Office), and staff at different stages of their career and from key school roles (Table
3.1). Many members of the SAT continued their membership from the Bronze
application and we have recruited new members: the Senior Technical Manager, Head
of Professional Staff, the REG Chair, a postgraduate student and undergraduate-student
representative, thus achieving representation from all sectors with a wide range of
members and broadening of expertise and skills. Moreover the SAT membership gained
a 40% representation from men (Silver 1.1; Bronze A). The Terms of Reference for our
SAT were updated to include a School-wide forum group to give wider advice and
support to the SAT, without its members having to attend SAT meetings (Silver 1.2).
The School’s AS agenda is part of a robust infrastructure that has developed in the last
few years. The School’s AS Champion sits on the Institutional SAT (Silver 1.3, Bronze B)
and also the UH Athena SWAN Champions’ Network, established in November 2015 and
attended by all 10 Athena SWAN Champions (Silver 1.4). The University’s strategy is for
all 10 Academic Schools to achieve Bronze/Silver AS Awards by November 2016.
Having a similar profile of staff and students, LMS SAT has been collaborating closely
with the School of Health and Social Work (HSW) since October 2015 to produce a suite
of events for 2016 – 2017 which provide staff with space to network and discuss key
issues (Silver 1.5).
Silver 1.1 Ensure the gender balance on the SAT is 40% men and includes students
(Bronze A continuation)
Silver 1.2 Establish LMS Athena SWAN forum NEW ACTION
Silver 1.3 One member of the LMS SAT team to attend UH SAT meetings (Bronze B
continuation)
Silver 1.4 Regular Athena SWAN Champion network meetings NEW ACTION
Silver 1.5 Collaborate with School of Health and Social Work (HSW) to organise a series
of events NEW ACTION
The SAT also benefits from external activities. Dr Mackenzie is a member of the Athena
SWAN South East Regional Network, attended the Royal Society of Biology Athena
SWAN Best Practice workshop (December 2015 at the Darwin Centre London) and
collaborates with Amy Clarke, the Chair of the Women's Network at the Hertfordshire
Partnership University NHS Foundation Trust. Dr Lucy Annett attended the Athena
SWAN Psychology workshop at Royal Holloway, University of London (February 2016).
The SAT has also invited external speakers to talk about AS related matters at Schoolwide events to ensure further engagement of staff with the process. This includes:
 Dr Mark Paul-Clark (Imperial College) who talked about 'Athena SWAN: not just
for women' (April 2015)
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 Professor Jane Hill (York University) who talked about ‘Going for Gold’ (April
2016)
 Professor Averil Macdonald visited UH to talk about 'Athena SWAN: top ten tips'
(April 2016)
(i) an account of the self-assessment process
Following the submission for Bronze in November 2014, monthly/bimonthly meetings
continued in order to implement and further develop the Bronze Action Plan (Table
3.2). A large proportion of the Action Plan has been completed and new Actions
initiated. Thus, it is timely to apply for Silver in order to maintain and enhance the
momentum of activities. Wider discussions in the forum, where specific questions were
addressed, and discussion points written down anonymously were fed into the new
Actions for the Silver submission. The establishment of this wider forum group has
contributed to engaging staff across all sectors of the School with the principles and
process. Feedback from the forum (83.3% of Forum participants) indicated good
awareness of specific changes brought about by AS activities in the School, and from
the LMS consultation, 97% of staff had heard of Athena SWAN.
The LMS AS Champion gives regular updates on the progress of the application and
action plan to the SEG, (the key strategic planning and decision making committee of
LMS; (Silver 1.6 and Bronze C) and sits on the University Research Committee and the
School REG as an Athena SWAN representative. Other members of SAT contribute to a
range of UH decision making bodies, including the Dean who sits on Central Executive
Group (CEG), Equality and Diversity committee. The AD Research sits on the Research
Committee and Research Degrees Board. All research Centres have AS principles
embedded in their structure (Silver 1.7) and all Heads of Centres and Research Leads
have attended or are actioned to attend Unconscious Bias and Equality training (Silver
3.8, Bronze N).
The writing of the application was conducted using Office 365, which allowed
continuous online editing by all members of the SAT. While some people opted to take
charge of different sections, the whole SAT had access to edit the document as a whole.
In addition to quantitative staff and student data obtained centrally, several additional
data collection activities (including focus groups and interviews) were carried out (Table
3.3) in order to assess impact and identify further actions. Email invitations were sent to
specific list servers to form the focus groups. The LMS AS website has been updated and
is regularly maintained for dissemination of information (Silver 1.8, Bronze D).
Sources for benchmarking: for specific subject national benchmarks, the Higher
Education Information Database for Institutions (HEIDI) data1 and for broader Science,
Engineering and Technology (SET) benchmarks we have compared to the 2014 ECU
reports for students2 and staff3 in Higher Education.
Silver 1.6 Monitor implementation of the action plan; provide updates to SEG (Bronze C
continuation)
Silver 1.7 Embed Athena SWAN principles in the LMS Research Strategic Framework NEW ACTION
Silver 1.8 Maintain webpages with current information (Bronze D continuation)
Silver 3.8 Unconscious bias workshop for the Research Executive Group (Bronze N)
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Name

Role (LMS)
and Professional
Bodies

Prof. Soraya
Dhillon MBE

Dean of School;
Fellow of Royal
Pharmaceutical Society;
Member of General
Pharmaceutical
Council;
Non-Executive Director
The Hillingdon
Hospitals Foundation
Trust
Associate Dean of
Research; REG member
and Fellow of British
Pharmacological
Society
Senior Lecturer
Pharmacology, REG
member; member of
British Pharmacological
Society diploma subcommittee
Athena SWAN Officer;
Equality Office
(University role)

Prof. Anwar
Baydoun

Dr Louise
Mackenzie

Dr Katerina
Finnis

Dr Lucy
Annett

Principal Lecturer
Psychology; member of
the British
Neuroscience
Association

Mr Chris
Arnell

1st year Undergraduate
Student

Dr Simon
Baines

Senior Lecturer
Microbiology; Member
of the European Society
for Clinical
microbiology and
Infectious Diseases
Chair in Pharmaceutics
REG Chair; Fellow of
the Royal Society of
Chemistry

Prof. Marc
Brown

Role (LMSSAT) and
Section
involvement
Chair
Letter of
endorsement

Work-life balance

Gender

Dual-career household.
External non-executive
positions supported by UH.
Support to daughter’s
medical career including
grandparent support.
Utilising flexible working

Female

Deputy Chair
Organisation
and Culture
working group

Sole carer for two sons.
Male
Uses informal work/flexible
working hours when
necessary to provide
support for the children
One daughter in Year One
Female
of Primary school and a
son in Reception; informal
flexible working hours

LMS
Champion
Organising
data and staff
analysis; focus
groups
Interviews and In dual-career marriage.
survey data
Two children at Primary
School. Works part-time
and flexibly
Student data
Two older children now
analysis
independent. Benefited
from informal flexible
working earlier in career
while managing dualcareer household
Student data
Full-time student,
analysis
maintaining a part-time
job. First Year Student
Representative
Key career
Two young children,
transition
commutes a long distance
points:
to the university and has
academic staff benefitted from flexibility
in his working role
Support and
advice

Part-time 0.2 FTE but
flexibly to allow greater
contribution to UH whilst
helping with dual-career
responsibilities

Female

Female

Male

Male

Male
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Mr
Christopher
Donaldson

3rd year Undergraduate
Student

Student Data
Analysis

Mr Malcolm
Green

Senior Technical
Manager

Ms Cheri
Hunter

Associate Dean,
Postgraduate Medicine

Dr Lisa Lione

Senior Lecturer
Pharmacology;
member of British
Pharmacological
Society; BPS In vivo
pharmacology subcommittee
Technical Manager
REG member

Professional
and Support
Staff working
group
Organisation
and culture
working group
Career
development
academic staff

Mr Roy Mills

Miss Debbie
Ogbeni
Mrs
Magdalene
Okyere

Dr Michael
Page

Dr Pryank
Patel

Dr Sharon
Rossiter

Postgraduate Student
HR Manager Business
Partnering;
Chartered Fellow of
Chartered Institute of
Professional
Development
Research Centre Head
REG Member

Senior Lecturer
Biosciences; member of
the Biochemical Society
member of the
Biochemical Society
Principal Lecturer
Chemistry; Member of
the Royal Society of
Chemistry (MRSC),
Secretary and
Treasurer of the RSC
Heterocyclic and
Synthesis Interest
Group.

Professional
and Support
Staff working
group
Support and
advice
Flexible
working and
managing
career breaks

Support and
advice

Key career
transition
points:
academic staff
Student data
analysis

Full-time Student of
Biological Sciences,
working part-time with
some flexibility. Third Year
Student Representative
Dual-career household,
flexibility to work at home
as required

Male

Ability to work flexibly
including working from
home on occasion
Dual-career household
with two young children;
work flexibly including
working from home when
required

Female

Flexible working hours and
ability to work from home
on occasion

Male

International PhD student

Female

Flexibility to work remotely
when necessary and a
formal agreement to work
at home on Wednesdays
provide the required
balance
Dual-career household
with two school-age
teenagers. Flexible working
allows school pick-up and
attendance at School
Governing Body
Active researcher
balancing teaching and
further research ambitions

Female

Caring for older relatives.
Adult children and dualcareer family. Benefits
from informal flexible
working when needed

Female

Male

Female

Male

Male
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Miss Helena 1st year Undergraduate
Salzen
Student
Dr Tim
Sands

Dr Shivani
Sharma

Mrs Cathy
Stuart-Neal

Dr Amy
Tanner

Dr Shori
Thakur

Dr Matt
Traynor

Mrs
Michelle
Varian

Subject Group Lead Geography,
Environment and
Agriculture; Member of
the Chartered
Institution of Water
and Environmental
Management; Fellow of
the Geological Society
of London; Fellow of
the Royal Geographical
Society
Associate Dean
Learning and Teaching;
Member of National
Black and Minority
Ethnic Transplant
Alliance (NBTA)
School Administration
Manager

Senior Lecturer Sports
Science; Member of the
British Association of
Sport and Exercise
Science and
Physiological Society
Principal Lecturer
Pharmacology; PGR
Tutor, REG member;
British Pharmacological
Society Ambassador
Head of Department;
Member of the
Pharmacy Schools
Council.

Project Officer, REG
Member

Student data
analysis

Full-time student and First
Year Student
Representative
Career
Flexible working
development
occasionally enables
academic staff important issues outside
work to be addressed

Female

Support and
advice

Establishing profile of
academic management
and research. Also training
as a professional dancer
outside of work

Female

Professional
and Support
Staff working
group

Progressed to
management with the
guidance and support of
UH. Flexibility provided
opportunity to graduate
with PgD in Management
Competitive marathon
runner and middle/long
distance triathlete.
Meeting training
commitments is possible
due to flexible working
Flexible working hours at
UH allows support to an
elderly mother as required
in the role of sole carer

Female

Benefits from flexible
working as lives 60 minutes
from UH. Single parent
with custodial
responsibility for a five
year old
Has two children, one is
severely autistic and lives
in a residential home.
Part-time working enables
caring responsibilities and
advocating

Male

Organisation
and culture
working group

Support and
advice,
Conference
data
Flexible
working and
managing
career breaks

Professional
and Support
Staff working
group,
Administrator
to SAT
Table 3.1 The Self-Assessment Team (SAT)

Male

Female

Female

Female

12

15/01/15
13/02/15
14/04/15
17/04/15
30/04/15
09/06/15
15/06/15
28/07/15
22/09/15
16/10/15
04/12/15
14/01/16
23/02/16
29/02/16
04/03/16
17/03/16
05/04/16
08/04/16

SAT meeting
SAT meeting
LMS Research Conference
SAT meeting
Afternoon tea: SAT celebration of Bronze award
SAT meeting
Athena SWAN ceremony
SAT meeting
Formal data request meeting with Registrar
SAT meeting followed by Forum; Silver 1.2
SAT meeting followed by Forum
SAT meeting
SAT meeting
Research Centre overview; Silver 1.7
Forum
SAT meeting
LMS Research Conference
SAT meeting

Table 3.2 Summary of SAT meetings (post – Bronze submission November 2014)

Type of data
Focus Groups/ feedback from staff forums
(2015-16)

Interviews
(2014-2016)

Surveys
(2013-2016)

Activity
1st Forum
2nd Forum
3rd Forum
Professional Staff Focus Group
1st and 2nd Technical Staff Focus Group
Keeping in Touch (KIT) (7 interviews)
Promotion Stories (30 stories)
Induction (3 interviews)
Aurora (7 interviews)
UH Staff Survey 2013: to be repeated
December 2016
LMS staff consultation 2016: to be repeated
March 2018

Table 3.3 Summary of data sources
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(iii) plans for the future of the self-assessment team
The SAT will continue to meet bimonthly in order to implement the Silver Action Plan.
Silver actions 1.1 to 1.7 have been further developed to maintain the momentum, and
strengthen the connections within and outside the SAT. With an annual budget of
£8000 to support activities, such as focus groups and forums, external speakers,
seminars, travel to Athena SWAN events, workshops and networks, we have the
resources to continue our momentum and fulfil the Silver Action plan on time.
Good Practice: The Action Plan is a live document that is routinely updated by both the
LMS Athena SWAN Champion and Project Officer. Quarterly updates will be given at the
REG meetings and SEG, raising for discussion issues requiring strategic management
consideration.
The long term LMS Strategy is to achieve Gold Athena SWAN award by 2020 because
we believe that cannot reach our full potential unless LMS benefits from the talents of
all.
Word Count: 986

Dr Louise Mackenzie and Prof Anwar Baydoun at the Athena SWAN ceremony collecting
the Bronze award for LMS.
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4. A PICTURE OF THE DEPARTMENT
4.1 Student Data
If courses in the categories below do not exist, please enter n/a.
(i)

Numbers of men and women on access or foundation courses

There are two main Foundation courses that feed directly into LMS degree
programmes; Initial Year in Science (IYS) and Sports Foundation. Since changes to the
website were implemented (Silver 2.1, Bronze F), so as to improve the visibility and
information about part-time options, there has been considerable impact:
1. The number of women studying the full-time (FT) Initial Year in Science
Foundation Course has increased from 34 women in 2012 -13, to 46 in 2014-15
(comparable to national benchmark1 58%; Figure 4.1)
2. While there is an overall decrease in numbers of students enrolling onto the
Sports Studies Foundation course, there is an increase in the proportion of
women from 19% in 2012-13 to 28% in 2014-15 on the FT course (close to
national benchmark1 31%)
3. The first students to register as part-time (PT) on IYS, 5 out of 7 were women.
4. The first women registered as PT Sports Foundation students in 2014-15, and
50% of PT students are women, which compares well with the national
Benchmark1 28%; Figure 4.1.
A student questionnaire has been written to ascertain whether child care provision and
other family friendly policies aid applicants in choosing part time degree options, and
will be distributed at the start of the new term in October 2016 (Silver 2.2, Bronze E).

Silver 2.1 Update and modify all information on the web dealing with part-time
degrees (Bronze F continuation)
Silver 2.2 Ascertain why students chose to come to LMS for their degree using the
UH- wide student survey (Bronze E continuation)
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Figure 4.1 Total number of students on Foundation Degrees (Sports Studies and Initial
Year in Science), shown by mode of study (FT and PT) over three years 12 (2012-13), 13
(2013-14) and 14 (2014-15). Benchmarks indicated by black lines: Biology as a national
benchmark1 for Initial Year in Science; FT 58% and PT 57%; Sports FT 31% and 19% PT

(ii) Numbers of undergraduate students by gender
Full- and part-time by programme. Provide data on course applications, offers,
and acceptance rates, and degree attainment by gender.
LMS runs 18 degree pathways in 6 subject areas (Table 4.1). One of the largest
programmes is Biosciences (accredited by the Royal Society of Biology), which includes
8 different degree pathways plus options for a year abroad or placement. Students have
the option to change specific degree course following the first year exam results, which
allows flexibility and interchangeability on the final degree, and explains why these
degrees are pooled for analysis.
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Programme

Biosciences

Nutrition and Dietetics

Geography/
Environmental
Sciences
Sports
Sciences/Therapy
Pharmacy
Psychology

Degrees included
Biochemistry
Biological Sciences
Biomedical Sciences
Biotechnology
Healthcare Science
Molecular Biology
Pharmaceutical Sciences
Pharmacology
Dietetics
Nutrition
Environmental
Management
Geography
Human Geography
Physical Geography
Sports Science
Sports Therapy
Pharmacy
Psychology

Department

HES

Pharmacy
Psychology

Table 4.1 Degree pathways included in the LMS UG degree Programmes within each
department, and presented in subject areas for analysis.
Overall, the total number of women across all subject areas in LMS accepting offers as a
percentage of applications increased from 14% in 2012-13 and 2013-14 to 16% in 201415. This compares with 13%, 14% and 14% for men in the same years, indicating
comparable success rates.
A breakdown of School data by Programme for applications, offers and acceptances for
UG degree programmes is shown in Table 4.2.
When asked why they chose
Acceptances as a percentage of applications were
to study at UH, one UG
higher for women compared with men for the
students said: ‘I came to the
majority of subject areas in all 3 years, apart from
Open day and there was such
Geography/Environment and Psychology in 2012a mix of people here, I just
13. In 2014-15, this percentage was greater for
wanted to be part of it.’
women compared with men in all subject areas,
but the actual number of applications and
acceptances for men and women were not significantly different by Chi2 statistics.
Notably, there was a greater number of women applicants for Sports Sciences/Therapy
which traditionally attracts more male than female applicants.
The numbers of students studying on the full-time degree pathways (Figure 4.2)
indicates that all 6 programmes have women represented at levels similar to or greater
than the national benchmarks. In comparison the number of students studying PT is
more variable due to much smaller numbers; the proportion of women on Bioscience,
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Geography/ Environmental Sciences being highly variable; the proportion of women
studying Nutrition/Dietetics, Pharmacy and Psychology being below national
benchmarks. Student’s registered as PT Sports is higher than benchmarks. While the
benchmarks for Nutrition/Dietetics, Pharmacy and Psychology indicate that these
subjects are traditionally more popular with women than men, the numbers enrolling
on these courses are more evenly split. Whether there is a link between PT students
and child-care needs will be investigated via Silver 2.2 and changes to the web site
implemented via Silver 2.3.
Overall more women gained a higher grade in their degree compared to men in all UG
degree programmes (Table 4.3), and in most programmes 40% or more students
achieve a 2:1 or a 1st Class degree. The exceptions are men in Biosciences; 33% achieved
a 2:1 or 1st Class degree in 2012-13, and this has increased to 55% in 2014-15, which is
now comparable to women’s grades. In Psychology; 47% men achieved the higher
grades in 2012-13, and this has increased to 55% in 2014-15, comparable to women
(Table 4.3).
In order to increase the depth of understanding within courses, students are actively
encouraged to take part in various research/scientific events; Silver 2.4, Bronze G.

Silver 2.2 Ascertain why students chose to come to LMS for their degree using the
UH- wide student survey (Bronze E continuation)
Silver 2.3 Link between LMS webpages and nursery NEW ACTION
Silver 2.4 Increase UG student participation at various research/scientific
networking events (Bronze G continuation)
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UG Programme

gender

FEMALE
Biosciences
MALE

FEMALE
Geography/
Environment
MALE

FEMALE
Nutrition/
Dietetics
MALE

FEMALE
Pharmacy
MALE

FEMALE
Psychology
MALE

FEMALE
Sports
Sciences/Therapy
MALE

Year

Appl.

Off.

Acc.

Off.:
Appl.

Acc.:
Off

Acc.:
Appl.

2014-15

1073

814

184

76%

23%

17%

2013-14

955

673

155

70%

23%

16%

2012-13

777

517

122

67%

24%

16%

2014-15

673

481

91

71%

19%

14%

2013-14

659

431

80

65%

19%

12%

2012-13

695

422

107

61%

25%

15%

2014-15

224

198

46

88%

23%

21%

2013-14

205

174

37

85%

21%

18%

2012-13

157

128

19

82%

15%

12%

2014-15

239

208

41

87%

20%

17%

2013-14

228

181

45

79%

25%

20%

2012-13

189

156

18

83%

12%

10%

2014-15

379

146

46

39%

32%

12%

2013-14

339

140

45

41%

32%

13%

2012-13

349

99

42

28%

42%

12%

2014-15

71

22

5

31%

23%

7%

2013-14

73

23

6

32%

26%

8%

2012-13

67

18

5

27%

28%

7%

2014-15

741

301

91

41%

30%

12%

2013-14

845

271

75

32%

28%

9%

2012-13

891

258

89

29%

34%

10%

2014-15

469

169

50

36%

30%

11%

2013-14

549

134

47

24%

35%

9%

2012-13

649

169

57

26%

34%

9%

2014-15

873

673

161

77%

24%

18%

2013-14

822

617

128

75%

21%

16%

2012-13

670

495

118

74%

24%

18%

2014-15

184

129

31

70%

24%

17%

2013-14

188

137

38

73%

28%

20%

2012-13

186

130

31

70%

24%

17%

2014-15

434

247

73

57%

30%

17%

2013-14

376

228

71

61%

31%

19%

2012-13

367

220

73

60%

33%

20%

2014-15

982

493

145

50%

29%

15%

2013-14

1022

615

172

60%

28%

17%

2012-13

805

424

119

53%

28%

15%

Table 4.2 Number of women and men applying for (Appl.), gaining offer (Off.) and
accepting places (Acc.) on Undergraduate Courses (collected and presented by subject
area) in LMS. The proportions of offers: applications (Off.: Appl.), Acceptances: Offers
(Off.:Acc.) and Acceptances: Applications are provided.
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Figure 4.2 Proportion of men and women studying FT and PT degrees in LMS. Black lines indicate the national benchmarks1: Bioscience; FT
58%, PT 57%; Geography/Environmental Sciences (Geog/Env), FT 48% and PT 39%; Nutrition and Dietetics, FT 83% and PT 89%; Pharmacy, FT
61% and PT 74%; Psychology, FT 79% and PT78%; Sports, FT 31% and PT19%.
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Degree
Programme

Gender

FEMALE
Bioscience
MALE

FEMALE
Geography/
Environmental
Sciences
MALE

FEMALE
Nutrition/
Dietetics
MALE

FEMALE
Pharmacy
MALE

FEMALE
Psychology
MALE

FEMALE
Sports
Sciences/
Therapy
MALE

Year

1st

2:1

2:2

3rd

Pass

Total

1st and 2:1
degree
(within
gender)

1st and 2:1
degree
(within year
total)

2014-15

7

31

25

8

2

73

52%

28%

2013-14

13

43

16

9

4

85

66%

38%

2012-13

8

28

26

8

6

76

47%

31%

2014-15

9

26

19

5

5

64

55%

26%

2013-14

8

20

23

9

2

62

45%

19%

2012-13

4

10

17

7

4

42

33%

12%

2014-15

0

9

6

0

0

15

60%

28%

2013-14

1

11

6

0

0

18

67%

32%

2012-13

2

10

5

0

0

17

71%

34%

2014-15

2

10

3

1

1

17

71%

38%

2013-14

1

13

3

1

1

19

74%

38%

2012-13

1

10

4

1

2

18

61%

31%

2014-15

9

19

2

0

0

30

93%

85%

2013-14

8

14

1

0

0

23

96%

92%

2012-13

7

20

0

0

0

27

100%

93%

2014-15

1

1

1

0

0

3

67%

6%

2013-14

0

1

0

0

0

1

100%

4%

2012-13

0

1

0

0

1

2

50%

3%

2014-15

26

75

9

0

1

111

91%

58%

2013-14

9

50

21

1

0

81

73%

47%

2012-13

16

52

11

0

0

79

86%

51%

2014-15

6

43

14

0

0

63

78%

28%

2013-14

3

29

13

0

0

45

71%

25%

2012-13

4

29

19

1

1

54

61%

25%

2014-15

6

62

26

2

3

99

69%

56%

2013-14

5

85

27

2

2

121

74%

65%

2012-13

12

52

29

2

3

98

65%

55%

2014-15

2

10

9

0

1

22

55%

10%

2013-14

0

10

7

0

1

18

56%

7%

2012-13

1

8

10

0

0

19

47%

8%

2014-15

13

34

11

1

1

60

78%

38%

2013-14

4

18

14

0

2

38

58%

22%

2012-13

7

15

12

5

5

44

50%

17%

2014-15

7

26

21

4

5

63

52%

27%

2013-14

4

30

18

3

8

63

54%

34%

2012-13

9

30

30

5

11

85

46%

30%

Table 4.3 Grades Achieved and number of women and men achieving BSc. Data
shown as a proportion of higher grades within gender, and also compared to the yearly
cohort. Data collected and presented within subject area. The proportions of offers:
applications (Off.: Appl.), Acceptances: Offers (Off.:Acc.) and Acceptances: Applications
are provided.
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(iii) Numbers of men and women on postgraduate taught degrees
Full- and part-time. Provide data on course application, offers and acceptance
rates and degree completion rates by gender.

There are a total of 30 PGT degree programmes within LMS. In order to analyse and
present the data in a meaningful way, programmes sharing JACS codes/subject areas
have been added together in Table 4.4.

Dept.

PGT Programmes

(JACS) Pooled Programme for analysis

HES

MSc Environmental Management

(F8) Physical geographical sciences

MSc Pharmacovigilance

(B2) Pharmacology, toxicology & pharmacy

MSc Sustainable Planning

(F8) Physical geographical sciences

MSc Biotechnology, molecular biology

(C1) Biology

MSc Pharmacology

(B2) Pharmacology, toxicology & pharmacy

MA Health Law and Ethics in Practice

(A3) Clinical medicine

Master of Health and Medical Education

(A3) Clinical medicine

MSc Cardiology and Stroke

(A3) Clinical medicine

MSc Clinical Medicine

(A3) Clinical medicine

MSc Medical and Healthcare Simulation
MSc Psychiatric Practice / Mental Health
Practice

(A3) Clinical medicine
(A3) Clinical medicine

MSc Western Medical Acupuncture

(A3) Clinical medicine

Postgraduate Dermatology / Skin Integrity
Master of Science Degree in Pharmacy Practice

(A3) Clinical medicine
(B2) Pharmacology, toxicology & pharmacy

MSc Advancing Clinical Pharmacy Practice

(B2) Pharmacology, toxicology & pharmacy

MSc Medicinal Chemistry

(B2) Pharmacology, toxicology & pharmacy

MSc Pharmaceutical Sciences

(B2) Pharmacology, toxicology & pharmacy

MSc Regulatory Affairs – TOPRA

(B2) Pharmacology, toxicology & pharmacy

MSc of Public Health – Online
MA Contemporary Therapeutic
Counselling/Counselling

(B2) Pharmacology, toxicology & pharmacy

PGMED

PHA

PSY

MSc Business Psychology

(C8) Psychology
(C8) Psychology

MSc Occupational Psychology

(C8) Psychology

MSc Organisational Psychology

(C8) Psychology

MSc Psychology
MSc Research in Clinical Psychology / MSc
Clinical Psychology Practice

(C8) Psychology

MSc Research Methods in Psychology

(C8) Psychology

(C8) Psychology

Table 4.4 List of PGT degrees taught in LMS
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JACS

Gender

(A3) Clinical
medicine

FEMALE

MALE

(B2)
Pharmacology,
toxicology &
pharmacy

FEMALE

MALE

(B4) Nutrition

FEMALE

MALE

(C1) Biology

FEMALE

MALE

(C6) Sport &
exercise
sciences

FEMALE

MALE

FEMALE
(C8) Psychology

MALE

(F8) Physical
geographical
sciences

Year

Appl.

Off.

Acc.

Off.:
Appl.

Acc.:
Off

Acc.:
Appl.

2014-15

209

129

100

62%

78%

48%

2013-14

167

117

89

70%

76%

53%

2012-13

140

108

77

77%

71%

55%

2014-15

165

104

66

63%

63%

40%

2013-14

145

107

62

74%

58%

43%

2012-13

99

80

42

81%

53%

42%

2014-15

946

464

182

49%

39%

19%

2013-14

990

364

132

37%

36%

13%

2012-13

1007

340

135

34%

40%

13%

2014-15

655

313

88

48%

28%

13%

2013-14

682

221

84

32%

38%

12%

2012-13

756

248

93

33%

38%

12%

2014-15

379

146

46

39%

32%

12%

2013-14

339

140

45

41%

32%

13%

2012-13

349

99

42

28%

42%

12%

2014-15

71

22

5

31%

23%

7%

2013-14

73

23

6

32%

26%

8%

2012-13

66

18

5

27%

28%

8%

2014-15

1337

1026

251

77%

24%

19%

2013-14

1185

840

212

71%

25%

18%

2012-13

1034

703

176

68%

25%

17%

2014-15

932

690

146

74%

21%

16%

2013-14

921

624

139

68%

22%

15%

2012-13

1009

637

152

63%

24%

15%

2014-15

457

266

80

58%

30%

18%

2013-14

393

239

76

61%

32%

19%

2012-13

407

251

86

62%

34%

21%

2014-15

1062

547

158

52%

29%

15%

2013-14

1156

703

196

61%

28%

17%

2012-13

936

499

147

53%

29%

16%

2014-15

1104

842

265

76%

31%

24%

2013-14

1043

753

209

72%

28%

20%

2012-13

871

644

193

74%

30%

22%

2014-15

251

172

54

69%

31%

22%

2013-14

252

184

62

73%

34%

25%

2012-13

238

169

50

71%

30%

21%

Undisclosed

2014-15

1

1

1

100%

100%

100%

FEMALE

2014-15

302

253

57

84%

23%

19%

2013-14

266

220

48

83%

22%

18%

2012-13

228

179

36

79%

20%

16%

2014-15

354

285

62

81%

22%

18%

2013-14
2012-13

322
280

250
225

62
46

78%
80%

25%
20%

19%
16%

MALE

Table 4.5 Applications and acceptances for PGT degrees based on JACS code grouping
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(iv) Numbers of men and women on postgraduate taught degrees
Full- and part-time. Provide data on course application, offers and acceptance
rates and degree completion rates by gender.

The number of students accepting places on the PGT degree pathways varies according
to discipline (Table 4.5), however the male/female acceptances:applications ratio is
similar across all disciplines (no statistical difference by Chi2).
One Psychology student requested to have their gender undisclosed. LMS supports
transgender equality and UH is a proud Stonewall Diversity Champion with activities
organised, including ‘Trans awareness workshops’ for staff (Silver 3.10).
The proportion of women studying the Clinical Medicine Programmes has increased to
benchmark levels in 2014-15 full-time, and the PT option has maintained a proportion
of women comparable to national benchmarks (Figure 4.3). In contrast, the proportions
of women in Pharmacology, Toxicology and Pharmacy PGT degrees (FT) are lower than
the benchmarks; a majority of women opt to study PT (Figure 4.3).
The proportion of men and women onto the Biology and Geography Physical Sciences
PGT degrees have been maintained over the past 3 years. Psychology PGT degrees have
a slightly lower than benchmark proportions of women, although as a programme that
traditionally attracts women, this indicates that LMS is encouraging men to study the
subject. For this reason we see no need to initiate any action to modify this trend.
There is an equal distribution of men and women gaining PGT degrees (Figure 4.4), and
overall women achieve higher grades than men (Figure 4.5), although the overall
attainment is not significantly different.

Silver 3.10 Trans awareness Training NEW

24

Figure 4.3 Full-time and Part-time modes of study PGT by JACS code. Black lines indicate the national benchmarks1: Clinical medicine Full-time
(FT) and Part-time (PT) 61%; Pharmacology, toxicology and pharmacy (FT and PT) 65%; Biology (FT and PT) 61%; Psychology (FT and PT) 79%
and Physical geographical sciences (FT and PT) 48%
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Figure 4.4 Total number of PGT students graduating, divided by JACS code

Figure 4.5 Total number of PGT students graduating with distinction and merit grades;
divided by JACS code
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(v) Numbers of men and women on postgraduate research degrees
Full- and part-time. Provide data on course application, offers, acceptance and
degree completion rates by gender.

LMS offers conventional research degrees (MSc by Research/PhD) and Professional
Doctorates (Clinical Psychology (DClinPsy); Medicine (MD)). The numbers of men and
women applying for MSc by Research/PhD is equivalent year on year (Table 4.6), yet
the Acceptances:Applications is higher for women, although not statistically different by
Chi-squared test. There are only 15-16 commissioned places to study for DClinPsy each
year, with the largest proportion of applications coming from women.

PGR
Gender
Programme

MSc/PhD

DClinPsy

Year

2014-15
FEMALE 2013-14
2012-13
2014-15
MALE
2013-14
2012-13
2014-15
FEMALE 2013-14
2012-13
2014-15
MALE
2013-14
2012-13

Appl.

Off.

Acc.

Off.:
Appl.

Acc.: Off

Acc.:
Appl.

44
56
37
48
57
38
94
278
433
83
48
89

18
32
24
12
18
19
14
13
13
2
2
2

18
24
23
10
18
18
14
13
13
2
2
2

41%
57%
65%
25%
32%
50%
15%
5%
3%
2%
4%
2%

100%
75%
96%
83%
100%
95%
100%
100%
100%
100%
100%
100%

41%
43%
62%
21%
32%
47%
15%
5%
3%
2%
4%
2%

Table 4.6 Number of applications, offers and acceptances for the PGR degree
programmes across LMS

With regard to the proportion of women in PGR programmes:
1. HES has increased beyond the benchmark1 of 53% in 2014 (Table 4.7);
2. Pharmacy and Psychology have consistently remained above their respective
benchmarks1 over the 3 years;
3. PGMed are below the benchmark1 (52%), although this may be due to very small
numbers involved.
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Full-Time PGR

HES

PHA

PSY

PGMED

Bench
mark

Part-Time PGR
Female

Male

Total

%
Female

10

9

13

53

57%

15

15

15

62

52%

17

18

16

15

66

50%

2014/15

13

12

7

6

38

53%

2013/14

13

11

6

5

35

54%

2012/13

12

9

7

5

33

58%

2014/15

44

8

10

4

66

82%

2013/14

19

4

35

7

65

83%

2012/13

51

10

15

3

79

84%

2014/15

1

1

1

7

10

20%

2013/14

0

2

5

6

13

38%

2012/13

0

1

2

8

11

18%

Female

Male

2014/15

21

2013/14

17

2012/13

%
Female
53%

53%

74%

52%

Table 4.7 Numbers of men and women on FT and PT PGR degrees in LMS. Data is
presented as %female pooled from FT and PT and compared to subject predominant
benchmark1 (JACS code)

The number of research degrees awarded (Figure 4.6) indicates an increase in the
number of women achieving a PhD or Masters by Research. Encouragingly,
withdrawals have decreased from 9 (2013) to 7 (2015). To help with career planning
and support for PGR students, Silver 2.5 has been derived.

Silver 2.5 Update 3 monthly PGR progression review forms to include questions on future
career plans NEW

Figure 4.6 Number of research degrees awarded in LMS

28

(vi) Progression pipeline between undergraduate and postgraduate student levels
Identify and comment on any issues in the pipeline between undergraduate and
postgraduate degrees.

The overall proportion of women studying on Foundation courses has steadily increased
over the past 3 years, from 33% in 2012-13, up to 50% in 2014-15 (Figure 4.7). The
proportion of women studying UG, PGT and PGR programmes is consistently 60% or
above (Figure 4.7), and clearly shows that overall there are no issues for women
progressing between the levels of study within LMS.

Figure 4.7 Pipeline between Foundation, UG, PGT and PGR study: the total number of
students across the whole of LMS.
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4.2. Academic and research staff data
(i) Academic staff by grade, contract function and gender: research-only, teaching and
research or teaching-only
Look at the career pipeline and comment on and explain any differences between
men and women. Identify any gender issues in the pipeline at particular
grades/job type/academic contract type.
SILVER APPLICATIONS ONLY
Where relevant, comment on the transition of technical staff to academic roles.

By plotting scissor graphs, the improving landscape for the academic pipeline can be
seen (Figure 4.8 A, B, C). The marked “zig-zag” pattern seen in 2013 has changed to a
flatter structure in 2014 and 2015 and highlights the principle groups that require
support: early career researchers, Readers and Professors.
Of the total of 226 academic and research staff in LMS, 52.8% are women (greater than
the national SET benchmark of 40.7% women3) and 47.2% men.
The proportion of Black, Minority, Ethnic (BME) staff and students has been maintained
over 3 years (Table 4.8) and greater than the benchmark for SET Academic staff3
(11.4%) and SET students2 (21.1%).

Year
2012
2013
2014

White
77.0
75.0
76.5

% Staff
BME
16.0
17.0
16.0

Unknown
7.0
8.0
7.5

White
46.4
48.1
45.0

% Students
BME
51.1
50.5
53.4

Unknown
2.5
1.3
1.6

Table 4.8 The % BME staff and students in LMS

30

A.

2013
female
male

% within category

100
80
60

50%
40
20

Found
UG
PGT
PGR
RA
Fellow
Snr Fellow
Lecturer
SL
PL
AM
Reader
Prof
AM Prof

0

B.

2014
female
male

% within category

100
80
60

50%
40
20

Found
UG
PGT
PGR
RA
Fellow
Snr Fellow
Lecturer
SL
PL
AM
Reader
Prof
AM Prof

0

C.

2015
female
male

% within category

100
80
60

50%
40
20

Found
UG
PGT
PGR
RA
Fellow
Snr Fellow
Lecturer
SL
PL
AM
Reader
Prof
AM Prof

0

Figure 4.8 Scissor graphs. The percentage of males and females in all grades presented
as a pipeline between Foundation, UG, PGT, PGR, RA (Research Assistant), Fellow,
Senior Fellows, Lecturer, SL (Senior Lecturer), PL (Principal Lecturer), AM (Academic
Manager), Reader, Professors and AM Prof (Academic Professor) in A. 2013, B. 2014
and C. 2015 (staff only, since HEFCE students numbers not yet available).
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All LMS departments have an overall gender balance of 50% or above of women on
Academic and Research contracts (Figure 4.9), which is above the national benchmark
for SET Academic contracts.
UH is principally a teaching university, with a majority of contracts given as ‘Academic’,
and a minority of ‘Research only’ contracts for specific grant funded research projects
(Figure 4.10). Those on Academic contracts are employed to teach and are encouraged
to undertake research via the appraisal system. The proportion of men and women
conducting research was addressed in a staff consultation questionnaire (67
respondents, 38F, 15M, 14 unclassified), and indicates that more men than women are
involved in research, with more women involved in ‘other activities’ (Figure 4.11).
Interestingly, the data indicated that women are conducting research but perceive their
role as predominantly teaching one, in contrast to men who when they conduct
research perceive their role as a mixture of teaching and research. The new mentoring
scheme will address this issue of self-perception amongst women researchers (Silver
3.14, Bronze K).
The members of technical staff who undertake PhDs is outlined in Section 5.4.iii
Silver 3.14 Formalise the mentoring scheme in line with UH intentions (Bronze K
continuation)

Figure 4.9 Gender balance within the four departments: 2013 (13), 2014 (14) and 2015
(15). Black line indicates the national SET benchmark3 of 44.5% women (all academic).
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Table 4.9 shows the pay and grading structure within the University for staff grades
UH4-UH9 (teaching and research contracts) on the national pay spine.
Grade
Academic Manager
UH9
UH8
UH7
UH6
UH5

Academic posts

Research posts

Dean of School/ Heads of
Department, Associate Deans

Professor

Principal Lecturer
Senior Lecturer
Lecturer

Reader
Senior Research Fellow
Research Fellow
Research Assistant

UH4

Table 4.9 Pay and grading structure for salaried staff
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Figure 4.10 Academic and Research Staff in LMS. Black line indicates the national benchmark for SET Research contracts3: 47.1% women;
Academic contracts: 51.7% women
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Figure 4.11 Response on LMS staff consultation (2016) on Academic and Research duties in LMS (67 respondents)
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HES
The proportion of academic women has been maintained above the benchmarks over
the past 3 years (Figure 4.12). There are few staff with research only contracts in HES
since this is entirely related to the number of grants to fund these positions.
Impact in 2015:



The female Reader progressed to a full Professor
HES gained a permanent FT female Senior Fellow

Figure 4.12 Research and Academic staff by grade. Black lines indicate SET national
benchmarks for academic contracts1: Prof 17.2% women, Senior Managers 21.9%
women and SET overall Biosciences 43.7% women.
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Postgraduate Medicine
A small department of 12 members of academic and research staff in total (2015),
making comparison with national benchmarks difficult (Figure 4.13).
Impact: An increase in the number of women Senior Lecturers/Senior Fellows with
academic contracts over the past 3 years, increasing from 1 in 2013 to 3 in 2015.

Figure 4.13 Staff by grade (Academic and Research combined). Black lines indicate SET
national benchmarks3: Prof 17.2% women, Senior Managers 21.9% women and SET
overall Clinical Medicine 52.1% women.
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Pharmacy
A majority of staff have academic contracts, with a proportion of women that are
similar to or exceed national benchmarks (Figure 4.14). Successful grant applications
will lead to an increase in Research Fellows.
Impact: An increase in the number of women gaining AM and Senior Fellows in 2014
and 2015.

Figure 4.14 Staff by grade (Academic and Research combined). Black lines indicate SET
national benchmarks3: Prof 17.2% women, Senior Managers 21.9% women and SET
overall Pharmacy 48.5% women.
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Psychology
There is a predominance of females, with more women on AM grade (Figure 4.15).
The proportion of women academics with Senior Lectureships has decreased, although
the actual number has remained constant (5) 2013-2015. The numbers of women PLs
have increased to 9 in 2014, and AM increased to 6 in 2015.
Research contracts: 3 women Senior Fellows are gaining support to apply for
Readership in the next 5 years.

Figure 4.15 Staff by grade (Academic and Research combined). Black lines indicate SET
national benchmarks3: Prof 17.2% women, Senior Managers 21.9% women and SET
overall Psychology 59.9% women.
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(ii) Academic and research staff by grade on fixed-term, open-ended/permanent
and zero-hour contracts by gender
Comment on the proportions of men and women on these contracts. Comment on
what is being done to ensure continuity of employment and to address any other
issues, including redeployment schemes.
A higher proportion of women in LMS have permanent and fixed term contracts than
benchmarks3 (Figure 4.16). Overall the contracts in LMS:
 permanent; 44.1% women and 39.2% men
 fixed-term; 9.7% women and 7.0% men
 there are no zero hour contracts in LMS.
Impact:
 The total number of women with permanent academic contracts has increased
from 90 in 2013 to 100 in 2015, compared to a smaller increase of 85 men
(2013) to 89 (2015).
 There is a decrease in women with fixed term research contracts over the 3
years, which can be attributed to 4 women gaining permanent academic
contracts (Figure 4.17).

Figure 4.16 Overview of contract type in LMS over three years. Comparison of
permanent and fixed-term contracts; black lines indicate the benchmark for all SET
academic and research contract types3, permanent: 42.5% women and fixed-term:
48.3% women
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Figure 4.17 Permanent and fixed term contracts in LMS by department. Comparison to
subject specific HEIDI benchmarks1: HES (Biosciences): 34% permanent, 47% fixed; PHA
(Pharmacy) 34% permanent, 54% fixed; PGMED (Clinical Medicine) 41% permanent,
55% fixed; PSY (Psychology) 48% permanent and 64% fixed.

LMS employs a number of Emeritus and Visiting Professors (Figure 4.18) who
supplement the research staff teams. The numbers of men and women with these roles
have remained stable 2013-15. Increasing the numbers of women VPs and EPs is
outlined in Silver 1.9.
Silver 1.9 Increase the number of women Emeritus and Visiting Professors NEW

Table 4.18 Gender balance of Emeritus and Visiting Professors in LMS
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(iii) Academic leavers by grade and gender and full/part-time status
Comment on the reasons academic staff leave the department, any differences by
gender and the mechanisms for collecting this data.
Implementation of the Institution Bronze Athena SWAN Action Plan (Action 7) altered
how leaver’s data is collected.
Institutional Bronze Action 7: Exit interview process and outcomes/findings to be
reviewed annually
Figure 4.19 covers August 2014 to August 2015 (new data collection method); Table
4.10 includes 3 years of data using the superseded method. Overall the trend of
academic leavers has decreased, from 8.1% women academics leaving in 2013 to 7.4%
in 2015. Male academics leaving fluctuates from 4.6% (2013) to 11.5% (2014) to 5.7%
(2015), although compared to benchmarks3 (10.1% women and 16.8% men), the
turnover in LMS is very low. Word Count: 1998

Figure 4.19 The number of Academic Leavers from LMS August 2014 to August 2015
by grade and mode of contract

Year

Gender

Number
of staff

Total
number
of staff
219

Number
Turnover
of
rate (within
leavers
gender)
2013
Female
111
9
8.1%
2013
Male
108
5
4.6%
2014
Female
121
225
8
6.6%
2014
Male
104
12
11.5%
2015
Female
122
227
9
7.4%
2015
Male
105
6
5.7%
Table 4.10 Turnover by gender in LMS; three year data

Total turnover rate
(compared to total
number of staff)
4.1%
2.3%
3.6%
5.3%
4.0%
2.6%
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5. SUPPORTING AND ADVANCING WOMEN’S CAREERS
5.1 Key career transition points: academic staff
(i) Recruitment
Break down data by gender and grade for applications to academic posts
including shortlisted candidates, offer and acceptance rates. Comment on how
the department’s recruitment processes ensure that women (and men where
there is an underrepresentation in numbers) are encouraged to apply.
Implementations of the Institutional Athena SWAN Bronze Action 6 (2014), changed
data collection. In order to provide 3 years of data we have included the data using the
old method (Table 5.1) as well as the new method (Figure 5.1, 5.2 and 5.3).
Impact: There has been a substantial increase in the proportion of women being
shortlisted for positions in 2015 (33%) compared to 2013 (15%), an increase greater
than that for men (24% in 2015 compared to 15% in 2013); Table 5.1.
%
employed
Number of
Number
%
Number
%
if
applications shortlisted shortlisted employed employed shortlisted
2013
Total
Female
Male
2014
Total
Female
Male
2015
Total
Female
Male

359
168
191

55
26
29

146
95
51

33
20
13

309
149
160

88
49
39

15%
15%

19
12
7

7%
4%

46%
24%

21%
25%

11
10
1

11%
2%

50%
8%

33%
24%

27
17
10

11%
6%

35%
26%

Table 5.1 Total number of applications for academic contracts in LMS; the number of
shortlisted candidates and the number employed throughout LMS over three years.

Impact of Silver 3.1, Bronze O on applications for UH7 (Lecturer/Research Fellow) to
AM (Academic Manager) jobs:
1. At least 45% women applicants (Figure 5.1)
2. 45%-68% women shortlisted (Figure 5.2)
3. Success rate for women was at least 50% UH07-AM grades (Figure 5.3)
With the updated information on the internet, we aim to attract appropriately qualified
women to future advertised professorships (Silver 3.1, Bronze O).
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New funding for 3 Early Career Researcher Fellowships has also been made available
(Silver 3.2), which will be advertised using the new job advertisements (Silver 3.1,
Bronze O).
Silver 3.1 Increase awareness of training opportunities in job descriptors (Bronze O
continuation)
Silver 3.2 Use of central and School funding to support new Early Career Fellows NEW

Applications
100%
90%
80%

% Staff

70%
60%
50%
40%
30%
20%
10%
0%

UH07

UH08

UH09

AM

AM Prof

Male

41

102

2

6

8

Female

50

84

4

6

5

Figure 5.1 Applications for jobs in LMS 2014-15

Figure 5.2 The number and proportion of staff shortlisted for jobs in LMS 2014-15
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Figure 5.3 Successful contracts in LMS 2014-15
The implementation of the Bronze Action plan (Silver 1.8, Bronze D) led to a review of
our external School webpages. Clicking on the Athena SWAN logo takes you to pages
which contain information on the support we provide for new and current staff,
including:
 the AS Bronze submission and Action Plan
 career profiles of women from LMS showcasing various forms of success
including promotion and external roles (Silver 6.2)
 the academic case studies page of jobs.ac.uk which contains 6 career profiles
from female academics within LMS published throughout 2015-16 (Silver 6.2,
Bronze R)
 an events calendar for AS activities within the School, and link to ‘External Roles’
seminar details (Silver 6.1)
 a report from interviews carried out with staff recently returned from maternity
leave outlining the use and value of KIT days and how the School supports
prospective parents (Silver 5.1, Bronze S)
 a page dedicated to outlining the support available for students and staff,
including carer networks at UH, the onsite nursery, School Holiday childcare
facilities, wellbeing events at UH, and the Research Development Programme.

Silver 1.8 Maintain webpages with current information (Bronze D continuation)
Silver 5.1 Make the purpose and value of KIT days more widely known to women (Bronze S
continuation)
Silver 6.1 Women’s network: External Roles (Bronze M continuation)
Silver 6.2 Capture case studies and profiles on jobs.ac.uk (Bronze R continuation)
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(ii) Induction
Describe the induction and support provided to all new academic staff at all
levels. Comment on the uptake of this and how its effectiveness is reviewed.
The process of ‘Induction’ (Table 5.2) involves:
1. Central induction administered by HR
2. Local induction organised by the line manager and tailored to the individual new
staff member.
Impact of Silver 3.3, Bronze P: interviews with all new
academic staff who joined LMS in 2015 (2 females and 1
male outlined in Table 3.3) suggested new local induction
check lists are being used. Responses relating to the revised
process, which involves a half-day meeting with their line
manager, were positive. In addition, LMS employs practices
and training opportunities (Table 5.3).

I got a tour and was introduced
to key people, shown where all
the labs were, was given a list of
modules and introduced to my
mentor. I felt very supported".

Type of Induction

Duration

Activity

Central Induction

Online session and test

Health and Safety

Central Induction
Central Induction

Online session and test
Half day event

Central Induction
Local Induction

Half day event
Over first 12 months

Local Induction
for Research Staff

Over first 12 months

Equality and Diversity
Health and Safety, Information Hertfordshire
(Library and Computer Service support)
Equality and Diversity Essentials workshop
Half-day meeting with line manager; tour of
LMS, discussion of existing networks, work
practices, policies, procedures. HR local
checklist to guide line manager.
Introduction and training on the Research
Information System; meet the Associate
Dean Research, meetings with the Research
Grants Team and details on research ethics
procedures at UH, induction to research
laboratories with Laboratory managers.

Table 5.2 Induction Activities

Summary of Actions:
Silver 3.3 Include a local induction check list for new staff (Bronze P continuation)
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New Staff

Type of activity

LMS
Academics

Meeting with Programme Leader and Subject Group Lead
Study for a PgCert in Learning and Teaching
1 year probation period; development issues identified and supported
though regular meetings with a line manager
Teaching observations
Meeting with Associate Dean Research and Heads of Centres

All LMS Staff

A ‘Buddy’ is assigned for one year.

Pharmacy
Time is allocated to Clinical Simulation Centre and observation of delivery
staff
(Pharmacy)
Table 5.3 Practices for new LMS staff

(iii) Promotion
Provide data on staff applying for promotion and comment on applications and
success rates by gender, grade and full- and part-time status. Comment on how
staff are encouraged and supported through the process.
All staff are appraised annually where career progression is discussed (Silver 3.11,
Bronze H). There are two open mechanisms for gaining promotion within the School:
1. An application for recognition as Reader or Professor which is processed through
the office of the Pro Vice-Chancellor for Research & Enterprise.
2. Equate; a job evaluation system which considers the qualifications, skills, ability
and experience required to do the job; not those that the post holder may or
may not possess. Responsibilities for teaching, research, administration,
pastoral and outreach work are considered. A trained analyst completes the
questionnaire based on the information gathered by the applicant, and the
system generates a job report, using a weighted system of rules to determine
whether promotion is merited.
Impact: Collectively the Bronze actions put in place have led to an increased number of
women being promoted to Senior Lecturer (6 in 2015) and Principal Lecturer (5 in 2015)
(Figure 5.4):
Silver 3.4, Bronze I and Silver 3.5, Bronze J; led to 30 staff interviews (2014-2015) to
understand good practice and strengthen procedures to improve female career
progression. Staff included: different grades, different working patterns, staff working
full/part-time, staff recently returned from parental leave, senior management and
early career researchers. A report of the interviews, containing a list of identified
enablers and barriers to promotion, was provided to the Dean of School in October
2015 who in turn disseminated it to all line managers to enhance their appraisal
discussions.
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Silver 3.6, 3.7 and 3.8, Bronze N: All senior management teams, staff on Away Days,
and the REG have participated in Unconscious Bias training 2014-16.
Silver 3.9, Bronze Q: All senior management have completed online Equality and
Diversity training, and will be asked to attend Trans awareness workshops (Silver 3.10).
Equality and Diversity training is a requirement for probation for new staff.
Silver 3.11, Bronze H: Appraisals by line managers are linked to the annual business
planning cycle, which enables every department to consider staff for promotion
through Equate. Potential promotions are budgeted for in the business plan and are
progressed through formal UH processes. The line manager and HR Business Partner
provide feedback and support on unsuccessful applications.

Figure 5.4 Promotion of Academic and Researchers shown as new grade. All
promotions in figure represent permanent contracts, except for 5 fixed term contracts:
2013: RA (1F) and 1 AM (1M) in 2014: 2 RA (2F) and 1PL (1M)

Summary of Actions:
Silver 3.4 Interview staff who have recently progressed (Bronze I continuation)
Silver 3.5 Identify from line manager’s barriers and challenges for staff gaining promotion
(Bronze J continuation)
Silver 3.6 ‘Unconscious bias’ workshop for Senior Management (Bronze N continuation)
Silver 3.7 ‘Unconscious bias’ workshop for all staff (Bronze N continuation)
Silver 3.8 ‘Unconscious bias’ workshop for REG (Bronze N continuation)
Silver 3.9 Improve Equality and Diversity awareness of Senior Management (Bronze Q
continuation)
Silver 3.10 Trans awareness Training NEW
Silver 3.11 Strengthen the use of the Appraisal system (Bronze H continuation)
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Silver 3.4, Bronze I and Silver 3.5, Bronze J: Overview of interviews revealed a wide
range of enablers for career progression relating to:
 Experiences (e.g. obtaining insight into different disciplines and practices across
the University, networking)
 Support structures (e.g. research mentors, opportunity to work flexibly)
 Attitudes (e.g. a “willingness to take things on”)
 Acquired skills (e.g. time-management skills)
 Internal/external opportunities (e.g. including taking on School and Universitylevel roles and opportunities to enhance peer esteem).
 Encouragement for women to apply for senior roles and talent management
programmes
Barriers around promotion included:
 Need for mentoring and guidance. As one interviewee said, "you are on your own
to look at role descriptions and figure out what you must do”
 Time (for research): “I now ask: what is my PL role doing for me? PL is a good
thing as it recognises you have a senior role, but you end up being spread thinly.
You are doing good things but too many and it takes you away from the core
part of your job”
Outcomes from the interviews were discussed by the SAT, and have led to further
development of the Bronze Action Plan into further Silver Actions:
Silver 3.12, Bronze H: Leadership Potential Programme (LeaP)
Silver 3.13, Bronze L: Aurora Leadership Training
Silver 3.14, Bronze K: LMS mentoring Scheme
Silver 3.15, harmonise all departmental workload models to real hours
Silver 3.16, initiate new network for women in research: ‘Conversations and
Connection’, or ‘CoCo’

The Institutional AS Actions have triggered changes throughout the University (Silver
3.17). HR has:
 produced a booklet in March 2016 that outlines career progression and know
how to develop skills to take advantage of them
 organised the ‘Academic Careers Pathways’ workshop series (2016)
 launched the New Future Leaders programme, an 'internal Aurora' programme to
support colleagues who were not selected to participate in Aurora (February
2016)
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Summary of Actions:
Silver 3.11 Strengthen the use of the Appraisal system (Bronze H continuation)
Silver 3.12 Leadership Potential Programme (LeaP) (Bronze H continuation)
Silver 3.13 Aurora Leadership Training (Bronze L continuation)
Silver 3.14 Formalise the LMS mentoring Scheme with UH intentions (Bronze K
continuation)
Silver 3.15 Ensure all workload models used in LMS are real hour based NEW
Silver 3.16 Develop a new network for women ‘Conversations and Connection’, or ‘CoCo’
NEW
Silver 3.17 Encourage women to enrol on the Institutional Academic Pathways workshop
and use the Careers Guidance booklet NEW

(iv) Department submissions to the Research Excellence Framework (REF)
Provide data on the staff, by gender, submitted to REF versus those that were eligible.
Compare this to the data for the Research Assessment Exercise 2008 (RAE). Comment on
any gender imbalances identified.

% Submiitted staff

There has been an increase in the numbers of women submitted in the REF compared
to the RAE (Figure 5.5), more than doubling from 11 women in 2008 to 24 women in
2014. The proportion compared to men has also increased, and women constituted
46% of those submitted to the REF in 2014 compared to 35% in 2008. This indicates a
clear improvement in women being supported to conduct research at a high level.

100%
90%
80%
70%
60%
50%
40%
30%
20%
10%
0%

2008

2014

Male

20

28

Female

11

24

Figure 5.5. The proportion of men and women in LMS returned in the RAE (2008) and
REF (2014)
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SILVER APPLICATIONS ONLY
5.2 Key career transition points: professional and support staff
(i)

Induction
Describe the induction and support provided to all new professional and
support staff, at all levels. Comment on the uptake of this and how its
effectiveness is reviewed.

(ii)

Promotion
Provide data on staff applying for promotion, and comment on applications
and success rates by gender, grade and full- and part-time status. Comment
on how staff are encouraged and supported through the process.

(i) Induction
The Induction programme comprises:
 Welcome to UH by HR and an introduction to the line manager
 A ‘buddy’ is appointed for each new member of staff to provide pastoral support,
and to show the new member of staff the available facilities
 An events list; including registration details for the On-Line Health and Safety
Module.
 A schedule of meetings, visits, tours, introduction to sources of information and
training
 An induction pack (Table 5.4)
1

List of key contact and working colleagues

2

Telephone list of useful contacts

3

Outline of the School of Life and Medical Sciences

4

Outline of work objectives including familiarisation of laboratories

5

Health and Safety guidelines and policy

6

Emergency procedures

7

Leave and Absence guidance

8

Outline of family friendly policies

9

Links to Useful documents and workshops

Table 5.4 Technical Staff Induction pack
Focus group discussions revealed that colleagues were aware of a 'lack of mixing'
between roles in LMS, leading to a limited understanding of what some members of
staff do in their respective roles. In order to increase interactions between staff, Silver
4.1 and Silver 4.2 have been developed.
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(ii) Promotion
There are 27F professional staff, and 53 (22F:31M)
technical staff.

When asked: ‘Are there any
issues around career
progression’, one technical
staff replied: ‘It’s never
been a problem being a
woman, always
encouraged. It is possible to
progress from Technical
Officer to Senior Technical
Officer then onto Principal
Technical Officer’’

% promotions

Criteria are available to staff to enable them to progress
through the bar within their pay grade where relevant.
A wide range of training is provided to develop their
skills and enable them to successfully undertake roles at
higher grades both within LMS and in other areas in UH.
However, there is no clear career path for professional
and technical staff and progression rates are low and
only happen when a more senior post becomes
available and the applicant is successful in the selection process (Figure 5.6). Focus
groups indicated an issue with progression criteria, resulted in new Actions (Silver 4.3,
4.4 and 4.5).

100%
90%
80%
70%
60%
50%
40%
30%
20%
10%
0%

PT

FT

PT

15

15

UH04

UH05

PT

FT

FT

FT

FT

FT

FT

13

15

15

13

14

15

14

UH06

UH04

UH05

Profess.
1
1

1

1

PT
15

UH06
Tech.

Male
Female

FT

1

1

2
2

1

2

1

1

1

1

1

Figure 5.6 The number of Professional and Technical Staff in LMS 2013 (13), 2014 (14)
and 2015 (15) gaining promotion. Data shown as new grade and mode of contract; PT
(part-time) or FT (full-time).

Summary of Actions:
Silver 4.1 Hold a series of talks: ‘A Day in a Life Of…’ NEW
Silver 4.2 Encourage Technical Staff to attend and participate in research events NEW
Silver 4.3 Integrate Technical Staff in Teaching NEW
Silver 4.4 Support Technical Staff to progress from UH03 to UH04 NEW
Silver 4.5 Improve job transparency of job evaluation requirements for Professional Staff NEW
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During technical staff focus groups, colleagues pointed out the need to ‘create teaching
technicians that will give a sideways move instead of waiting in the progression queue’,
a suggestion that has been developed into new Action Silver 4.3. Technical staff are
appointed as specialists in their field and whilst their skills are often transferable to
other laboratories, it is difficult for them to move outside their own areas. In order to
address this, we have implemented a pilot scheme where technical staff can assist in
other laboratories in order to broaden their skill set (Silver 4.6).
Professional staff have a generic job description which allows staff to move across
Schools in order to progress. Focus groups indicated that they lacked the opportunity to
attend the Aurora Leadership Programme in LMS. One professional said ‘For those who
didn’t get on Aurora, UH has created an in house version ‘Future Leaders’, which is a
great opportunity’. While others stated that ‘Training is not always appropriate, so even
though UH offers a wide range of courses, they are repeated annually so that staff who
have worked at UH a long period of time are limited in their choice’. This focus group
discussion has led to the development of Silver 4.7 and Silver 4.8.

Summary of Actions:
Silver 4.3 Integrate Technical Staff in Teaching NEW
Silver 4.6 Exchange visits between specialised laboratories NEW
Silver 4.7 Refresh training courses available for professional staff NEW
Silver 4.8 Increase the budget for professional staff to attend training sessions NEW
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5.3 Career development: academic staff
(i) Training
Describe the training available to staff at all levels in the department. Provide
details of uptake by gender and how existing staff are kept up to date with
training. How is its effectiveness monitored and developed in response to levels of
uptake and evaluation?
The University offers numerous Continuous Professional Development (CPD) training
events to all staff through regular e-mails and links on ‘StudyNet’, an internal University
portal, including: ‘Management and Leadership Training Programme’, ‘Appraisal and
Successful People Management’, ‘Leading Through Conversation’ and Higher Education
Academy (HEA) fellowship schemes (academic staff are encouraged and supported to
become Fellows, Associate Fellows, Senior Fellows and Principal Fellows of the HEA by
completing a Continuing Professional Academic Development programme). New
schemes developed in 2015-16 (e.g. ‘Future Leaders’ and ‘Academic Careers Pathways’
pilot workshop were discussed in section 5.1).
Members of staff are actively encouraged to attend CPD activities through annual staff
appraisals and via school-generated mail. One-to-one interviews with colleagues,
suggests that a more targeted approach is required due to the volume of emails
received (Silver 3.11. Bronze H).
Good practice: internal to the School there are good practice sessions:
 Monthly LMS 'Food for Thought' sessions
 Coffee mornings where academic staff share good practice on e.g. ‘How to write
effective MRQs’, ‘Plagiarism issues’, ‘How to support students and how to
detect it’.
 Exam question writing workshop
Uptake is monitored by the individuals who run the sessions, and direct feedback and
discussion is encouraged. CPD is normally captured via the staff portal on CORE, the
Human Resources online system. The effectiveness of the CPD HEA schemes is
monitored by output to the annual University Learning and Teaching conference and
publication in the University's multimedia online journal, Blended Learning in Practice
Impact: Across LMS there is an excellent uptake of training courses which has increased
from 2013 (Figure 5.7), most notably female Academic Managers and Research Staff,
which is a direct impact from Actions requiring attendance at Equality and Diversity
training and Unconscious Bias workshops set in motion through AS Bronze.
Impact: Since the Athena SWAN applications started for Bronze, there has been a large
increase in the number of women attending Leadership and Management Courses from
22 in 2013, to 36 in 2014 and 38 in 2015 (Figure 5.8).

Summary of Actions:
Silver 3.11 Strengthen the use of the appraisal system (Bronze H continuation)
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Figure 5.7 The number of staff on UH training sessions in 2013 (13), 2014 (14) and
2015 (15)

Figure 5.8 The number of Academics, Academic Managers and Researchers attending
Leadership and Management Courses in 2013 (13), 2014 (14) and 2015 (15)

Silver 3.12 (Bronze H) impact: The clear need identified in the Bronze award for
Leadership training for staff led to the initiation of the “LMS Leadership Potential 2 year
Programme” LeAP, which provides experience and training of staff through contact with
LMS Senior Executive Group (SEG) and provides them development opportunities in
preparation for these roles.
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Silver 3.13 (Bronze L) impact: Over a 3 year period, a total of seven staff members from
LMS (part of a group of 32 UH staff) are participating in the nationwide Aurora
Programme for Women into Leadership, designed to address the under-representation
of women in senior HE positions. Participation will continue with two women (academic
or professional) shortlisted from within LMS per year to apply to attend the leadership
training. All Aurora participants attend follow-up Aurora sessions run by UH, and any
further support requirements are discussed at appraisal. Staff wanting to participate in
Aurora but who were not successful in the shortlisting round will be encouraged and
supported to attend the new Future leaders programme, an 'internal' Aurora
programme launched in February 2016 and run by the HR development team.
Good practice: One candidate, who was scheduled to join Aurora in October 2014 went
on maternity leave, and deferred and started in 2015.
Interviews were carried out with Aurora participants from the School in order to assess
the impact of Aurora and any further support required. Feedback indicated that
participants felt they were:
Participants becoming more proactive/strategic:
“... I have a greater understanding of the promotion process. Aurora made me plan
more about what I want to do next. It made me realise that I have responsibility for that
and that it won’t just happen...."
“Aurora made me think, what do I need to develop? It made me think I need to plan
things, have conversations with line managers….it makes you think strategically about
your career.”
“What I think I would do differently after Aurora, is that if an opportunity comes my
way, I think that I will push myself more to go for it.”
Participants becoming more confident/obtaining a voice:
“...I identified that sometimes I would be frustrated but didn’t voice to senior
management what I wanted. I wasn’t very assertive. Aurora gave me the confidence to
speak and address issues with senior managers.”
“Aurora was truly quite a cornerstone for me growing as a person. It had a deep impact
on me and gave me great confidence.”
Some women, as a result of Aurora, obtained new roles:
"At the time of Aurora, I was struggling with my career development. I initiated a
conversation with the Head of Department and during this conversation, the possibility
of a new role emerged amidst general structural changes at School level. I conveyed
how eager I was to take on this new role considering my recent experience working on a
project. It was definitely a result of Aurora and my mentorship experience that
persuaded me to initiate such a conversation.”
Summary of Actions:
Silver 3.12 New Leadership Scheme: LeaP (Bronze H continuation)
Silver 3.13 Aurora Leadership training (Bronze L continuation)
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(ii)

Appraisal/development review
Describe current appraisal/development review schemes for staff at all levels,
including postdoctoral researchers and provide data on uptake by gender. Provide
details of any appraisal/review training offered and the uptake of this, as well as
staff feedback about the process.

All staff undergo an annual appraisal by their line manager, and all PGR students
undergo 3 monthly and annual reviews with their supervisors and research tutor.
Silver 3.11 (Bronze H) impact: An audit of 10% appraisals in 2015 indicated 100%
uptake on providing career aspiration information on the new form. All teaching,
research and administrative work are covered, making it an opportunity to discuss any
necessary training or support needed.
The University's Strategic Plan and LMS business plan are linked to the staff appraisal
system which considers:
 If staff meet the University’s core values: being friendly, ambitious, collegiate,
enterprising and student-focused
 Staff contribution to the UH strategic themes of Education, Research,
International, Enterprise, People, Sustainability and Community
 Individual's development plan for the year, including what development is
needed to deliver the priorities outlined in the appraisal action plan and to
support their career aspirations
 Recognised achievement, best practice and supports succession and career
planning
Discussion on appraisals at the October AS forum was
positive; comments included: "colleagues are
encouraged to progress and apply for promotions
regardless of gender". However, it was also noted that
during the appraisal process "the line manager needs
strategies to help with implementation of
progression", leading to further development of Silver
3.11. Future feedback on appraisal will be captured by
the UH Staff Survey (2018); LMS-specific results will be
compared to the 2013 UH Staff Survey.

Feedback from forums: ‘I
like my appraisals, its
always good to talk at any
time of the year, but at
appraisals I can think
more specifically about
what my goals are’

Summary of Actions:
Silver 3.11 Strengthen use of appraisal system (Bronze H continuation)
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(iii) Support given to academic staff for career progression
Comment and reflect on support given to academic staff, especially postdoctoral
researchers, to assist in their career progression.
Staff including Postdoctoral Researchers are encouraged to join relevant discipline
specific professional bodies, which enable CPD through attendance at day and evening
meetings, short courses, and conferences in subject specific areas.
Good Practice: Postdoctoral researchers attend the Doctoral College Researcher
Development Programme (RDP), which is tailored to their skill gaps and career
advancement needs by use of the Vitae Research Development Framework. This is an
interdisciplinary programme covering a variety of areas, including employability,
information technology and an analysis of personal development, career needs. Their
progress is monitored by their Research Leads.
Female early career researchers are especially encouraged to attend the UH Women in
STEMM 'External Roles' series of talks (Silver 6.1, Bronze M). One female early career
researcher from LMS who attended one of the sessions delivered by colleagues from
LMS was interviewed (her career story was subsequently published on jobs.ac.uk) and
shared the following experience which demonstrates the impact of LMS' involvement in
the External roles series:
Regarding a Women in STEMM Network event: ‘I was especially inspired by a talk
given by Dr Rachel Fox, a Principal Lecturer in Pharmacology, who also holds the role
of Chairman of a Health organisation. On the back of the event I applied for the post
of Independent Governor at the University of Derby, amongst other posts (including
a Trustee post in a Charity). I applied for these roles, because I saw them as an
opportunity to gain experience in strategic management, something that isn’t
possible internally at this stage in my career. I was fortunate enough to be successful
in the Independent Governor role at University of Derby. [...] I subsequently
encouraged friends and colleagues to pursue similar external roles, even if voluntary,
in order to broaden their experiences, skills and knowledge’

Silver 6.1 Women’s network: External Roles (Bronze M continuation)
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(iv) Support given to students (at any level) for academic career progression
Comment and reflect on support given to students at any level to enable them
to make informed decisions about their career (including the transition to a
sustainable academic career).
The BME success project has reduced the degree attainment gap by 7% (between 2012
and 2015), a significant progress against the UH aim for 10% by 2020. Work is ongoing
as part of a UH wide student experience action plan to achieve this.
Students are supported in career progression by the University's Careers and
Placements, on CVs, interview techniques. Specifically to LMS:
 Undergraduate students are encouraged to do a Placement Year in industry in
most UG Programmes
 External speakers are invited from industry to give talks on their work and
careers
 Advice from their Personal Tutors
 To increase career discussions between PGR students and supervisors, the 3monthly progression review form has been updated to include career plans
Silver 2.5
 Postgraduate research students are also expected to attend RDP offered by the
Doctoral College
Dr Jen Young and Dr Kate Graeme-Cook
collecting the Royal Society of Biology
Accreditation at the Houses of
Parliament March 2016

Good practice: Many LMS degrees are accredited by relevant professional bodies. All
Bioscience degrees with a year in industry have an Advanced Accreditation from the Royal
Society of Biology. Full time and Year Abroad degrees were recently awarded Accreditation by
the Royal Society of Biology. In addition, Biomedical Science degrees are accredited by the
Institute of Biomedical Science (IBMS) and our Healthcare Science degrees also have Medical
Education England (MEE) and Healthcare Professions Council (HCPC) approval.
The MPharm degree is accredited by the General Pharmaceutical Council (GPhC)
Silver 2.5 Update 3 monthly PGR progression review forms to include questions on future
career plans NEW
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(v) Support offered to those applying for research grant applications
Comment and reflect on support given to staff who apply for funding and what
support is offered to those who are unsuccessful.
Good practice: Staff are offered a variety of types of support to help them to make
grant applications, such as:
 Psychology runs an annual two-day residential grant-writing retreat. Purposely
scheduled to allow those with family commitments to attend, it includes
application advice sessions from the Research Office, run on-campus at the
start of the two-day event, as well as subsequent sessions alternating between
writing and peer (second-reader) feedback
 Psychology also has a newly initiated series of informal research seminars,
scheduled in the middle of the day, at which planned research-grant
applications can be discussed with colleagues
 An Early Career Research Group, run by two ECRs (one male, one female), that
also schedules sessions with members of the Research Office. Their mentoring
scheme is based on more experienced academics offering advice to junior
colleagues
 There is additional support on costings of research grants and post-award
management provided both centrally and locally. Unsuccessful applications are
reviewed internally and support provided to address issues prior to
resubmission

Staff at the forum said: ‘It’s great, UH offers all these small grants to help you get going
with getting the data you need for grant applications. There’s always funds we can
request through the research centres, but it’s a lot more validating to have to apply for
a specific call in the uni’
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SILVER APPLICATIONS ONLY
5.4

Career development: professional and support staff

(i)

Training
Describe the training available to staff at all levels in the department.
Provide details of uptake by gender and how existing staff are kept up
to date with training. How is its effectiveness monitored and developed
in response to levels of uptake and evaluation?

(ii)

Appraisal/development review
Describe current appraisal/development review schemes for professional
and support staff at all levels and provide data on uptake by gender.
Provide details of any appraisal/review training offered and the uptake
of this, as well as staff feedback about the process.

(iii)

Support given to professional and support staff for career progression
Comment and reflect on support given to professional and support staff
to assist in their career progression.
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(i) Training
Professional and technical staff have access to a wide range of training opportunities
both internal and external to the University (Table 5.5). There has been a steady
increase in staff undertaking training courses (Figure 5.7), although professional focus
groups indicated that there was a budget problem and a need for new courses (Silver
4.7 and 4.8).

Internal training; advertised through
regular staff e mails

Management Skills
IT systems
Health and Safety
Awaydays
External training
Equipment specific training
Technical Awareness days
HEaTED: to develop and provide
technical staff development
opportunities both at UH and across the
East of England
Cross-university technical forum
Table 5.5 Internal and External training opportunities

Silver 4.7 Refresh training courses available for professional staff NEW
Silver 4.8 Increase the budget for professional staff to attend training sessions NEW
Staff undertake courses both through suggesting it themselves or through suggestions
made by their line manager, and attendance is recorded either on the staff portal for
internal courses or noted on a quarterly return. All members of staff have the
opportunity after two years of employment, to study for higher qualifications where
these are relevant to their role (with relief from other duties to do so), with the support
of their line manager, and with fees waived if the course is offered internally. This
opportunity has led to 6 technical staff doing PhDs concurrently.

(ii) Appraisal/development review
All staff receive an annual appraisal with their line manager, followed by a six-month
review of agreed objectives which may include specific training requirements; all
appraisers undertake compulsory internal training.
Examples of development as a result of appraisal:
 A newly promoted member of the professional team requested at her appraisal
to go on the ‘Making Sense of Leading’ training offered by the University. This
is a leadership and management development course leading to a postgraduate
certificate.
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 A desire to progress to management voiced in an appraisal led to the opportunity
to attend the 'Transition into Leadership' Course.
 For the Campus Pharmacy Medicines Counter Assistant (technical staff), visits
were arranged to a major Central London Hospital Pharmacy department, a
national pharmaceutical manufacturing company as well as attending National
Pharmaceutical Society (NPS) training and selected laboratory practicals from
the MPharm Degree Programmes.
 Other technical staff have undertaken NEBOSH General Certificates in
Occupational Health and Safety following discussions at appraisal.
(iii) Support given to professional and support staff for career progression
Support is given to all staff to undertake development to fulfil their aspirations for
career progression, which involves updating their skills and knowledge in line with their
current role. For others who have an ambition to progress further, the appraisal system
is used to identify suitable training to assist them with this progression. Appraisals can
lead to an internal job evaluation process to justify a move to a higher grade. Such
moves, as well as normal progressions, are accommodated in the School's annual
budget planning round.
For professional staff wishing to progress, the structure is more rigid and jobs are
evaluated at a single specific grade, therefore the staff member would need to apply for
a different role within the University.
Good Practice: LMS employs PT technicians who are able to study on a PT PhD
simultaneously, 6 of whom have had their fees and bench fees covered by the department.
So far 3 staff on this scheme have completed their doctorates, and 3 are half way through
their research (2F:1M). One female PT Technician/PT PhD on completion of the degree,
became a Fellow at Birmingham University, and returned to UH as a Lecturer in Sports
Therapy in 2016. Technical Staff interested in research are further encouraged through
Action Silver 4.2.
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5.5 Flexible working and managing career breaks
Note: Present professional and support staff and academic staff data separately
(i) Cover and support for maternity and adoption leave: before leave
Explain what support the department offers to staff before they go on maternity
and adoption leave.
All staff in LMS have the option to work flexibly, and there is a wide variety of contract
commitments to fit with other jobs and family life. Flexible working conditions are
agreed locally with line managers and only formal requests are centrally stored (Figure
5.9). The UH staff survey (2013) indicated that 86% were in agreement or tending to
agree that UH offers good conditions of employment in terms of flexible working, onsite
nursery and fee waiver schemes.

Figure 5.9 Local flexible working conditions
Standard practice: When staff inform their Line Managers of pregnancy, any identified
risks (especially in regards to laboratory work) are managed in consultation with the
individual. Where support is required this is offered within the team. A referral can be
made to the UH Health, Safety and Wellbeing department for an assessment and
additional resources. Pre-natal/pre-adoption appointments are managed by the
individual’s line manager. There has been no paid adoption or paid parental leave
claimed in the 3 year period. The reasons for this will be examined in the staff
consultation 2018.
Colleagues meet with line managers to discuss the cover required, preferences for
being contacted and also the potential use of KIT days (Silver 5.1, Bronze S).

Silver 5.1 Make the purpose and value of KIT days more widely known to women (Bronze S
continuation)
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(ii) Cover and support for maternity and adoption leave: during leave
Explain what support the department offers to staff during maternity and
adoption leave.
LMS follows UH guidelines, which includes 18 weeks full-paid leave for eligible staff
(academic/research/technical staff and professional staff). Maternity leave is managed
on an individual basis by the Subject Group Lead. LMS is committed to cover all
maternity leave.

(iii) Cover and support for maternity and adoption leave: returning to work
Explain what support the department offers to staff on return from maternity
or adoption leave. Comment on any funding provided to support returning staff.

Staff on maternity leave can choose to take up to ten paid KIT days.
Impact: Silver 5.1 and Silver 5.3, Bronze S raised awareness of KIT days, resulted in:
 an increase in proportion of women taking KIT (Table 5.6)
 an increase in the number of KIT days taken (Figure 5.10). A median average of
2.5 days were taken in 2013, compared to a median of 6.5 in 2015.
Staff returning from maternity leave have the ability to request part-time or flexible
working hours.

Period

Number of staff on
Maternity leave

Number of staff
taking KIT

Number of staff
on Paternity
leave

01 Aug 11 - 31 Jul 12

6

2 (33%)

1

01 Aug 12 - 31 Jul 13

8

3 (38%)

1

01 Aug 13 - 31 Jul 14

7

4 (57%)

1

01 Aug 14 - 31 Jul 15

5

3 (60%)

0

Table 5.6 The number of staff on maternity leave annually, and of these the number
of staff taking KIT days.

Silver 5.1 Make the purpose and value of KIT days more widely known to women (Bronze S
continuation)
Silver 5.3 Ensure that line managers are aware of KIT days (Bronze S continuation)
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Figure 5.10 The number of KIT days taken in LMS since 2011
In May 2015 all seven women in LMS who took maternity leave between 2012-2015
were interviewed to explore:
 Whether they took KIT days and how many
 Why they took/didn't take KIT days
 What they did during their KIT days and whether they felt these contact days
were valuable
 Whether there was adequate support in place when deciding how to use these
days
 How to improve the process of taking KIT days.
Two dominant issues relating to KIT days were mentioned: (a) not knowing how to use
the KIT days: "I only used 3 as I didn't know how to use the other days" and "It would
have been good to have some kind of guidance on how to use those days and plan
ahead"; and (b) problems finding, and paying for childcare: "I would have appreciated
to come for a couple more, but I was limited by my availability and childcare" and "It
would be useful if the nursery could offer to look after baby those days".
A report was produced based on these interviews containing a summary of the
feedback, including a list of activities colleagues have engaged with during KIT days
(such as attending team meetings and staff Awaydays). The report was disseminated to
all line managers to enable them to hold informed discussions with staff before they
embark on parental leave, relating to planning for KIT days and other related issues.
Funds have been made available as part of the LMS AS budget to help increase the
number of women taking KIT days (Silver 5.2).
In collaboration with the School of Health and Social Work (HSW), LMS is establishing a
Working Parents' Network, to be launched in May 2016. The purpose of the network is
to enable working parents with children of all ages, to share experiences about family
life, parental leave, and to share tips and ideas and connect with people in similar
circumstances (Silver 5.5).
Silver 5.2 Make available funds to cover child care on KIT days NEW
Silver 5.5 Create an HSW/LMS working parents’ network NEW
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(iv) Maternity return rate
Provide data and comment on the maternity return rate in the department.
Data of staff whose contracts are not renewed while on maternity leave should be
included in the section along with commentary.
SILVER APPLICATIONS ONLY
Provide data and comment on the proportion of staff remaining
in post six, 12 and 18 months after return from maternity leave.
Out of the 20 women who took maternity leave in the past 3 years, all returned
and were still employed following 18 months of returning.
(v) Paternity, shared parental, adoption, and parental leave uptake
Provide data and comment on the uptake of these types of leave by gender and
grade. Comment on what the department does to promote and encourage takeup of paternity leave and shared parental leave.
UH "Family Friendly and Wellbeing" policies are available on the University's intranet,
StaffNet. In LMS, individuals are encouraged to have discussions with their line
managers when considering these options. Only two men have taken paternity leave in
the past 3 years, an issue that has been discussed by the SAT. Information regarding
paternity and parental leave has been updated on the website (Silver 5.4); further
support will be provided through the Working Parents’ Forum (Silver 5.5).

Silver 5.4 Increase the awareness of, and support men taking paternity leave (Bronze
T continuation)
Silver 5.5 Create an HSW/LMS working parents’ network NEW

(vi) Flexible working
Provide information on the flexible working arrangements available.
The Flexible Working Policy is one of the University's suite of "Family Friendly and
Wellbeing" policies to help employees balance their work responsibilities with family
and other commitments outside work. Formal application of the policy leads to a
permanent arrangement and data for this is stored centrally (Figure 5.9). All academics
and researchers in LMS have informal flexibility in work hours.
Within LMS, informal flexible arrangements are frequently used in situations such as:
 Staff returning from maternity leave
 During sickness of a dependant or for other outside work commitments
 Working from home, especially during marking periods, returners from maternity
and long term sickness absence
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Feedback gained from staff during staff forums and interviews indicates that staff feel
supported in their flexible working requirements. All new members of staff interviewed
were aware of the opportunity to work flexibly in the School. One new father who
joined LMS in 2015 stated that "Better work-life balance here was a major selling point.
Flexible working too is a plus […] If I have a pressing childcare issue, I can get on with it".
Another new member of staff was keen to point out that "Here people can work from
home and they are ok with it. My line manager was so welcoming about working a day
a week from home. That was made clear from the beginning via informal chats. I also
sent a formal email to my line manager."

(vii) Transition from part-time back to full-time work after career breaks
Outline what policy and practice exists to support and enable staff who work parttime after a career break to transition back to full-time roles.
For transition back to FT work, LMS complies with UH policies to support returners from
maternity, parental and adoption leave, and extended sickness leave:
 Flexible Working Policy: formal or informal for staff who wish to return on
reduced hours and transition at the end of the agreed date to their normal
substantive hours. An agreed permanent reduction in hours can also be
negotiated upon request
 Extended Leave of Absence Policy: With a qualifying period of three years’
service within the University, individuals may request and may be granted up to
one year of unpaid absence. Staff have the right to return to the same or a
similar post unless there is an organisational change in which case the
individual will retain their normal rights of employment
 Phased-in return to work: flexible informal local arrangement
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5.6 Organisation and culture
(i) Culture
Demonstrate how the department actively considers gender equality and
inclusivity. Provide details of how the Athena SWAN Charter principles have been,
and will continue to be, embedded into the culture and workings of
the department.
Since initiating the action plan for Bronze, there has been a significant change instigated
throughout LMS.
Impact: At the first staff Forum in October 2015, participants noted down changes in
LMS that they identified as being the result of AS including:
 No meetings take place before 9.30am
 Increase in email invitations to events (e.g. Women in STEMM Network events)
 More opportunities to 'talk' (e.g. during forums and interviews)
 Stronger career/research progression mentoring.
Focus group participants also felt that there was a commitment on the part of senior
staff in the School to the Athena SWAN activities. The staff consultation (2016) revealed
the perceived impact of AS activities within LMS (Figure 5.11): 97% of respondents were
familiar with AS. Responses further indicated that AS Principles are widely known about
and embedded in the structure of LMS.
All new members of staff who joined LMS in 2015 were interviewed; each one
commented on a feeling of support underpinned by an understanding of the
importance of work-life balance: "I have been in so many different institutions. Everyone
here has been so welcoming." Two new members of staff mentioned that colleagues
actually urged them to finish work earlier to ensure they establish a work-life balance.
Another colleague revealed that in her first week she was "... sitting from 8am every
morning, and was then told that I don’t need to do that!"
A similar sense of collegiality was reported at the forum focus groups. When asked
what the most satisfactory part of their career was, colleagues cited "good
camaraderie", "collegial culture", "friendly, approachable and supportive staff",
"consultative approach to decision making" and working with a "good team of
professional staff”, comments which point towards the existence of a collaborative
working environment. Colleagues at the focus groups also talked about the positive
nature of the ‘Food for Thought’ workshop sessions.
While much feedback from the focus groups has been positive, the sessions also
enabled the identification of issues relating to 'culture'. More specifically, some
colleagues felt that LMS needs to continue to increase the visibility of high profile
women (Silver 6.2, 6.3, 6.4).
Silver 6.2 Capture case studies and profile on jobs.ac.uk (Bronze R continuation)
Silver 6.3 Increase the number of women profiled in the LMS Annual Research Review NEW
Silver 6.4 Ensure 50% external speakers and Chairs of the sessions at the LMS Conference are
women NEW
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Good practice:
Raising the profile of women: LMS has published 6 academic career profiles, including the
Dean of the School, on the Academic Case Studies section of jobs.ac.uk (Silver 6.2, Bronze
R).
Three female LMS staff have presented at the ‘External Roles’ series (part of the UH Women
in STEMM Network: Silver 6.1, Bronze M).
A.

B.

Figure 5.11 Staff consultation (2016) results from a total of 67 respondents. Questions
A and B regarding Athena SWAN principles in LMS
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Discussions with the HSW AS Champion revealed many overlapping needs within both
Schools (LMS and HSW). As a result, a common diary of AS-related events was
developed for 2016, including (amongst others):
 a session on work/life balance facilitated by a Coaching lead (10th Feb 2016)
 a walk and coffee morning for International Women’s Day
 an information session on 'Understanding the Menopause' carried out by The
Menopause Exchange (10th May 2016)
 the creation of a Working Parents' Network (to be launched 26th May 2016) (Link
to Silver 5.5)
 a walk and coffee morning for International Men's Day (Nov 2016)

HSW/LMS walk for International Women’s Day, March 2016

Silver 6.2 Create an HSW/LMS working parents’ network NEW
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(ii) HR policies
Describe how the department monitors the consistency in application of
HR policies for equality, dignity at work, bullying, harassment, grievance
and disciplinary processes. Describe actions taken to address any identified
differences between policy and practice. Comment on how the department
ensures staff with management responsibilities are kept informed and updated on
HR polices.
UH has recently reviewed and updated our ‘Dignity and Respect: Dealing with bullying
and harassment’ policy, which has simplified and strengthened the process for staff and
students to address incidents so that cases are dealt with quickly and effectively. As
well as officially launching new guidance during National Bullying Week, bullying and
harassment training is being delivered to all staff, and UH will be recruiting more
investigators to deal with disciplinary, grievance and bullying and harassment
complaints, as well as re-invigorating the University’s network of dignity and respect
advisers. These initiatives support LMS and regular updates are received from HR
Business Partner at SEG meetings.
Statement on StaffNet:
The University is committed to promoting an ethos of dignity and respect for all our
staff. We expect that regardless of age, disability, gender identity, marriage or civil
partnership status, pregnancy and maternity, race, religion or belief, sexual
orientation or social background that all staff are able to work in an environment
that is free from bullying and harassment.
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(iii) Representation of men and women on committees

Provide data for all department committees broken down by gender and staff
type. Identify the most influential committees. Explain how potential committee
members are identified and comment on any consideration given to gender
equality in the selection of representatives and what the department is doing
to address any gender imbalances. Comment on how the issue of ‘committee
overload’ is addressed where there are small numbers of women or men.

The key strategic planning and decision-making committees in LMS are SEG, SAC and
REG established by the Dean of School.
 SEG has 65% women members (11F:6M), which has been maintained at a similar
level over 3 years (Table 5.7)
 SAC has 66% women (18F:9M) having decreased from 75% women in 2013,
reflecting an increase in the number of men taking more senior roles in
Academic Quality (Table 5.8)
 REG membership has increased the number of women from 16% to 44% in 2015
(Table 5.9).
At the time of the Bronze submission, REG was made up of staff with research
leadership roles in their departments and consisted of Research Professors, Heads of
Centres and Departmental Research Leads but with only 18% of women on the Group
(Table 5.9). This is a historical legacy, highlighting a lack of progression of women
scientists through to senior research leadership positions and professorships in the
School. This is being addressed in Silver 1.7, 3.12, 3.13, 3.14 and 3.16.
At the discipline level, each HoD has a SMT consisting of the Head of Subject, Senior
Technical Manager and Research Leads. The gender balance in SMTs over the past 3
years has been addressed: 51.5% men and 48.5% women in 2013/14 and 50% men and
50% women in 2015/16.
Silver 1.7 Embed Athena SWAN principles in the LMS Research Strategic Framework
NEW
Silver 3.12 Use of QR funding to support new ECR Fellows NEW
Silver 3.13 Aurora Leadership Training (Bronze L continuation)
Silver 3.14 Formalise the mentoring scheme in line with UH intentions (Bronze K
continuation)
Silver 3.16 Develop a new network for women ‘Conversations and Connection’, or ‘CoCo’
NEW
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13/14
Post

F

Prof. Soraya Dhillon MBE

Dean of School

x

x

x

Ms Angela Holland

Head of Department of Psychology

x

x

x

Ms Cheri Hunter

Head of Postgraduate Medicine/
Associate Dean PGMed
Head of Department of Pharmacy

x

x

x

Dr Matthew Traynor
Prof. Anwar Baydoun
Dr Virginia Bugeja
Dr James Jenkins

Associate Dean – International

Dr Darragh Murnane

Associate Dean - Enterprise

Dr Stefanie Schmeer
Dr Shivani Sharma

Associate Dean – Academic Quality

Ms Philomena Shaughnessy

Associate Dean - Learning & Teaching

M

F

x

x

x

x
x

x
x

x
x
x

x

x

x
x

x

x

x
x

x

x

x

Associate Dean - Academic Quality

x

x

x

Dr Jackie Willis

Associate Dean - Academic Quality

x

x

Ms Laura Arora

Finance Manager

x

x

Mr Malcolm Green

Senior Technical Manager

Ms Magdalene Okyere

HR Manager Business Partnering

x

x

x

Ms Joyce Pang

Clerk to the committee

x

x

x

Ms Cathy Stuart-Neal

School Administration Manager

x

x

x

Total
% Total

M

x

Head of Department of Human and
Environmental Sciences
Associate Dean – International
Head of Pharmacy
Associate Dean - Research
Associate Dean - Learning & Teaching

F

15/16

Name

Dr Richard O'Neill
Dr Richard Southern

M

14/15

x

11
65

6
35

x
x

11
65

6
35

x

11
65

6
35

Table 5.7 LMS Senior Executive Group (SEG)
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Name
Professor Soraya Dhillon MBE
Ms Cheri Hunter
Dr Richard O’Neill
Ms A Holland
Professor Robert Slater
Dr Richard Southern
Dr Matt Traynor
Dr Virginia Bugeja
Dr Shivani Sharma
Ms Philomena Shaughnessy
Dr Jackie Willis
Dr Stefanie Schmeer
Dr Matt Traynor
Dr James Jenkins
Professor Anwar Baydoun
Dr Darragh Murnane
Ms Cheri Hunter
Dr Susanne Fergus
Dr Stewart Kirton
Ms Lisa Uttley
Dr Jo Cahill
Ms Madeline Flanagan
Ms Laura Kravitz
Dr Lucy Annett
Dr Weoi-Ping Cheng
Dr Nick Troop
Dr Bruce Hajilou
Dr James Jenkins
Dr Russell Foulsham
Dr Stefanie Schmeer
Dr Jane McClinchy
Miss Lesley Crawshaw
Ms Lisa Flint
Ms Michelle Fullard
Ms Eleanor Stevens
Mr Leslie Tang
Ms Nobukhosi Nyoni
Mr Daniel Akinbosede
Ms Anna Regan
Ms Grace Day
Ms Gagan Maan
Mr Malcolm Green
Mrs Helen Bennett
Mrs Cathy Stuart-Neal
Mrs Annette Courtney
Mrs Ros Haller
Total
%

Post
Chair
Head of Department
Head of Department
Head of Department
Head of Department
Head of Department
Head of Department
Associate Dean Learning & Teaching
Associate Dean Learning & Teaching
Associate Dean Academic Quality
Associate Dean Academic Quality
Associate Dean Academic Quality
Associate Dean International
Associate Dean International
Associate Dean Research
Associate Dean Commercial & Enterprise
Associate Dean Postgraduate Medicine
Academic Staff
Academic Staff
Academic Registrar
Director of Academic Quality Assurance
Programme Tutor
Programme Tutor
Programme Tutor
Postgraduate Research Tutor
Postgraduate Research Tutor
Admissions Tutor
Admissions Tutor
Admissions Tutor
Link Tutor
Link Tutor
Chief Information Officer
Chief Information Officer
Undergraduate Student
Undergraduate Student
Undergraduate Student
Undergraduate Student
Undergraduate Student
Undergraduate Student
Postgraduate Student
Postgraduate Student
School Senior Technical Manager
Assistant Registrar Academic Services
School Administration Manager
Clerk
Clerk

2013-14
F
M
x
x
x
x
x

2014-15
F
M
x
x
x

2015-16
F
M
x

x
x
x

x
x
x
x

x
x
x
x

x
x
x
x
x
x

x
x
x
x

x
x

x
x
x
x

x

x

x
x
x
x

x
x
x
x

x
x
x

x
x
x

x

x
x
x
x

x
x

x
x

x

x
x
x
x
x
x
x
x
x
x
x
x
21
75

x
x

x
x
x
7
25

20
71

x
x
x

8
29

x
18
66

9
33

Table 5.8 LMS School Academic Committee (SAC)
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Name
Professor Marc Brown
Mrs Mary Bamigboye
Professor Anwar Baydoun
Professor David Barling
Dr Lindsay Bottoms
Professor Robert Chilcott
Professor Ken Farrington

Post
Chair, Head of Centre
Management Accountant
Associate Dean Research
Head of Centre
Research Co-ordinator
Research Lead
Research Lead
Head of Centre
Professor Bruce Fitt
Research Lead
Research Lead
Dr Vicky Hutter
Early Career Research Champion
Dr Andreas Kukol
Research Coordinator
Dr Louise Mackenzie
Athena SWAN Champion
Dr Silvana Mengoni
Research Coordinator
Mr Roy Mills
Technical Manager
Dr Mike Page
Research Lead
Head of Centre
Dr Viral Patel
Research Coordinator
Professor Fabrizio Schifano Research Lead
Dr Shori Thakur
Research Tutor
Mrs Michelle Varian
Project Officer, Clerk to committee
Dr David Wellsted
Research Lead
Total
%
Table 5.9 LMS Research Executive Group (REG)

2013-14
F
M
x
x
x

2014-15
F
M
x
x
x

x
x

2015-16
F
M
x
x
x
x
x

x
x
x

x

x
x
x
x
x
x

x
x

x
x

x
x
x

x
x
2
18

x
x
x

x
x
9
82

2
18

x
9
82

7
44

9
56
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(iv) Participation on influential external committees
How are staff encouraged to participate in other influential external committees
and what procedures are in place to encourage women (or men if they are
underrepresented) to participate in these committees?
There is some engagement by staff (Table 3.1), however, in a staff consultation (2016),
22/30 respondents answered to the question ‘How are staff encouraged to participate
in external committees’, that they were not encouraged to participate in external
committees. Participation in external committees is a criterion for promotion for
academics and researchers, and encouragement from line managers will be highlighted
in appraisals (Silver 3.11, Bronze H). A celebration of these roles is also demonstrated in
the University-wide Women in STEMM Network ‘External Roles’ seminar series
established in September 2015 (Silver 6.1, Bronze M), discussed in sections 5.3iii and
5.6i.

(v) Workload model
Describe any workload allocation model in place and what it includes. Comment
on ways in which the model is monitored for gender bias and whether it is taken
into account at appraisal/development review and in promotion criteria.
Comment on the rotation of responsibilities and if staff consider the model
to be transparent and fair.
A School-based review, led by the Associate Deans for Learning and Teaching, was
initiated in 2014, and in August 2015 all Departments in LMS have now adopted the
same standard 1571 real hours model (1406 plus 165 self-study time for CPD &
scholarly activity) for a FT member of staff (Silver 3.14). Research time allocation is
negotiated based on agreed deliverables, in line with staff aspirations. The model is
readily adaptable for PT working agreements, and ensures consistency for like for like
roles across the School.

Silver 3.11 Strengthen the use of the appraisal system (Bronze H continuation)
Silver 3.14 Formalise the mentoring scheme in line with UH intentions (Bronze K
continuation)
Silver 6.1 Women’s network: External Roles (Bronze M continuation)

(vi) Timing of departmental meetings and social gatherings
Describe the consideration given to those with caring responsibilities and parttime staff around the timing of departmental meetings and social gatherings.

LMS holds most meetings/events/gatherings between 9.30 and 16.30 to allow staff to
fulfil family commitments. For example, HES holds lunchtime seminars at 13.00-14.00,
and the School’s annual barbeque is held at midday for all members of staff to attend.
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(vii) Visibility of role models
Describe how the institution builds gender equality into organisation of events.
Comment on the gender balance of speakers and chairpersons in seminars,
workshops and other relevant activities. Comment on publicity materials,
including the department’s website and images used.
The annual LMS research conference organisational team, with a good gender balance,
includes the PGR Tutor, PGR students, LMS Project Officer and the Associate Dean
Research. Over the past 3 years there has been a good gender balance in students
participating as speakers or Chairs (Figure 5.12 and 5.13). By contrast the number of
female guest speakers has changed significantly. The number of women acting as
session Chairs was increased this year in recognition and celebration of our application
for Silver award, and will be maintained at 50% in future events (Silver 6.4).
To increase the number of LMS staff invited to give seminars, CoCo (Silver 3.16) will
establish a new Seminar series (Silver 6.5) funded by the AS budget.
Information regarding publicity material is covered in section 5.1.ii

Figure 5.12 The proportion of men and women with different roles at the LMS
research conference, held annually in April. The data presented indicates the number
of research students presenting their research (Student Speaker), Student Chairs of
sessions and the Guest Speakers.

Silver 3.16 Develop a new network for women in research: conversations and connections
(CoCo) NEW
Silver 6.4 Ensure that 50% external chairs and speakers of the sessions at the LMS
conference are women NEW
Silver 6.5 Coco research seminar programme NEW
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Figure 5.13 The proportion of men and women providing Seminars; Student Speakers,
Student Chairs and invited Guest Speakers.

LMS student conference prize winners together with PGR Tutor and LMS Project
Officer (both with flowers) April 2016
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(viii) Outreach activities
Provide data on the staff and students from the department involved in outreach
and engagement activities by gender and grade. How is staff and student
contribution to outreach and engagement activities formally recognised?
Comment on the participant uptake of these activities by gender.
Outreach and engagement are requirements of promotion to UH08 (SL), UH09 (PL) and
Readership, and are recognised in the workload model (within the 22 days of research
and scholarly activity). These activities for staff and students are not officially recorded
centrally, although it is strongly recommended for staff to record their activities on their
personal Research Information System profile.
In order to ascertain the activities undertaken, a request for information from HoDs
resulted in a list of 113 activities in the past year (60F:53M). The staff consultation
(2016) indicated that many did not know what constituted outreach or engagement
activities, or that their activities were not valued or recognised. We aim to address this
in Silver 6.1.

Silver 6.1 Women’s network: External Roles (Bronze M continuation)
Word Count: 6497
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SILVER APPLICATIONS ONLY
CASE STUDIES: IMPACT ON INDIVIDUALS
Recommended word count: Silver 1000 words
Two individuals working in the department should describe how the department’s
activities have benefitted them.
The subject of one of these case studies should be a member of the selfassessment team.
The second case study should be related to someone else in the department.
More information on case studies is available in the awards handbook.
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6. CASE STUDIES: IMPACT ON INDIVIDUALS
Case Study 1: Dr Sharon Rossiter: Principal
Lecturer, Department of Pharmacy, Pharmacology
and Postgraduate Medicine, LMS. Member of the
Athena SWAN SAT.

My journey into academia started as a mature student when, as a mother of two
primary-school aged children, I decided to work towards an UG degree in Chemistry
combining full and part-time routes. I proceeded to a PhD shortly after, and following
two post-doctoral research posts, I joined LMS in 2005 as a Senior Lecturer.
I work full-time, and since 2012 have used informal flexible arrangements to enable me
to care for elderly relatives. This way I can accompany them to hospital appointments
and respond to emergency calls.
Following my Senior Lectureship, my appraisal discussions set in motion plans for my
progression. These past years I have been given a range of roles to broaden my
experiences, including Programme Tutor and Academic Misconduct Officer. In 2013, I
was encouraged by my line manager to apply for a place on the Aurora Programme,
which I successfully secured following an institutional shortlisting. I see Aurora as a
catalyst that inspired me to take on new experiences outside the School and institution,
and had discussions with my Aurora Mentor, a member of Senior Management, about
how to become more visibly externally. In 2014, following my involvement with the
School AS SAT, I was invited by the Royal Society of Chemistry to take part in a
Mentoring Pilot, during which I received official training to become a mentor and will be
involved in the rolling out of the scheme in the UK. In 2015 I became Secretary and
Treasurer of the Heterocyclic and Synthesis Group at the Royal Society of Chemistry.
The same year, following discussions at my summer 2014 appraisal, I was promoted to
Principal Lecturer via Equate.
My aim is to develop my research profile. In 2013 I was granted breathing space to
apply to the Worldwide Cancer Research charity for funding to develop a potential new
treatment for pancreatic cancer. With my Line Manager, I am being supported to
secure funding to progress our findings. I was invited to Chair a session at the LMS
Research Conference in April 2016. These opportunities are the result of supportive line
managers and an overall supportive environment within my Department and School.
I feel passionate about mentoring and supporting junior colleagues in their progression,
something which prompted me to join the School AS SAT team when it was first formed
in 2014. I have been allocated time on my workload for my AS involvement. My AS
activities have enabled me to further develop myself such as increasing my knowledge
of successful mentoring processes and promotion opportunities. I attend the UH
Women in STEMM ‘External Roles’ series and will share my own experiences at the next
event in October. I am also awaiting the publication of my career profile on jobs.ac.uk
which I hope will inspire other female Chemists to pursue a career in Academia and
become aware of potential support structures and opportunities that can help them on
their own academic journey.
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Case Study 2: Kelly Lefteri, Head of Pharmacy
Practice, Department of Pharmacy, Pharmacology
and Postgraduate Medicine, LMS.

I qualified as a Pharmacist in 1998. During a series of managerial roles, I completed a
postgraduate clinical diploma and an MA in Education, activities which I think reflected
my inherent need to become involved in research and education. As I knew this was the
way I wanted to go, in 2007 I successfully applied for the post of Principal Lecturer in
Pharmacy Practice.
In 2010 Professor Soraya Dhillon, who was head of Pharmacy at the time, encouraged
me to start a School-funded PhD. In my heart, it has always been something I believed I
could do and I was looking for the right opportunity. After I completed my first year
transfer, I became pregnant with twins and was encouraged by my supervisor,
Professor Mark Brown, to suspend my studies for a year to remove any stress and
enable me to focus on my young family. I knew that this was the right decision and I felt
very grateful for the support. When I returned from maternity leave full-time, I used my
annual leave to phase in and was given a reduced workload, which also enabled me to
re-engage with my PhD. This all worked really well. The support here, including the
onsite nursery, was amazing.
I took all my KIT days, some of which I took as half-days. I made sure I attended the staff
away day, and felt very happy to meet up with the whole team there. Those KIT days
made me feel like a human: I was back at work and knew the answers to things! I
wouldn’t have been able to return to work without them.
I was encouraged to apply for the Head of Pharmacy Practice post and following an
interview with the Head of Department and Dean of School, I secured the role in
January 2015. I have had discussions with my Head and line manager about maintaining
a good work-life balance whilst taking up this role, and I continue to work flexibly and
take Thursdays off to spend time in the week with my children. Now that my children
are approaching Primary-School age, I will be having further discussions about changes
to my working pattern. As my Head of Department is also a parent and involved in
school runs, he understands the demands of it all!
The School has always been accommodating to individual needs, something which has
become more palpable following involvement in Athena SWAN. An example of this is
the recent UH Easter holiday, which didn’t completely coincide with the School Easter
break. As a team, we sat down and looked at what teaching slots needed covering, and
did some manoeuvring so that people’s family lives would not suffer: I was supposed to
teach over three days one of the weeks, but with support, managed to shift the
teaching to one day. We knew this issue was coming, and the School was organised and
ready to deal with it.
Word Count: 982
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7. FURTHER INFORMATION
Recommended word count: Bronze: 500 words | Silver: 500 words
Please comment here on any other elements that are relevant to the application
The Bronze action plan has travelled a great distance since November 2014, and many
actions have been spilt and further developed due to their impact. For example, Bronze
H led to three different outcomes, each of which will be furthered in slightly different
actions, Silver 3.6, 3.7 and 3.8. Likewise, Bronze H, S and R were developed to such an
extent that here in our Silver application they had to be split into two new actions each.
Our Athena SWAN Bronze application has created a positive impact in LMS with the
principles of the Charter fully embraced at the highest senior management levels in the
School, particularly recognising that our female staff are vital and that equality is
fundamental to our success. The work of the SAT has already produced measurable
impact and together with the derived Silver action plan will enable the School to make a
difference to the career progression, ensuring equality and increasing opportunities for
our women scientists, professional and technical staff. Our mentoring schemes have
also raised morale amongst female staff, especially ECRs who now see a structured
approach to their career development. The seven women who have so far attended
Aurora Leadership training have either gained promotion, or are currently planning for
their future career moves. This will be further strengthened by the creation of CoCo
which will provide added value through shared wisdom and enhance career planning of
junior female researchers.
Since applying for Bronze, we have made good progress in understanding the common
issues that cause bottlenecks in career progression, especially with the high numbers of
female scientists failing to make the transition to senior grades, particularly in research.
This has been achieved through interviews, discussion within forums, focus groups and
a School-wide staff consultation. Consequently we are now matching targeted staff to
senior role models and have further developed our Silver action plan during the selfassessment process to focus on support for career development and transition,
mentoring, flexible family-friendly working policies, increasing the profile of women,
ensuring transparency and promoting Athena SWAN values. In line with the Charter
being expanded to address gender equality more broadly, we have developed new
actions that go beyond tackling issues that affect women career progression and
extending our support to, for instance, increasing awareness of transgender issues and
anti-bullying policies through workshops which we will ensure all staff in the School
attends.
The Athena SWAN process has impacted on the culture of LMS, so that more women
are profiled in promotional material and more women are asked to present their work
in seminars. Our egalitarian working culture highlights, as indicated in interviews and
focus groups, a positive and supportive working environment that is extremely familyfriendly supporting women during career breaks, including making financial support
available for a phased return to work through KIT days. This is additional to an identified
budget now allocated annually for Athena SWAN related activities that promote
equality in LMS.
Word count: 488
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ACTION PLAN
The action plan should present prioritised actions to address the issues identified
in this application.
Please present the action plan in the form of a table. For each action define an
appropriate success/outcome measure, identify the person/position(s) responsible
for the action, and timescales for completion.
The plan should cover current initiatives and your aspirations for the next four years.
Actions, and their measures of success, should be Specific, Measurable, Achievable,
Relevant and Time-bound (SMART).
See the awards handbook for an example template for an action plan.

School of Life and Medical Sciences – Silver Action Plan April 2016 attached
School of Life and Medical Sciences – Original Bronze Action Plan November 2014
attached

This guide was published in May 2015. ©Equality Challenge Unit May 2015.
Athena SWAN is a community trademark registered to Equality Challenge Unit: 011132057.
Information contained in this publication is for the use of Athena SWAN Charter member
institutions only. Use of this publication and its contents for any other purpose, including copying
information in whole or in part, is prohibited. Alternative formats are available: pubs@ecu.ac.uk
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LMS Silver Action Plan April 2016
Colour Code:
1. Self-Assessment,
Teams and Process
Silver 1.1 (Bronze A)
Silver 1.2 NEW
Silver 1.3 (Bronze B)
Silver 1.4 NEW
Silver 1.5 NEW
Silver 1.6 (Bronze C)
Silver 1.7 NEW
Silver 1.8 (Bronze D)
Silver 1.9 NEW

SILVER NEW OR FROM BRONZE – INITIATED
SILVER NEW – TO BE INITIATED
COMPLETED AND MAINTAINED
Theme and Action
2. Students
3. Recruitment, Induction 4. Technical and
5. Flexible working
6. Organisation and
and Promotion
Professional Staff
and parental leave
Culture
Silver 2.1 (Bronze F)
Silver 3.1 (Bronze O)
Silver 4.1 NEW
Silver 5.1 (Bronze S)
Silver 6.1 (Bronze M)
Silver 2.2 (Bronze E)
Silver 3.2 NEW
Silver 4.2 NEW
Silver 5.2 NEW
Silver 6.2 (Bronze R)
Silver 2.3 NEW
Silver 3.3 (Bronze P)
Silver 4.3 NEW
Silver 5.3 (Bronze S)
Silver 6.3 (Bronze R)
Silver 2.4 (Bronze G) Silver 3.4 (Bronze I)
Silver 4.4 NEW
Silver 5.4 (Bronze T)
Silver 6.4 NEW
Silver 2.5 NEW
Silver 3.5 (Bronze J)
Silver 4.5 NEW
Silver 5.5 NEW
Silver 6.5 NEW
Silver 3.6 (Bronze N)
Silver 4.6 NEW
Silver 3.7 (Bronze N)
Silver 4.7 NEW
Silver 3.8 (Bronze N)
Silver 4.8 NEW
Silver 3.9 (Bronze Q)
Silver 3.10 NEW
Silver 3.11 (Bronze H)
Silver 3.12 (Bronze H)
Silver 3.13 (Bronze L)
Silver 3.14 (Bronze K)
Silver 3.15 NEW
Silver 3.16 NEW
Silver 3.17 NEW

Action Plan Summary:
 Of the 20 original Bronze actions (A to T), all were initiated and further developed where necessary into Silver actions
 Some Bronze actions (H, N, S and R) led to multiple silver actions being developed, because of different measurable outcomes
 24 new actions have been derived for Silver, of which 6 actions have been completed and maintained, 3 initiated and 15 actions to be initiated
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Colour Code:
Issue
Action

SILVER NEW OR FROM BRONZE – INITIATED
Action and Impact to date

SILVER NEW – TO BE INITIATED
Further Action Responsibility
and timeline

1. SELF ASSESSMENT, TEAMS AND PROCESS
Increase range Silver 1.1
Invited members of the Research Executive Group
of staff and
Ensure the
(REG) to join the SAT; April 2015: Creation of the
student
gender
Athena SWAN Forum to widen participation (Link
members on
balance on
to Silver 1.2); email invitation sent to LMS; July
SAT and
the SAT is a
2015: Terms of reference updated for SAT and
engage a
minimum 40% written for the forum; Initially aimed for SAT to
wider School
men and
consist of 50% men, but after concerted efforts this
participation
includes
has been revised to a sustainable 40%.
students
Impact: New SAT members include Technical Staff,
(Bronze A)
Professional Managers, UG students, PGR student;
increased proportion of men on SAT to 40%.
Feedback from staff forums indicates staff are
more aware of changes brought about by AS
activities, including "More opportunities to 'talk'
(e.g. during forums and interviews)
Silver 1.2
1st forum held October 2015; attendees discussed
Establish LMS issues and data collected; Feedback from the first
Athena SWAN forum obtained December 2015 and new
forum
questions posed. Thematic analysis of discussions
NEW ACTION was used to create new Actions in the Silver
submission;
In March 2016 New Actions were discussed and
finalised. Impact: Feedback from AS staff Forums
developed New Silver Actions: Silver 3.16, 6.4 and
6.5

COMPLETED AND MAINTAINED
Success
Planned Impact
measure
(relates to
(relates to
issue)
action)

Review
membership
twice annually
(April and
October):
monitor
membership
and ensure men
are represented
at a minimum
40%

SAT Chair
(Dean),
Deputy SAT
Chair
(Associate
Dean for
Research), SAT
Champion

Representation
of men on SAT
is maintained at
40%.
At least two
students are
included on the
SAT 2017 to
2020.
Impact to be
measured via
future survey
responses

Widen
participation
into Athena
SWAN decision
making. Embed
Athena SWAN
principles
throughout LMS

Forums held
three times
annually (April,
October and
December).
Increase
attendance at
forums

Deputy SAT
Chair
(Associate
Dean for
Research), AS
Champion,
REG

Increase overall
attendance at
AS Forum by
15% from Sep
2016. Further
develop the
Action Plan for
2020

Athena SWAN
principles are
deeply
embedded in
LMS, with more
people involved
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Colour Code:
Issue
Action

Maintain the
links between
LMS SAT, all
UH School
SATs and
Institutional
SAT

Silver 1.3
One member
of the LMS
SAT team
attend UH SAT
meetings
(Bronze B)
Silver 1.4
Regular
Athena SWAN
Champion
network
meetings
NEW ACTION

Silver 1.5
Collaborate
with School of
Health and
Social Work
(HSW) to
organise a
series of
events
NEW ACTION

SILVER NEW OR FROM BRONZE – INITIATED
Action and Impact to date

SILVER NEW – TO BE INITIATED
Further Action Responsibility
and timeline

At least one member of the SAT has attended all
UH SAT meetings to date;
Successful use of ‘dial in’ into UH meeting to
maintain attendance by the LMS Chair (Dean)

Continuous; 4
UH SAT
meetings a year
(February, April,
July, October)

AS Champion,
Deputy SAT
Chair
(Associate
Dean for
Research)

LMS Champion meets with UH School Champions
network. The aims; (a) support new non-STEMM
Champions (b) share good practice (c) enhance our
sense of AS community at UH. Meetings to date:
November 2015 and March 2016. Impact:
feedback from new AS Champions indicates
satisfaction with having a supportive network. New
SATs have invited experienced AS Champions to
their SAT meetings to gain advice on their own
application process
Discussions with HSW Athena SWAN Champion
revealed many overlapping needs within both
Schools (LMS and HSW); diary of AS-related events
was developed for 2016: a session on work/life
balance facilitated by a Coaching lead (10th Feb
2016), a walk for International Women’s Day (10th
March), a workshop on 'Understanding the
Menopause' (10th May), the creation of a Working
Parents' Network (to be launched 26 May; Silver
5.5) and a walk and coffee morning for
International Men's Day (Nov)

AS Champion
will attend
three Champion
network
meetings per
year (March,
July, and
November)

LMS AS
Champion, UH
Athena SWAN
Officer

Bi-monthly AS
events
organised for
2016-2018

Athena SWAN
Champion (in
collaboration
with HSW AS
Champion)

COMPLETED AND MAINTAINED
Success
Planned Impact
measure
(relates to
(relates to
issue)
action)
Be part of a
Sharing of good
support
practice and
network for all
strengthening of
10 UH School
Athena SWAN
SATs so all have culture and
submitted at
principles
least bronze by
throughout the
November
School and
2016. Continue
University
to share, and
benefit from
sharing, good
practice with all
UH SATs

A series of
events that
address the
needs of staff
(as identified at
staff forums)
from both HSW
and LMS and
that also engage
males

Deepen the
links between
HSW and LMS
and further
enhance a
culture within
the Schools that
is based on AS
principles.
Evidence of
impact to be
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Colour Code:
Issue
Action

Ensure the
continuation
and fulfilment
of the new
Action Plan

Silver 1.6
Monitor
action plan;
provide
updates to
SEG
(Bronze C)

Embed AS
principles in
the Research
Centres

Silver 1.7
Embed
Athena SWAN
principles in
the LMS
Research
Strategic
Framework
NEW ACTION

SILVER NEW OR FROM BRONZE – INITIATED
Action and Impact to date

SILVER NEW – TO BE INITIATED
Further Action Responsibility
and timeline

Impact: new connections between staff members
in different Schools have been established and is
evidenced through discussions at SATs and
Network meetings. Increased engagement of males
with AS; for example, an expression of interest
from men in School Research Executive and LMS
SAT to have a separate session on understanding
the menopause, to help support as a line manager
LMS Champion has given updates to SEG on
progress of Athena SWAN activities (17/09/2014,
11/11/2014, 09/06/15, 19/01/2016, 15/03/16);
Recommendations fed into the annual school
business planning August 2015 for 2016

Content gap analysis of LMS's Strategic Framework
carried out and findings used in current
submission;
All new Research Centres have conducted an
analysis on how the new Centres have AS
principles embedded in their structure and
running; presented to LMS Staff in February 2016.
Very few women on REG due to historical legacy.
Terms of reference were re-written Impact: REG
has increased female representation from 18 to
44% in 2016 and now includes the LMS Athena
SWAN Champion.

3 annual SEG
updates (March,
June,
November).
Feed into
business
planning August
annually
Updates
provided at
Centre
meetings;
Athena SWAN
Champion
provides
updates at all
REG meetings, 4
annually

COMPLETED AND MAINTAINED
Success
Planned Impact
measure
(relates to
(relates to
issue)
action)
obtained via
future staff
survey

SAT Chair
(Dean),
Athena SWAN
Champion

SEG approval of
Athena SWAN
activities in LMS

Successful
implementation
of the Silver
Action plan with
the aim of
applying for
Gold by 2020

Deputy SAT
Chair
(Associate
Dean for
Research);
Athena SWAN
Champion

LMS Research
Executive
approval of
Athena SWAN
activities in the
Research
Centres.

Continuation of
the Silver Action
plan with the
aim of applying
for Gold by
2020
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Colour Code:
Issue
Action

SILVER NEW OR FROM BRONZE – INITIATED
Action and Impact to date

SILVER NEW – TO BE INITIATED
Further Action Responsibility
and timeline

Maintain LMS
Athena SWAN
web pages

Silver 1.8
Maintain
webpages
with current
information
(Bronze D)

Website updated and now includes links to pages
on flexible working, Keeping in Touch days (KIT),
nursery and parental leave, jobs.ac.uk career
profiles from females within LMS, minutes from
SAT and Forum notes.
Events covered include Athena SWAN lectures at
the LMS Research Conferences: Dr Mark Paul-Clark
(Athena SWAN Silver Team, NHLI, Imperial College)
in April 2015 and Prof Jane Hill (Athena SWAN Gold
Team, York) in April 2016; UH Women in STEMM
Network Series: 'External Roles'.
Impact: There has been an increase in the number
of women applying to work within LMS

AS Champion
will ensure that
links are
provided to two
new
information
pages which the
Equality Office
plans to publish
in June 2016: (a)
trans awareness
and workshop
opportunities,
and (b) working
fathers

Athena SWAN
Champion, UH
Athena SWAN
Officer,
Project
Officer,
Marketing
Manager

Low
proportion of
women
Emeritus
Professors
and Visiting
Professors

Silver 1.9
Increase the
number of
women
Emeritus and
Visiting
Professors
NEW ACTION

The numbers of emeritus and Visiting Professors
has remained steady over the past 3 years. In order
to increase the proportion of women gaining these
positions, action is required to identify individuals
who would benefit from these titles. Further
interaction with LMS can be encouraged through
CoCo seminar series

Identify a list of
candidates by
December 2016,
new titles
confirmed by
October 2017

SAT Chair
(Dean),
Deputy SAT
Chair
(Associate
Dean for
Research);
Chair of CoCo

COMPLETED AND MAINTAINED
Success
Planned Impact
measure
(relates to
(relates to
issue)
action)
Up to date
Raised
website
awareness of
family-friendly
policy and
procedures.
Disseminate
School support
for those with
caring
responsibilities.
Evidence of
impact obtained
from future
staff survey

Gender balance
of Emeritus
Professors and
Visiting
Professors

Positive impact
on existing LMS
staff and
students seeing
more female
professors
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Colour Code:
Issue
Action

2. STUDENTS
Few students
Silver 2.1
opt for the
Update and
part time
modify all
mode of study information
on the web
dealing with
part time
degrees
(Bronze F)

Childcare
needs for
students

SILVER NEW OR FROM BRONZE – INITIATED
Action and Impact to date

SILVER NEW – TO BE INITIATED
Further Action Responsibility
and timeline

The marketing officer requested a list of all part
time options in LMS, and following an audit of the
information available, updated all course details
and links to ensure current information is
presented;
Information on website on part-time degrees has
been updated;
Ensured gender neutral language in promotional
material.
Impact: We have identified an increase in females
applying for part-time degrees in LMS

Silver 2.2
UH- wide
student
survey
(Bronze E)

A questionnaire has been designed and piloted
(December 2015-January 2016). The purpose is to
explore what attracts females to LMS/UH (such as
family- friendly policies, specific support structures
etc.), whether retention is a problem and
determine whether the updated website has had a
positive impact. Ethics approval gained for all
questionnaires and surveys

Silver 2.3
Link between
LMS
webpages and
nursery
NEW ACTION

The University onsite nursery holds tours on the
same days as University Open Days. The web link
to find out about the nursery has been added to
the LMS Athena SWAN pages. The nursery
provides out of hours facilities for childcare to

Annual check on
website
information in
November
2017, 2018 and
2019 (optimum
date for
checking since
this the
beginning of the
admissions
cycle)
Questionnaire
disseminated
October 2016;
analysed by
December 2016.
Incorporate
findings into
admissions and
advertising
Ensure that
information on
the nursery tour
is included on
the Open Day
information for

COMPLETED AND MAINTAINED
Success
Planned Impact
measure
(relates to
(relates to
issue)
action)

SAT Chair
(Dean),
Associate
Dean for
Learning and
Teaching, LMS
Marketing Coordinator

Increase women
enrolled on all
degree
pathways and
extend to
benchmark
levels by Oct
2019

Athena SWAN
Officer;
Associate
Dean for
Learning and
Teaching

SEG approves
new marketing
and recruitment
initiatives

Marketing
Officer, UH
Athena SWAN
Officer,
Athena SWAN
Champion

Improve
attendance in
lectures and
increase
applicants on

Enable potential
students onto
degrees with PT
options

Increase
awareness of
flexible nursery
provisions
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Colour Code:
Issue
Action

SILVER NEW OR FROM BRONZE – INITIATED
Action and Impact to date

SILVER NEW – TO BE INITIATED
Further Action Responsibility
and timeline

accommodate timetabling beyond 6pm on request

Few UGs take
part in the
various
scientific
events

Silver 2.4
Increase UG
student
participation
at various
research/
scientific
networking
events
(Bronze G)

Destination of
PGR students

Silver 2.5
Update 3
monthly PGR
progression
review forms
to include
questions on
future career
plans
NEW ACTION

Three UG students have joined the SAT; discuss
ways of increasing awareness of and participation
in events. Regular use of StudyNet to advertise and
invite all UG and PGT to events: Local Careers and
Placements Symposium (annually), seminars and
the Annual Research Conference (April annually).
We are also increasing awareness of events via
social media and within student groups. A Doodle
poll to record UG participation in LMS conferences
in 2014 and 2015 was organised, but data is not
accurate. Replaced by card scanner April 2016;
indicates 68 students: 91 staff attended
PGR Tutor monitors all PGR students with 3
monthly and annual forms that request
information on the project and to highlight any
issues. The annual forms will be revised to include
questions on career aspirations, what is needed to
support further development. Any issues will be
highlighted by the PGR Tutor to the PGR student’s
supervisor to follow up specific needs.
Potential ECR's identified

prospective
students;
updated by
November 2016
for the new
cycle
Raise awareness
of activities via
Student Reps
and social
media. Use
scanner to
monitor;
compare in
2017

Revised forms in
use across LMS
by September
2016 and
monitor
implementation

COMPLETED AND MAINTAINED
Success
Planned Impact
measure
(relates to
(relates to
issue)
action)
available part
time courses
(see Action 2.2)

Deputy SAT
Chair
(Associate
Dean for
Research),
Research
Executive,
Postgraduate
Research
Tutor; Student
Reps

Increase UG
student
participation to
15% by 2020

Increase the
number of UG
students
involving
themselves in
extracurricular
scientific events
held in LMS

Deputy SAT
Chair
(Associate
Dean for
Research),
PGR Tutor,
PGR
Supervisors

100%
compliance year
on year

Obtain reliable
data on
destination of
PGR students.
Increase
support through
Careers and
Placements
Office
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Colour Code:
Issue
Action

SILVER NEW OR FROM BRONZE – INITIATED
Action and Impact to date

SILVER NEW – TO BE INITIATED
Further Action Responsibility
and timeline

3. RECRUITMENT, INDUCTION AND PROMOTION
Job
Silver 3.1
Updated the terms used in job adverts to include
descriptors in Increase
LMS training opportunities for the successful
adverts and
awareness of
candidate
marketing
training
All job adverts altered with new wording (July
opportunities 2015)
in job
Completed and being used
descriptors
(Bronze O)
Impact: We have identified an increase in females
applying for academic roles at LMS
Early Career
Silver 3.2
Central UH funding was made available to support
Researcher
Use of QR
3 Early Career Researcher Fellowship (5 year)
Fellowship
funding to
which are led by, or are in collaboration with, LMS
support new
and other Schools. Additional QR from the School
ECR Fellows
is also being used to create other ECR positions,
NEW ACTION two of which have recently been advertised in
Psychology
Implement
Silver 3.3
Induction checklist trialled in Pharmacy 2014;
full induction
Include a local rolled out to other departments in September
programme
induction
2015; New checklist has been distributed to Heads.
for new staff
check list for
Mini audit completed; induction checklist in
members
new staff
operation within Departments. Heads have agreed
(Bronze P)
to use for all new staff;
Impact: All three new academic staff (who joined
the School in September 2015) were interviewed
to determine how well the new checklist has been
implemented; checklist is being used and is
effective

Continue to use
updated Job
Descriptors in
all
advertisements
for staff for all
grades in LMS

Advertise (Silver
3.1)
By 2018 ensure
new ECF gain
mentorship
(Silver 3.14)

HR Manager
Business
Partnering,
Deputy SAT
Chair
(Associate
Dean for
Research)

SAT Chair
(Dean),
Deputy SAT
Chair
(Associate
Dean for
Research)
Review check
HR Manager
list by
Business
September 2017 Partnering,
when in new
Senior
Science
Technical
building.
Manager,
Monitor impact School
by interviewing Administration
new staff in
Manager and
September 2019 Heads of
Department

COMPLETED AND MAINTAINED
Success
Planned Impact
measure
(relates to
(relates to
issue)
action)
Maintain the
number of
women applying
for jobs

Increase in the
number of
women applying
for lead roles in
LMS.

Five ECR Fellows
in LMS who
receive training
and
opportunities
for mentorship.

New centrally
funded ECR
Fellows,
building a solid
research career
in LMS

Complete: new
induction
checklist is
implemented
with all new
members of
staff in LMS

Updated
Induction
programme and
checklist;
usefulness
determined by
interviews of
new staff
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Colour Code:
Issue
Action

Understand
Career
progression

Training:
Equality and
Diversity,
Unconscious
Bias,
Trans
awareness

Silver 3.4
Interview staff
who have
recently
progressed
(Bronze I)
Silver 3.5
Identify from
line managers
barriers and
challenges for
staff gaining
promotion
(Bronze J)
Silver 3.6
‘Unconscious
Bias’
workshop for
Senior
Management
(Bronze N)

Silver 3.7
‘Unconscious
Bias’
workshop for

SILVER NEW OR FROM BRONZE – INITIATED
Action and Impact to date

SILVER NEW – TO BE INITIATED
Further Action Responsibility
and timeline

30 Interviews were carried out with staff from a
range of grades and working patterns identified
enablers and barriers relating to promotion; data
collected and processed by July 2015; a report
disseminated to Heads of Departments and REG in
October 2015. Impact: we have identified an
increase in females applying for promotion
Interviewed line managers and staff to identify
issues around promotion; run a focus group on
barriers encountered in promotion; shared good
practice across School; Enablers identified; Survey
results sent to SMTs in July 2015.
Impact: we have identified an increase in females
applying for promotion
100% SMT and 100% SEG and 100% Research
Executive Group members trained in 2014-2016;
Due to inconsistencies in data management, a new
Core system has been implemented University
wide to capture with more accuracy level of
attendance

May 2015: confirm all departments have included
unconscious bias training within Away Days

COMPLETED AND MAINTAINED
Success
Planned Impact
measure
(relates to
(relates to
issue)
action)
Understanding
Increase the
the main
number of
enablers,
women in
obstacles and
senior research
barriers
roles within LMS
perceived by
women via
interview data;
report produced
and
disseminated to
HoDs and the
Research
Executive Group

The report
resulted in the
initiation of new
Actions:
Link to new
Silver Action
3.16
(Conversations
and
Connections:
‘CoCo’).

SAT Chair
(Dean), UH
Athena SWAN
Officer;
Athena SWAN
Champion.

Complete.
Continue to
monitor to
increase in
women
promoted to
senior research
roles in LMS.
Link to Silver
3.10

SAT Chair
(Dean), HoDs

Unconscious
bias training
undertaken by
all SMT and SEG
members in
2014-2016

SAT Chair
(Dean); Heads
of Department

Unconscious
bias training
undertaken by
majority of staff

Athena SWAN
Officer, Heads
of
Departments,
line managers

Improved take
up of Equality
and Diversity
training for all
staff and Senior
Management of
LMS. Evidence
of impact
assessed in
future staff
surveys relating
to culture

94

Colour Code:
Issue
Action

all staff
(Bronze N)
Silver 3.8
‘Unconscious
Bias’
workshop for
the Research
Executive
Group
(Bronze N)

SILVER NEW OR FROM BRONZE – INITIATED
Action and Impact to date

SILVER NEW – TO BE INITIATED
Further Action Responsibility
and timeline

REG members have attended training sessions
2015-2016
Following the creation of the new Research
Centres and Hubs, we now require to expand all
training to the new Centre Leads and members of
the organisational teams

Silver 3.9
Equality and
Diversity
training of
Senior
Management
(Bronze Q)

All Senior Management have undertaken online
Equality and Diversity training and passed the test;
Complete for May 2015.
SAT discussed broadening this Action to all
members of REG and Research Centres

Silver 3.10
Trans
Awareness
training
NEW ACTION

The Equality Office is offering Trans awareness
training sessions throughout 2016 for all staff
(topics will include how hormone replacement
therapy can affect individuals, data protection
issues, how to support individuals who are
transitioning etc.) LMS will facilitate staff to attend
and will work with the Equality Office to monitor

Ensure all
Research Centre
Leads and
members of the
centres
organisational
teams attend
unconscious
bias training by
July 2018
Ensure that REG
and the Senior
Research
Management
Team pass the
Equality and
Diversity
training online
UH Trans Policy
discussed at
SEG, SAT and
Research
Executive Group
and distributed
to line

Deputy SAT
Chair
(Associate
Dean for
Research)

Associate
Dean
Research,
Chair of
Research
Executive and
Heads of
Research
Centres
SAT Chair
(Dean),
Deputy SAT
Chair
(Associate
Dean for
Research)

COMPLETED AND MAINTAINED
Success
Planned Impact
measure
(relates to
(relates to
issue)
action)
in LMS 20142015
Unconscious
bias training
undertaken by
all Research
Executive
Group
members in
2015-2016

Equality and
Diversity
training
undertaken by
all Research
Executive by
September 2017

Increase
awareness
amongst all staff
in LMS
monitored by
the staff survey
in 2018
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Colour Code:
Issue
Action

SILVER NEW OR FROM BRONZE – INITIATED
Action and Impact to date

SILVER NEW – TO BE INITIATED
Further Action Responsibility
and timeline

attendance and get feedback from the sessions.
LMS will also ensure that all line managers are upto-date with the new Trans Policy for staff and
students that the Equality Office is developing, in
consultation with the staff and student body (to be
effective from January 2017).

Appraisals

Silver 3.11
Strengthen
the use of the
appraisal
system
(Bronze H)

New appraisal form in use Feb 2015 for annual
appraisals with Line Managers. Appraisal includes
discussion on staff development, research and
scholarly activities; identifies staff ambitions over
the short to medium terms as well as long-term
career aspirations.
Impact: Audit carried out on 10% of appraisals to
ensure compliance in November 2015
demonstrates 100% compliance; The Dean ran two
appraisal workshops on 30th June 2015 for all line
managers. Link to business planning

managers by
March 2017.
Circulate
information on
workshop to
LMS and
facilitate staff to
participate
Review career
aspirations in
appraisals; Line
Managers to
link to
aspirations to
new
responsibilities
in role
applications and
encouragement
to participate in
external
committees.
Encourage staff
to access new
central UH
support (Silver
3.16)

COMPLETED AND MAINTAINED
Success
Planned Impact
measure
(relates to
(relates to
issue)
action)

HoDs, UH
Equality
Officer

SAT Chair
(Dean), HoDs,
Line Managers

Increase the
number of
applications
from women
from 0-1 per
role advertised
to 2-3; the
applications are
tailored to
specific career
aspirations

Strengthen the
use of the
appraisal
system by line
managers.
Support
individual staff
for progression
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Colour Code:
Issue
Action

Identify staff
for further
leadership
training

SILVER NEW OR FROM BRONZE – INITIATED
Action and Impact to date

SILVER NEW – TO BE INITIATED
Further Action Responsibility
and timeline

Silver 3.12
New
Leadership
Scheme: LeaP
(Bronze H)

A Task and Finish Group have drafted the outline of
a new two-year scheme: the Leadership Potential
Scheme (LeaP); approved by SEG for
implementation; Advertised via e mail to all staff in
LMS, advert used gender neutral language;
Resulted in 10 staff (4 women and 6 men)
interviewed in November 2015.
First session of LeaP took place 19 January 2016;
appointed 3 women and 5 men

LeaP
programme
runs for 2 years
(finishing Jan
2018); monitor
progress and
repeat
programme
running Jan
2018 to 2020
Impact of LeaP
assessed via
interviews
following
completion of
scheme

SAT Chair
(Dean),
Deputy SAT
Chair
(Associate
Dean for
Research),
Heads of
Department

Silver 3.13
Aurora
Leadership
training
(Bronze L)

To date, a total of 7 women from LMS have been
included in the Aurora programme between 2013
and 2016.
Support staff who did not manage to gain a place
by offering Future leaders programme.
Impact: the impact of Aurora was explored via
interviews with 7 female participants from LMS.
Feedback suggested a range of impact including
increase in resilience, proactivity and uptake of
new roles within LMS following post-Aurora
discussions with line managers

Send 2 women
from LMS per
year on Aurora
2017, 2018
(until the end of
the programme
running)

SAT Chair
(Dean),
Deputy SAT
Chair
(Associate
Dean for
Research),
Heads of
Department

COMPLETED AND MAINTAINED
Success
Planned Impact
measure
(relates to
(relates to
issue)
action)
Staff gaining
Succession
managerial and planning;
leadership skills; trained and
increase the
experienced
number of staff staff are able to
applying for
remain in LMS
lead roles in
as senior
LMS by 50%
members of
when
staff when roles
advertised
become
available

Increase the
number of
women Readers
or Professors by
4 by 2020

Increase the
number of
women applying
for leadership
roles/senior
research roles
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Colour Code:
Issue
Action

Mentoring
Scheme
required for
Staff in
Research

Silver 3.14
Formalise the
mentoring
scheme in line
with UH
intentions
(Bronze K)

Workload
models for
teaching and
research

Silver 3.15
Ensure all
workload
models used
in the School
are real hour
based
NEW ACTION

SILVER NEW OR FROM BRONZE – INITIATED
Action and Impact to date

SILVER NEW – TO BE INITIATED
Further Action Responsibility
and timeline

Discuss UH initiated mentoring scheme at the
Research Executive Group and formalise
throughout LMS;
Partner individuals with the appropriate mentor
with the necessary skill sets for the mentee;
Task and finish group organised to review
mentoring within the School;
Pilot mentoring scheme formalised in LMS; 5
women starting scheme Jan 2016
Discussions with the Institution to
streamline/coordinate mentoring schemes across
UH is planned for June 2016
Each department had a different workload
calculator; a School based review, led by Associate
Deans of Learning and Teaching, was initiated in
2014
Impact: August 2015 all Departments have 1571
real hours model (1406 plus 165 self-study time for
CPD, research & scholarly activity) for a full time
member of staff (1FTE). Recommendations
provided for senior managers to benchmark with
other Departments and provide internal
consistency. Allowances are made for roles and
core teaching activities with consistency for ‘like
for like roles’, timetabling, programme tutor based
on student numbers and complexity of
offer; preparation of a lecture (new) versus
updating and redelivering. Allocation to a

Review
mentoring
scheme in Jan
2017; identify 4
staff members
for mentoring
per year (2017
to 2020).

SAT Chair
(Dean),
Deputy SAT
Chair
(Associate
Dean for
Research),
Research
Executive
Group

Clear guidance
notes for
calculators will
be written to
include
information on
how to allocate
time for
activities
outside of the
core list
provided by
April 2017

Associate
Deans (L&T);
HoD; SEG

COMPLETED AND MAINTAINED
Success
Planned Impact
measure
(relates to
(relates to
issue)
action)
Increase the
Increase the
number of
pipeline into
women Readers research
or Professors by leadership
4 by 2020

Real hour
workload
calculators in
general use in
LMS. Line
management
clarity on how
to allocate time
for additional
duties

Ensure
workloads are
equally
distributed in
subject areas,
and ensure time
for research
activities as well
as support for
School based
projects.
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Colour Code:
Issue
Action

Lack of
women
applying for
senior
research roles

Silver 3.16
Develop a
new network
for women in
research:
conversations
and
connections
(CoCo).
NEW ACTION

SILVER NEW OR FROM BRONZE – INITIATED
Action and Impact to date

SILVER NEW – TO BE INITIATED
Further Action Responsibility
and timeline

maximum of 90% of staff time to allow flexibility
for duties that come up during the year is aimed
for. Time spent on engagement with specific
School based projects can now be accounted for in
all workload calculators in LMS and through
discussion with Heads of Department. Feedback
from forum indicates that clear guidance on the
use of the new calculators are required, since not
all Line Managers were aware of how to include
time allowances for other activities. Update to SEG
(Link to Silver 1.6)
New roles in LMS were advertised using gender
neutral language with plenty of planning time.
Discussions in focus groups identify an issue
around women applying for leadership roles, even
following mentorship and training schemes.
Psychology already run a lunchtime support group
for researchers. Increasing the number of women
via local discussions with the Line Managers or the
group advertising the role is identified as crucial.
Increase the local conversations in the department
on what new roles are and the type of work
involved is needed in LMS. Development of a
network to discuss and talk about issues on
research and careers. An email to LMS has been
circulated; further discussion in the forum led to
discussion to Initiate a new network:
‘Conversations and Connections’ (CoCo) for

CoCo will meet
3-4 times
annually,
starting with an
afternoon tea
with the Dean
(also SAT Chair).
Further
discussion will
include input
from HR
Business
partners to
explain senior
roles;
explanation of
new roles

SAT Chair
(Dean),
Deputy SAT
Chair
(Associate
Dean for
Research),
HoD

COMPLETED AND MAINTAINED
Success
Planned Impact
measure
(relates to
(relates to
issue)
action)

Increase the
number of
women applying
for new roles
when
advertised in
LMS from 0 to 1
women
applicants per
advertised role
to at least 2
women
applicants per
advertised role.
Closer
relationship
with the

Increase
number of
women applying
for and
successfully
gaining new
research
leadership and
management
roles in LMS
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Colour Code:
Issue
Action

Career
progression
workshops

Silver 3.17
Encourage
women to
enrol on the
Institutional
‘Academic
Careers
Pathways’
workshop and
use the new
Careers
Guidance
Booklet
NEW ACTION

SILVER NEW OR FROM BRONZE – INITIATED
Action and Impact to date

SILVER NEW – TO BE INITIATED
Further Action Responsibility
and timeline

women in LMS who conduct research and who
have been identified as having Leadership
potential. Concept agreed by Research Executive
(February 2016). The Chair will be a member of
both the SAT and the LMS Research Executive, and
will help in organising events for the network and
assist the Athena SWAN Champion organising
other events in LMS
HR has developed career progression support as a
result of the Institutional Athena SWAN Action
Plan: (a) A new careers guidance booklet has been
drafted, designed to help staff understand
different progression opportunities and how they
can grow skills and capabilities to take advantage
of (b) A new HR-based Academic Career pathways
pilot workshop will be launched Autumn 2016.
Once the workshops are established, LMS will
encourage staff to attend.
(c) Staff who didn't make the final selection panel
will be encouraged to attend the New Future
Leaders programme (an 'internal' Aurora
programme)
Information on the workshops and booklet will be
distributed via email and StaffNet

advertised.
Annual budget
of £8000 in
business plan
allotted for
events
Link Silver 6.5
Monitoring of
uptake will be
via Core Portal
data.
Advertise and
encourage 4
LMS women to
attend in 2017
cohort, and
annually
thereafter. Staff
to include
Professionals,
Technical Staff,
Academics and
Researchers

SAT Chair
(Dean), UH
Athena SWAN
Officer

COMPLETED AND MAINTAINED
Success
Planned Impact
measure
(relates to
(relates to
issue)
action)
Research
Executive

4 women per
year attending
Future Leaders
per year

An increase in
women applying
for promotion
and
leadership roles
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Colour Code:
Issue
Action

SILVER NEW OR FROM BRONZE – INITIATED
Action and Impact to date

SILVER NEW – TO BE INITIATED
Further Action Responsibility
and timeline

4. TECHNICAL AND PROFESSIONAL STAFF
Increase
Silver 4.1
Initiate a series of talks by a cross section of staff,
integration
Hold a series
where they discuss in 15 minutes their general
between staff of talks: ‘A
daily life. Each session would involve 2-4 people,
in LMS
Day in the Life either Researcher, Academic, Professional or
Of…’
Technician (RAPT)
NEW ACTION

Career
progression

Silver 4.2
Encourage
technical staff
to attend and
participate in
research
events
NEW ACTION
Silver 4.3
Integrate
Technical Staff
in Teaching
NEW ACTION

The SAT discussed ways in which to encourage and
involve more technical staff in research events. The
PGR Tutor will look at the timing of the seminars
and discuss with technical staff opportunities for
them to present on their own areas of expertise.
Six technical staff are also studying for PhDs, and
increased support for their presentations at the
seminars will be sought
There are only a small number of higher grade
positions for technical staff available in LMS
making promotion difficult. How to address this
issue was discussed in focus groups, and technical
staff requested a sideways move that would
involve further opportunities to integrate the
expertise of technical staff in the teaching of
students. The practicalities have been discussed
with HR Business Partner

Organise lunch
time seminars
(May, July,
October 2016)
review success
in forum and
determine
continuation
into 2017
onwards
New seminar
series will
initiate in
September
2016. Update to
SEG will be
provided to
outline changes
Two technical
staff attend
HEaTED (UH
Teaching and
Learning skills
for Technical
Staff) per year
(a 2-day course)
in 2016, 2017

COMPLETED AND MAINTAINED
Success
Planned Impact
measure
(relates to
(relates to
issue)
action)

Athena SWAN
Champion;
CoCo Chair

Attendance of
‘A Day in the
Life Of…’ by
more than 12
staff from
across LMS each
session.

PGR Tutor,
Senior
Technical
Manager

Increase
attendance of
by Technical
Staff at LMS
events by 20%
by 2020

Senior
Technical
Manager

Staff feel more
integrated as
monitored by
the Staff Survey
2018

Increased
integration of
staff, and
understanding
of roles in LMS

Increase
training range
for technical
staff; increase
the teaching
opportunities
for PhD/
Technical Staff
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Colour Code:
Issue
Action

SILVER NEW OR FROM BRONZE – INITIATED
Action and Impact to date

SILVER NEW – TO BE INITIATED
Further Action Responsibility
and timeline

Silver 4.4
Encourage
progression of
technical staff
from UH03 to
UH04
NEW ACTION

The job description of the top of UH03 and bottom
of UH04 is similar, and often staff sit on the top of
UH03 for a long time without knowing they can be
moved. Career grade scheme for technical staff to
be reviewed. This issue was discussed and
identified in the focus group; LMS technical section
operate a Career Grade Scheme for staff

Silver 4.5
Improve
transparency
of job
evaluation
requirements
for
professional
grades
NEW ACTION

Career progression for professional staff is
hindered by lack of opportunities

Review career
grade scheme
criteria; in
action by April
2017. Monitor
transition of
technical staff
between UH03
and UH04 in
May 2018 and
My 2019;
update to SEG
(Link to Silver
1.6)
Produce clear
criteria for
career
progression for
all grades and
make available
on the staff
shared drive by
November 2016

HR, Technical
Manager; HR
Manager
Business
Partnering;
Athena SWAN
Champion

SAT Chair
(Dean), School
Administration
Manager; HR
Manager
Business
Partnering

COMPLETED AND MAINTAINED
Success
Planned Impact
measure
(relates to
(relates to
issue)
action)
Re-visit the
Increase the
Career Grade
career
scheme to
progression of
provide clarity
technical staff
to managers
and staff.
Increase the
number of
Technical staff
UH04

At least two
members of
staff to progress
through the bar
in their grade

Increase the
career
progression of
professional
staff
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Colour Code:
Issue
Action

Flexibility and
Expertise of
Technical Staff

Silver 4.6
Exchange
visits between
specialised
laboratories
NEW ACTION

Training
sessions for
Professional
staff

Silver 4.7
Refresh
training
courses
available for
professional
staff
NEW ACTION
Silver 4.8
Increase the
budget for
professional
staff to attend
training
sessions NEW

SILVER NEW OR FROM BRONZE – INITIATED
Action and Impact to date

SILVER NEW – TO BE INITIATED
Further Action Responsibility
and timeline

Through focus group discussions, technical staff
expressed a keen interest to learn a wider set of
skills and expertise in different laboratories.
Discussions in the SAT and SEG indicates that this
scheme would have clear benefits in increasing the
flexibility of the workforce, and individuals would
gain new skills and expertise.
Discussions in focus groups identified an issue with
training sessions; some professional staff have
been working at UH for a long time and have
attended most training workshops. Courses offered
tend to be broad, providing key skills. Managers
will ensure staff have opportunities to attend
internal courses. Bespoke courses if required
should be requested with HR Development to
address issues
Focus group discussions revealed a lack of funding
to support staff in training. Link to business
planning; Link to Appraisal (Silver 3.11)

COMPLETED AND MAINTAINED
Success
Planned Impact
measure
(relates to
(relates to
issue)
action)
20% of the
Increase the
technical staff
expertise of
have been on an Technical Staff
exchange visit
in other
by 2019
disciplines

Increase staff
expertise in
other
disciplines.
Extend current
pilot scheme
across LMS
Identify staff
training needs
and liaise with
HR to provide
the workshops

Senior
Technical
Manager and
Technical
Managers

School
Administration
Manager

One new
workshop
created for
experienced
members of
staff

Increase in the
number of staff
engaging in CPD

Request to
increase staff
development
budget in
business
planning round
2016-17

SAT Chair
(Dean), School
Administration
Manager

Increased
budget for staff
development
training

Attendance of
at least 2 staff
on external
workshops/
Conferences in
2017 and
annually
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Colour Code:
Issue
Action

SILVER NEW OR FROM BRONZE – INITIATED
Action and Impact to date

SILVER NEW – TO BE INITIATED
Further Action Responsibility
and timeline

5. FLEXIBLE WORKING AND PARENTAL LEAVE
Maternity/
Silver 5.1
Web pages have been updated to reflect
Parental
Make the
information on KIT days, link from LMS webpage;
Leave
purpose and
Women who have taken maternity leave the past
value of KIT
two years have been interviewed to determine
days more
their main reasons for taking/not taking KIT days.
widely known Information from interviews has been processed
to women
and circulated to Heads of Departments following
(Bronze S)
content check;
One key issue is having to pay for childcare,
another is knowing what to use the day for

Silver 5.2
Make
available
funds to cover
child care on
KIT days
NEW ACTION

Funds made available to support KIT days to cover
child care costs;
UH onsite Nursery keen to support and would
coordinate KIT days with settling in periods for new
children. Practicalities of this scheme must be
raised with UH Registrar and Institutional Athena
SWAN Lead for further guidance

New child care
fund for cover
of KIT days
created. Link to
new Action
Silver 5.2

UH Athena
SWAN
Champion,
HoDs, HR

Increased
uptake of KIT
days from 3-5
per year to 13 in
2015
New Actions
initiated to
address lack of
KIT day uptake

Deputy SAT
Chair
(Associate
Dean for
Research);
HoDs; HR
Manager
Business
Partnering

Maintain high
level of KIT days
taken and
increase the
proportion of
parents taking
KIT to 50%

Activities for KIT
days: Link to
Action Silver 6.1

Send an update
to UH SAT to
obtain guidance
by June 2016; if
possible
implement
scheme by
January 2017
via HR Business
Partner and
information
given to
pregnant
members of
staff

COMPLETED AND MAINTAINED
Success
Planned Impact
measure
(relates to
(relates to
issue)
action)
Increased KIT
days taken
during
maternity and
robust support
in place
regarding
planning for KIT
days. Impact
assessed via
survey and
interviews
Minimise the
difficulties faced
by women who
take maternity
leave and who
wish to return
to work
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Colour Code:
Issue
Action

Silver 5.3
Ensure that
line managers
are aware of
KIT days
(Bronze S)
Silver 5.4
Increase
awareness of
and support
men taking
paternity/pare
ntal leave
(Bronze T)

Connecting
Parents
together

Silver 5.5
Create an
HSW/LMS
working
parents’
network
NEW ACTION

SILVER NEW OR FROM BRONZE – INITIATED
Action and Impact to date

SILVER NEW – TO BE INITIATED
Further Action Responsibility
and timeline

Heads confirmed their awareness of KIT days
(enhanced by the KIT report discussed in 5.1
above) by email and confirmed that the
information about this scheme is, and will be
passed onto women on maternity leave in an
appropriate way
Website has been updated to take into account
changes to legislations on parental leave
arrangements. There have been 2 men in LMS who
have taken paternity leave; the majority of men
take time off as annual leave. It is difficult to
identify the men who are about to have a new
child

Complete: Link
to Silver 5.2 and
Silver 6.1

Complete, link
to new Action
5.5 SAT have
agreed to
provide the
necessary
support through
the new
Working
Parents’
Network
Through the forum discussions and UH AS
Parents’
Champions network, the need for a supportive
network will
network for parents was discussed. The first
meet 3 times a
network meeting, a coffee morning for sharing
year. The
ideas, is planned for 26th May 2016.
impact of the
Further use of network: will allow linking of women Network will be
planning maternity leave with those who recently
assessed via
returned from maternity leave; support for parents feedback from
with older children
members and
social media
activity

Deputy SAT
Chair
(Associate
Dean for
Research);
HoDs
Athena SWAN
Champion, HR

Athena SWAN
Champion

COMPLETED AND MAINTAINED
Success
Planned Impact
measure
(relates to
(relates to
issue)
action)
Increased
Support women
uptake of KIT
to take KIT days
days from 3-5
per year to 13 in
2015
A new Action
has been
developed to
provide support
for parents

Enable men to
take paternity/
parental leave

A parents'
network with a
social,
supportive and
fun focus. Three
meetings per
year

More
understanding
of how a career
in LMS is
compatible with
family life
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Colour Code:
Issue
Action

SILVER NEW OR FROM BRONZE – INITIATED
Action and Impact to date

SILVER NEW – TO BE INITIATED
Further Action Responsibility
and timeline

6. ORGANISATION AND CULTURE
Advertise UH
Silver 6.1
SAT Champion circulated information on the
‘Women in
Women’s
women’s network meeting dates to LMS,
STEMM’
network:
encouraged men and women to attend. Calendar
network
External Roles of Athena SWAN events written and circulated to
activities in
(Bronze M)
LMS 2015, and updated for 2016; A series of talks
LMS
on ‘External Roles’ and how they can enhance
academic careers has been attended in 2015 by
over 80 members of staff, a total of 10 (9 women
and 1 man) talks have been given.
Impact: feedback, which is requested following
each session, suggests that participants consider
the sessions very valuable. One female participant
(an ECR) narrated how she pursued and secured
the role of Independent Governor at a University
following one of the sessions
Case Studies:
Silver 6.2
Academic staff members were Interviewed in order
profiling
Capture case
to explore how they have achieved their career
women
studies and
progression, and identify barriers and enablers to
profile on
their success. Six articles appear on jobs.ac.uk and
jobs.ac.uk
one in The Guardian to showcase female talent
(Bronze R)
within LMS

COMPLETED AND MAINTAINED
Success
Planned Impact
measure
(relates to
(relates to
issue)
action)

Ongoing
meetings twice
a year (July and
November)
Advertising an
ongoing task for
the LMS Athena
SWAN
Champion.

UH Athena
SWAN officer,
LMS SAT
Champion

Positive
feedback from
focus groups
and interviews
showing
increased
understanding
of opportunities
for career
development

Increased
integration of
staff, and
understanding
of how external
roles feed into
the careers and
expertise of
staff

Continue to
capture and
publish profiles
on jobs.ac.uk
two per year
2017 and 2018.
Expand to
profile men in
female
dominated
subjects (e.g.
Psychology)

UH Athena
SWAN Officer

Recognition of
the enablers
and obstacles
for women
career
development,
and support
given to achieve
senior roles

Raised profile of
female
scientists in LMS
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Colour Code:
Issue
Action

Improving the
gender
balance of
women at
seminars and
conferences in
LMS

SILVER NEW OR FROM BRONZE – INITIATED
Action and Impact to date

SILVER NEW – TO BE INITIATED
Further Action Responsibility
and timeline

Silver 6.3
Increase the
number of
women
profiled in
the LMS
Annual
Research
Review
NEW ACTION

Athena SWAN logo and coverage of the awards
ceremony captured in LMS Research Review
published 2014-15.
Profiles of Academics and Researchers in LMS
Research Review have been between 43 to 70%
women (2012-13, 2013-14 and 2014-15);
Ensure the proportion of women represented in
the LMS Research Review is 50% every year

Preparation of
the LMS
Research
Review 2015-16
and all
subsequent
years will
ensure 50% all
profiles are of
women
researchers

Deputy SAT
Chair
(Associate
Dean for
Research)

Silver 6.4
Ensure 50%
External
Speakers and
Chairs of the
sessions at the
LMS
Conference
are women
NEW ACTION

Currently, initial e-mail invitations to speak are
made by the Research Tutor who organises the
annual conference. Invitations to speak at the LMS
conference are sent out months in advance, but
there is a low uptake with women.
Through discussion in the Forum the following
process will take place: the organising team will
create a list of potential speakers 6 months in
advance (50% women); the proposer of the
Speaker will make contact and send the initial
invitation to the Speaker and eventually become
the Chair of that session. Follow-up contact made
by phone call

Start
organisation of
conference in
September 2016
for April 2017
conference.
Request LMS
staff to propose
Speakers for the
next conference

Deputy SAT
Chair
(Associate
Dean for
Research);
Research
Tutor

COMPLETED AND MAINTAINED
Success
Planned Impact
measure
(relates to
(relates to
issue)
action)
Ensure the
equal profiling
of men and
women in
research
literature

Increase and
maintain 50%
women
speakers and
50% women
Chairs of
sessions at the
annual LMS
Conference

Improve and
maintain the
gender balance
of Speakers and
Chairs at the
LMS annual
conference and
seminars in LMS
in order to
promote female
researchers as
role models
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Colour Code:
Issue
Action

Silver 6.5
CoCo
Research
seminar
programme
NEW ACTION

SILVER NEW OR FROM BRONZE – INITIATED
Action and Impact to date

SILVER NEW – TO BE INITIATED
Further Action Responsibility
and timeline

A number of women have been invited to speak at
seminars; through focus groups it was discussed
that staff would like to see more Speakers from
within LMS present on their research areas.
Link to CoCo Silver 3.16
Invite UG students to attend; Link to Action 2.4

Once CoCo is
established,
Chair of
network will
organise 3
seminars per
year to give
talks on own
research areas;
invite Research
Executive to
attend. Initiate
talks May 2017

Deputy SAT
Chair
(Associate
Dean for
Research);
CoCo Chair,
Athena SWAN
Champion

COMPLETED AND MAINTAINED
Success
Planned Impact
measure
(relates to
(relates to
issue)
action)
Higher profile of
women
researchers in
LMS
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LMS BRONZE ORIGINAL ACTION PLAN NOVEMBER 2014
Action
point

A

B

C

Aim of Action

Ensure the gender balance
on the SAT

Action plan

Target individuals who may be interested in joining
the SAT; include the Research Executive Group as
members of the SAT

Maintain links between SAT
and Athena SWAN activities
at University level

The SAT Chair, Deputy-Chair and Champion will
continue membership of the UH SAT. The UH
Equality Officer and Athena SWAN Officer will
continue membership of the LMS SAT

Monitor implementation of
the action plan at SAT
meetings

Monitor and collect data for LMS in accordance
with UH policies; process and review various data
sets annually and take action as required; review
SAT structure and membership annually ensuring
gender balance; provide minutes of LMS SAT
meetings to the UH Equality Office; submit annual
report to LMS SAT, UH SAT and SEG, ensuring
recommendations feed into the annual school
business planning (see Action H)

Timescale

Success Measures

Responsibility

1st September
2015

Achieve 50%
representation of
men on the SAT

SAT Chair
(Dean), Deputy
SAT Chair
(Associate Dean
for Research),
SAT Champion ,
and School
Research
Executive
Group

Continuous; 4
UH SAT
meetings a
year

Members of LMS
SAT attend at
least 80% UH SAT
meetings; submit
for School Silver
award by Nov
2017

SAT Chair, SAT
Champion, UH
Athena SWAN
Officer and UH
Equalities
Officer

1st August
annually for
foreseeable
future

Collection of data
in accordance
with UH policies;
respond to
recommendations
through annual
school business
planning

SAT Chair, SAT
Champion, UH
Athena SWAN
Officer; LMS
Project Officer
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Action
point

D

E

Success
Measures

Responsibility

Update
following all
Athena SWAN
meetings: 4
times a year

Up to date
website

Athena SWAN
Officer; LMS
web group; SAT
Champion;
School
Administration
Manager

Questionnaire
designed by
July 2015;
distribute to
new students
during
enrolment
September
2015, and data
analysed by
September
2016

Clear outline as
to why women
enrol onto the
degree courses.
Increase women
enrolled on all
degree pathways
to at least
benchmark
levels by 2017

Athena SWAN
Officer;
Associate Dean
for Research,
Associate Dean
for Learning
and Teaching

Aim of Action

Action plan

Timescale

Maintain and keep current
the LMS Athena SWAN web
pages

Update webpages with current information on
relevant meetings, events and links to training
sessions. Include all family friendly policies and
procedures on the University website including
Keeping in Touch days. Raise awareness of
mentoring schemes, family friendly policy and
procedure information, and details on promotion
criteria. Disseminate more School support for
students including those with caring responsibilities
Design and implement a questionnaire for students
to determine the reasons why they chose to enrol
in LMS for their chosen degree pathway. The
questionnaire to cover: Foundation degree
students, UG, PG taught and PG research students
as well as establish whether women are attracted
due to family friendly policies, or other reasons.
Include questions on what attracted them to the
course, and whether retention is a problem.
Incorporate findings into admissions and advertising

Ascertain why students
chose to come to LMS for
their degree using the UHwide student survey
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Action
point

F

G

Aim of Action

Promote and advertise
flexible degrees; raise
awareness of part-time
study programmes

Increase UG student
participation at various
research/scientific
networking events

Action plan

Timescale

Include flexibility of degrees in promotions,
literature adverts and website; ensure gender
neutral language in promotional material; include
information on flexible degrees in recruitment
strategy of LMS events at Open Days; review Open
Day programme

30th September
2016

Use StudyNet to advertise and invite all students to
events organised; on an annual basis ask final year
project students to bring their posters to the
network event; include UG student section in LMS
Annual Research Conference (14th April 2015, and
then annually in April/May); advertise evening
seminars, and include more women speakers in the
programme

Women in
STEMM
Network in
2015, School
Annual
Research
Conference
14th April 2015;
other events
ongoing
throughout the
year

Success
Measures

Responsibility

Increase by 10%
women on part
time degrees
over 3 years;
host 2 Open Day
events annually

Admissions
Tutors, Dean,
Associate
Dean for
Research,
Associate
Dean for
Learning and
Teaching, LMS
Marketing Coordinator

Increase
numbers of
students
participating at
events by 5%
year on year

SAT
Champion,
Athena SWAN
officer,
Associate
Dean for
Research
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Action
point

H

Aim of Action

Implement and strengthen
procedures to improve
female career progression

Action plan

Timescale

Success
Measures

Responsibility

Strengthen and use the appraisal system and
training schemes for Heads of Departments and
Line Managers to identify career aspirations and
needs of staff; ensure appraisals identify staff
ambitions over the short to medium terms as well
as long-term career aspirations; identify individuals
who have potential to change their roles under
‘people management’ section in annual business
planning round; identify staff who will benefit from
their post going through the promotion process by
facilitating ‘Equate’; ensure succession planning by
new opportunities for staff to undertake additional
roles and responsibilities within the School, and
identify staff for further talent management and
leadership training.

Pilot talent
management
approach
September
2015; enhance
training for line
managers
October 2015;
raise
awareness of
staff in
business
planning
sections
requirements
incorporated
into business
plan for 201516

Identify 2-3
women every 3
years for training
and mentorship
for promotion to
senior
management
role/Reader
and/or Professor

Dean of
School,
Associate
Dean for
Research,
Heads of
Department
and line
managers
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Action point

Aim of Action

Action plan

I

Understand from those who
have progressed their
experiences, obstacles and
barriers encountered in
career progression

Interview staff members to understand their
reasons for undergoing the promotion process and
determine the level of support provided, and any
barriers they encountered; feed forward to Action
H. Link to Action J and Action K; support successful
staff to become mentors

J

Identify from line managers
barriers and challenges for
staff gaining promotion;
identify enablers; facilitate
share of good practice
across the School to
enhance career progression

K

Formalise the mentoring
scheme in line with UH
intentions

Interview line managers and staff to identify issues
around promotion; run a focus group on barriers
encountered in promotion; share good practice
across School.

Discuss UH initiated mentoring scheme at the
Research Executive Group and formalise
throughout LMS; partner individuals with the
appropriate mentor with the necessary skill sets for
the mentee; review success of mentoring at
appraisals; continue choosing women to take part
with Aurora leadership training and mentoring
scheme.

Timescale
Interview data
collected and
processed by
1st July 2015;
compared to
UH survey data
by 31st October
2015
Starting at next
appraisal round
February 2015
ongoing and
reviewed
annually 1st
September

Mentoring
scheme
formalised in
LMS 1st
September
2015

Success
Measures

Responsibility

Determine key
strategies that
enabled
women to gain
promotion.

Athena SWAN
Officer

Demonstrate
year on year
improvement
in number of
applications
and successful
outcomes
Year on year
improvement
with at least 23 women
identified every
3 years;
mentored to
gain promotion
to Reader
and/or
Professor

Athena SWAN
Officer, Dean,
Associate Dean
for Research,
Heads of
Departments,
line managers

Dean,
Associate Dean
for Research,
Heads of
Departments,
line managers
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Action
point

L

M

N

Aim of Action

Action plan

Encourage and support
women to attend selfdevelopment, research
leadership and managerial
training schemes

Use the LMS Athena SWAN website and list server
to advertise appropriate training schemes. Continue
to send 2 LMS staff on Aurora training every year.
Provide Self-Assessment forms to allow individuals
to understand their career objectives and identify
the pathways to enable this and determine the
support required. Link to Action H and M

Increase attendance by
women at the 'Women in
STEMM' network

LMS SAT Champion to circulate information on the
women’s network meeting dates to the SAT and the
whole of LMS and encourage men and women to
attend. The LMS Champion to continue as a
member of the women’s network organising team.
Invite UG and PG students to attend and take part
in events; actively promote research
progression/support network for research active
female staff, especially those with career breaks

Integrate Unconscious Bias
workshop into LMS events

Inclusion of the workshop at 1. Senior Management
Away Day, 2. Departmental Away Day for all staff, 3.
Away Day for Research Executive Group, 4. Included
in 'Food for Thought’ session for staff and continue
to hold an Athena SWAN activity at LMS staff Away
Days annually

Timescale

Website
updated
quarterly

Meetings
twice a year;
ongoing

1. February
2015; 2. May
2015; 3.
January 2015;
4. Ongoing
annually

Success Measures

Responsibility

Two women
included in the
Aurora
programme
annually.
Increase the
number of women
attending training
programmes

Dean of
School, Heads
of
Department

Attendance of
network events
twice a year by
LMS staff (men
and women)

LMS SAT
Champion,
Associate
Dean for
Research

100% SMT and
100% SEG and
100% Research
Executive Group
members trained
by January 2016

Dean of
School,
Associate
Dean for
Research,
Heads of
Department,
UH Equality
Officer
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Action
point

Aim of Action

Action plan

Timescale

Success Measures

Responsibility

O

Increase awareness of
training opportunities in job
descriptors when advertising
academic jobs

Update the terms used in job adverts to include
LMS training opportunities for the successful
candidate

Updated job
descriptors
used in all
LMS adverts
by May 2015

All job adverts
altered with new
wording by July
2015

HR Business
Partner,
Athena SWAN
Officer

Include a local induction check list for new staff, so
that the individual has their own copy to identify
the areas of induction still to be provided

Local
induction
check list
given to all
new
members of
staff from
March 2015

All new staff in
LMS provided a
check list for local
induction from
May 2015

HR Business
Partner,
Heads of
Department

All Senior Management to undergo online Equality
and Diversity training and pass the test on an
annual basis

Start 1st May
2015

All members of
SMT and SEG
include online
Equality and
Diversity on an
annual basis

Athena SWAN
Officer, Dean
of School,
Heads of
Department

Continue to capture case studies and interview
staff members of SEG and SMT to understand
their successes, and determine the level of
support provided and any blocks they have
encountered; continue to include profiles of
female researchers within the LMS Annual
Review Research Review

Interview
data
collected and
processed by
Feed forward to
July 15,
Action H
compared to
UH survey
data by Oct
15

P

Implement full induction
programme for new staff
members

Q

Improve Equality and
Diversity awareness of
Senior Management

R

Continue to capture case
studies and interviews of
‘success stories’ so that
policies and practices that
enable women to attain
strategic committee
membership are identified
and maintained

Athena
SWAN
Officer, SAT
Champion
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Action
point

S

T

Aim of Action

Action plan

Make the purpose and value
of KIT days more widely
known to women

Interview women who have taken maternity leave
in the past 2 years to determine their main reasons
for taking or not taking KIT days on their maternity
leave; ensure information on KIT days are on the
LMS Athena SWAN pages; ensure that line
managers are aware of KIT days and that the
information about this scheme is passed onto
women on maternity leave in an appropriate way.
Link to Action D

Increase awareness of and
support men taking
paternity leave

Analysis of paternity data with academic year;
determine the critical months when paternity leave
is taken, and equate with busy periods of the year;
contact men who have taken paternity leave and
interview them to understand what is needed to
support parents with new babies; interview men
who have had children in the past 2 years and
determine their main reasons for not taking
paternity leave; update website; link to Action D

Timescale
Interview
data
collected and
processed by
July 2015;
data on KIT
and
maternity
leave
collected
annually on
1st October
2015, 2016
and 2017
onwards
Interview
data
collected and
processed by
July 2015;
data on
paternity
leave
collected
annually on
1st October
2015, 2016
and 2017
onwards

Success Measures

Increase the
number of women
taking KIT days
during maternity
leave to 50% by
May 2017 (this
takes into account
not everybody
wishes to take KIT
days)

Increase the
number of men
taking paternity
leave by 50% by
May 2017

Responsibility

Athena SWAN
Officer, SAT
Champion

Athena SWAN
Officer, LMS
SAT
Champion,
Heads of
Department
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