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GLOSSARY 
 
AD - Associate Dean 
AD(I) - Associate Dean (Internationalisation) 
AD(L&T) - Associate Dean (Learning & Teaching) 
AD(QA) - Associate Dean (Quality Assurance) 
AD(R) - Associate Dean (Recruitment) 
AHSSBL - Arts, Humanities, Social Sciences, Business & Law 
AP - Action Plan 
ARP - Annual Review Procedure (promotion) 
AS - Athena SWAN 
ASEG - Athena SWAN Executive Group  
ASPC - Athena SWAN Project Coordinator 
A&R - Academic and Research 
ASSG - Athena SWAN Steering Group 
BCS - professional body for Computing (formerly British Computing Society) 
BME - Black or Minority Ethnic 
CAHID - Centre for Anatomy and Human Identification 
CASE - College of Art, Science & Engineering (pre-2015 structure) 
CASS - College of Arts & Social Sciences (pre-2015 structure) 
CLS - College of Life Sciences (pre-2015 structure) 
CMDN - College of Medicine, Dentistry & Nursing (pre-2015 structure) 
DLHE - Destinations of Leavers from Higher Education (graduate survey) 
DLP - Developing Leaders Programme 
DUSA - Dundee University Students' Association 
E&D - Equality & Diversity 
ECU - Equality Challenge Unit 
ECAM - Early Career Academic Mentoring 
ED&I - Equality, Diversity and Inclusion 
EIA - Equality Impact Assessment 
FPE - Full Person Equivalent 
FT - Full-time 
FTE - Full-time Equivalent 
GAP - Gender Action Plan 
HE - Higher Education 
HEA - Higher Education Academy 
FHEA - Fellow of the Higher Education Academy 
HEFCE - Higher Education Funding Council for England 
HEI - Higher Education Institute 
HEIDI - Higher Education Information Database for Institutions 
HESA - Higher Education Statistics Agency 
HR - Human Resources 
ICE - Institute of Civil Engineers - professional body for Civil Engineers 
KIT - Keeping In Touch 
LGBT - Lesbian, Gay, Bisexual & Transgender 
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LRCFS - Leverhulme Research Centre for Forensic Science 
L&T - Learning and Teaching 
MyDundee - Virtual Learning Environment used by all staff and students for information 

storage/exchange 
OPD - Organisational and Professional Development 
OSaR - Objective Setting and Review 
PAP - Previous Action (from earlier Action Plan) 
PDM - Professional Development Mentoring 
PDRA - Postdoctoral Research Assistant 
PG - Postgraduate 
PGCert THE - Postgraduate Certificate in Teaching in Higher Education 
PGT - Postgraduate Taught  
PGR - Postgraduate Research  
PI - Principal Investigator 
PS - Professional Services 
PT - Part-time 
RAE - Research Assessment Exercise (2008) 
REF - Research Excellence Framework (2014) 
RO - Research Only 
SA&D - School of Art & Design 
SAT - Self-Assessment Team/s 
SDEN - School of Dentistry 
SEG - School Executive Group (within SSEN) 
SESW - School of Education & Social Work 
SFC - Scottish Funding Council 
SHUM - School of Humanities 
SLS - School of Life Sciences 
SM - School Manager (PS role) 
SMED - School of Medicine 
SMG - School Management Group (within SSEN) 
SMP - Statutory Maternity Pay 
SNHS - School of Nursing & Health Sciences 
SSEN - School of Science & Engineering 
SSS - School of Social Sciences 
STEMM - Science, Technology, Engineering, Mathematics & Medicine 
T&R - Teaching & Research 
T&S - Teaching & Scholarship 
TRAM - Teaching, Research and Academic Mentoring 
UB - Unconscious bias 
UG - Undergraduate  
UoD - University of Dundee 
VS - Voluntary Severance 
WLB - Work-Life Balance 
WLM - Workload Model  
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Figure 2.1 - Comparator data - SSEN all staff, 5-year averages 

 
Figure 2.2 - Comparator data - SSEN Academic & Research staff, 5-year averages 

 
Figure 2.3 - Comparator data - SSEN “Non academic” staff (known at UoD as Professional 
Services staff), 5-year averages 
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SSEN had 1620 students (31%F:69%M, 2016/17)), a slight overall increase in %F since the start of 

the reporting period (29%F:71%M in 2012/13). 5-year average %F was slightly above 

comparators (28%F Dundee:23%F comparators excluding Dundee (Figure 2.4)).  

 
Figure 2.4 - Comparator data - SSEN all students, 5-year averages 

We disaggregate these figures later and highlight how our disciplines contribute to the overall 

numbers and how the positive differences arise and indicate actions to correct the large gender 

imbalances in some of our disciplines.  

Pre-August 2015 UoD operated a college structure. The College of Art, Science & Engineering 

(CASE) included the School of Computing, School of Engineering, Physics & Mathematics (EPM) 

and the Centre for Anatomy and Human Identification (CAHID) as separate entities. Under this 

structure, all units which now comprise SSEN successfully applied for their first Athena SWAN 

(AS) Awards (2014/2015) (Figure 2.5). 
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Figure 2.5 - UoD pre-2015 structure and Athena SWAN status 

 

In 2015, the UoD restructure led to the nine academic schools (five STEMM and four AHSSBL) 

(Figure 2.6) plus eleven professional services directorates.  

Our data are re-mapped according to the post-2015 structure unless otherwise indicated. Whole-

school data is presented first, with analysis of individual disciplines’ contributions presented 

where relevant; detailed discussion has been challenging, despite the expanded word limit. 
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Figure 2.6 - UoD post-2015 academic Schools and Athena SWAN Award status (see Data Notes 5, 7) 
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SSEN operates a research-led teaching model; approximately 65% of staff effort is on research 

and 35% on teaching; both are equally valued. A strong inter-disciplinary research portfolio 

across SSEN benefits our teaching at undergraduate (UG), postgraduate taught (PGT) and 

postgraduate research (PGR) levels. 

Following restructure, our AS award-holding groups committed to progress future AS work 

collectively as a School and ECU reissued the AS awards under the realigned names: Computing 

and EPM (plus CAHID). The restructure did not cause large changes in A&R or PS staff numbers; 

gender balance was unaffected. Most A&R and technical staff were largely unaffected; most 

administration staff from the former schools were integrated into one School Office.  

The restructure made AS and Equality, Diversity and Inclusion (ED&I) more visible. For example, 

SSEN now has an academic E&D/AS lead (0.1 FTE), who chairs the School AS Self-Assessment 

Team (SAT) and the new Dean, Prof. Iain Stewart, was committed to gender equality and to 

building on the solid foundations laid under the former Dean, Prof. Fordyce Davidson. The 

restructure provided an opportunity to weave AS into all internal management and reporting 

structures (Figure 2.9). 
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AS is firmly embedded in SSEN culture (see especially Section 3, Section 5.6(i)) and as a result, 

awareness of AS (Figure 2.10) and perception of gender equality is high (Figure 2.11, Figure 

2.12). 

 
Figure 2.10 - Awareness of Athena SWAN in the School (from SSEN Staff Survey 2017) 

 
Figure 2.11 - Perception of respect for gender equality (SSEN staff responses to UoD Staff 

Surveys) 

 

Figure 2.12 - Quote from female respondent to SSEN Staff Survey  

“The University demonstrates a genuine commitment to equality, diversity, and 
good working conditions for all.” 

SSEN Staff Survey  
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Figure 4.1.5 - Comparator data, Whole School, All UG students, 5-year averages 

The Scottish Funding Council (SFC) has identified five subjects with a severe gender imbalance 

(defined as more than 75% of one gender) including Computing and Engineering (>75%M). Two 

additional disciplines within SSEN also have a severe gender imbalance - Physics (>75%M) and 

CAHID (>75%F), with Mathematics the only SSEN discipline not in this category. SFC’s ambition 

for 2030 is for overall UG gender balance of 50%±2.5%, with no subject having an imbalance 

outside 50%±25% (Figure 4.1.6).  

 
Figure 4.1.6 - SFC gender gap guidelines 

UoD’s Gender Action Plan (GAP) aims to further improve gender balance across UoD, and we 

state the SFC guideline of 50%±25% as our minimum target for each discipline within SSEN.  
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Figure 4.1.8 - Comparator data, Whole School, Full-time UG students, 5-year averages  
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Figure 4.1.10 - All UG students, 5 years - (a) CAHID (b) Civil Engineering (c) Computing  

(a) 

(b) 

(c) 
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WHOLE SCHOOL - UNDERGRADUATE APPLICANT JOURNEY 

Applicants were approximately 20%F each year (Figure 4.1.11, Table 4.1.8). Proportions of offers, 

acceptances and matriculations were largely balanced or slightly favoured females (Figure 4.1.12, 

Table 4.1.8). We will continue to monitor this, but believe we have no biases in our overall 

processes. Analysis of individual disciplines (not presented) indicated applications aligned with 

eventual matriculated numbers and no concerning discipline-specific issues. Actions thus focus 

on increasing applications from under-represented genders (AP 4.1.4). 

Figure 4.1.11 - Whole School applicant journey, all UG students, by year, 5 years 

Figure 4.1.12 - Whole School applicant journey, all UG students, by stage, 5 years 
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Table 4.1.8 - Whole School applicant journey, all UG students, 5 years 
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Figure 4.1.16 - Comparator Data, Whole School, All PGT students, 5-year averages 
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WHOLE SCHOOL - FULL-TIME POSTGRADUATE TAUGHT - STUDENT NUMBERS 

78% of PGT students were full-time in 2016/17; %F increased over the reporting period (Figure 

4.1.17, Table 4.1.12), largely due to a high proportion (and increasing numbers) of female PGT 

students in CAHID. The 5-year average (34%F) was above comparators (Figure 4.1.18) but still 

needs improvement, which will be through discipline-specific actions below. 

Figure 4.1.17 - Whole School, Full-time PGT students, 5 years 

Table 4.1.12 - Whole School, Full-time PGT students, 5 years 

 
Figure 4.1.18 - Comparator Data, Whole School, Full-time PGT students, 5-year averages  
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Figure 4.1.20 - Comparator data, Whole School, Part-time PGT students, 5-year averages 
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WHOLE SCHOOL - ALL POSTGRADUATE TAUGHT - APPLICANT JOURNEY 

Proportions of female applicants (4/5 years) and offers (each year) rose since the start of the 

reporting period (Figure 4.1.22, Table 4.1.15).  

Females were usually slightly more successful than males at other stages, with higher conversion 

of female applicants than males (Figure 4.1.23).  

Comparison by discipline (data not presented) indicates no gender biases in applicant journey. 

Like UG, the challenge remains in recruitment (AP 4.1.11). 
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Figure 4.1.22 - Whole School, Applicant Journey, Postgraduate Taught, by year, 5 years 

Figure 4.1.23 - Whole School, Applicant Journey, Postgraduate Taught, by stage, 5 years 

Table 4.1.15 - Whole School, Applicant Journey, Postgraduate Taught, 5 years  
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Table 4.1.17 - All PGR Students, Whole School 

 

 
Figure 4.1.26 - Comparator Data, Whole School, All PGR students, 5-year averages 
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WHOLE SCHOOL - FULL-TIME POSTGRADUATE RESEARCH - STUDENT NUMBERS 

77% of PGR students were full-time. In 2016/17 there were 62 full-time students (32%F:68%M) 

(Figure 4.1.27, Table 4.1.18); 5-year average (27%F) was above comparators (Figure 4.1.28). 

 
Figure 4.1.27 - Full-time PGR students, Whole School, 5 years 
 

Table 4.1.18 - Full-time PGR students, Whole School, 5 years 

 
Figure 4.1.28 - Comparator Data, Whole School, Full-time PGR students, 5-year averages  





 

 
65 

 
Figure 4.1.30 - Comparator Data, Whole School, Part-time PGR students, 5-year averages 
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WHOLE SCHOOL - ALL POSTGRADUATE RESEARCH - APPLICANT JOURNEY 

Female applications were consistently low relative to male applications (22-30%F) (Figures 

4.1.31, Figure 4.1.32, Table 4.1.20). In most years and at most subsequent stages of the applicant 

journey, females tended to be more successful than males, resulting in a higher proportion of 

female matriculations than applications. Therefore, once female applicants are in the cycle we 

have confidence that our processes do not disadvantage them. Our priority remains to increase 

applications from females (AP 4.1.11). 

 
Figure 4.1.31 - Whole School, Applicant journey, All PGR students, by year, 5 years  

 
Figure 4.1.32 - Whole School, Applicant journey, All PGR students, by stage, 5 years  
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WHOLE SCHOOL - ALL A&R STAFF 

We had 120-160 A&R staff each year (Figure 4.2.1, Table 4.2.1). Females were highly under-

represented (Figure 4.2.1, Table 4.2.1) (18% to 26%F). We currently have 24%F compared to 

18%F in 2013 but this is still extreme under-representation across the school except CAHID where 

females predominated (67%F over the reporting period). We recruited  females in 2016/17 

(not CAHID) which improved overall gender balance. Notably, Civil Engineering had 100% male 

staff but we recruited  autumn 2017 (not shown in presented figures). We will 

redouble our efforts to improve the gender balance across all disciplines through recruitment 

(see Section 5.1 and AP 5.1.3). 

Figure 4.2.1 - All A&R Staff, Whole School, 5 years 

Table 4.2.1 - All A&R Staff, Whole School, 5 years 

Over the reporting period, the average gender balance at each level of academic staff in SSEN 

was:  

• AS07 = 21%F:79%M 

• AS08 = 28%F:72%M 

• AS09 = 18%F:82%M 

• AS10 = 23%F:77%M 
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Figure 4.2.6 - Comparator data, A&R staff, RO only, 5-year averages 

 
Figure 4.2.7 - Comparator data, A&R staff, T&R only, 5-year averages 

  
Figure 4.2.8 - Comparator data, A&R staff, T&S only, 5-year averages  



 

 
80 

WHOLE SCHOOL - ANALYSIS BY MODE OF EMPLOYMENT 

Females were marginally under-represented in part-time roles (18%F) compared with full-time 

roles (24%F) (July 2017, Figure 4.2.9, Table 4.2.4), although both were aligned with comparators 

(Figure 4.2.10).  

Gender balance of part-time and full-time staff were broadly aligned with the overall staff profile 

(PT numbers are small), and we believe no-one is being disadvantaging by their FT/PT status. We 

reaffirm our intention to recruit more individuals from under-represented genders (see Section 

5.1 and AP 5.1.3).  

Overall numbers of part-time staff have declined (23 to 11 across the reporting period), due to 

natural turnover and processes; we often use part-time contracts for backfill or in transition to 

retirement. SSEN supports flexible working and facilitates movement of staff between full-time 

and part-time employment wherever possible; we do not routinely collect data on these 

movements (see 5.5(vi) and AP 5.5.7). 

There were part-time staff in each discipline, notably a  was recruited into 

CAHID in 2017. Computing had a slightly higher proportion of part-time females (43%F) than 

full-time (25%F) (July 2017 -  PS,  AS08,  AS10).   

We note there have been no recent transitions of technical staff to academic roles in SSEN. 
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SSEN staff perceived UoD acts fairly in recruitment and this is improving (Figure 5.1.3). 

Figure 5.1.3 - Fairness of recruitment with respect to protected characteristics (SSEN staff 
responses to UoD Staff Surveys) 
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Figure 5.3.2 - Satisfaction with training and development (SSEN staff responses to UoD Staff 
Surveys) 

Figure 5.3.3 - Benefits of training and development (SSEN staff responses to UoD Staff Surveys) 

E&D training (five online modules) is mandatory for all UoD staff, but uptake (February 2018) 

remains poor (67% completed, below UoD average (72%)) (Figure 5.3.4, Table 5.3.2). 

Figure 5.3.4 - Completion of E&D training, all staff, 3 years 















 

 
115 

 
Figure 5.3.11 - Agreement of objectives at OSaRs (SSEN staff responses to UoD Staff Surveys) 
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Figure 5.5.2 - Awareness of childcare voucher scheme (SSEN Staff Survey) 

 
Figure 5.5.3 - Awareness of breastfeeding/expressing facilities (SSEN Staff Survey) 

 

When a member of staff indicates they are planning to take maternity/paternity/adoption leave, 

they meet with a member of HR to discuss all of the options open to them. This will include 

discussing their role, adjustments necessary to be made to their role prior to the leave period, 

options for using accrued annual leave and thoughts about duration of leave, return to work date 

and consideration of returning on a more flexible basis. Entitlements in relation to pay are also 

discussed if the member of staff is unclear about this; some funders offer extensions to funding.  
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Figure 5.6.3 - Commitment to UoD Values (SSEN staff responses to UoD Staff Surveys) 

Staff have high awareness of AS (98%, Figure 2.7) and perceive high respect for gender equality 

within UoD (98%, Figure 2.9).  

AS activity strongly supports the core value of “Valuing People”, and feelings of being valued 

(Figure 5.6.4) and trusted (Figure 5.6.5), particularly for females, have improved since 2015: 

Figure 5.6.4 - Feelings of being valued by UoD (SSEN staff responses to UoD Staff Surveys) 
 

Figure 5.6.5 - Feelings of being trusted (SSEN staff responses to UoD Staff Surveys) 

SSEN “Away Days” for all staff take place every six months. A recent event included a “Valuing 

People Workshop”. Early actions include: 

• Development of SSEN blog: a sharing/discussion platform for wide-ranging topics, including 

personal career stories from across SSEN.  

• School Board meetings will be “themed” to cover main priority areas, including AS. 

• 6-monthly lunchtime meetings for discipline staff with SEG: enhancing communication.  

• Guided tours around SSEN buildings (Figure 2.7, Figure 2.8) providing an opportunity to 

network and understand more about activities across SSEN. 
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supportive environment for all, supported by the integration of AS within SSEN reporting structure 

(Figure 2.9); this is perceived by most staff (Figure 5.6.7). 

Figure 5.6.7 - Belief in equality of opportunity within UoD (SSEN staff responses to UoD Staff 
Surveys) 
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Figure 5.6.9 - Bullying at work (SSEN staff responses to UoD Staff Surveys)  
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Figure 5.6.12 - Extra time to meet workload in SSEN (SSEN staff responses to UoD Staff Surveys) 

 
Figure 5.6.13 - Worrying about work outside working hours (SSEN staff responses to UoD Staff 
Surveys) 

 
Figure 5.6.14 - Worrying about work outside working hours (SSEN staff responses to UoD Staff 
Surveys) 

 
Figure 5.6.15 - Long hours culture in SSEN (SSEN Staff Survey) 

 

 

 

 

 

 

 

 
Figure 5.6.16 - Quotes from male respondents to SSEN Staff Survey 

“The culture of 
working hours varies a 
lot within the school.” 

SSEN Staff Survey  

“It has become impossible to do teaching, research, 
admin and have a happy family. I work longer than 
normal hours on weekdays, and still don't have the 
time to spend weekends with family.” 

SSEN Staff Survey  
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8. 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.  
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Action Plan (2018-
2022)
Action Number

Brief description of overall action Action rationale/Previous Actions/Outcomes to date 
(at time of application May 2018)

Specific actions to be taken Applies to 
School/ 
discipline(s)

Action Owner 
responsible for reporting 
on and overseeing 
delivery 

Timescale: 
start date for 
action/frequency 
of review cycle

Timescale: end 
date/ review 
date 

Success Measure

AP 2.1 AD(R) and a member of 
Internationalisation Committee to 
join E&D/AS SAT.

Research and Internationalisation committees currently 
have no representation on E&D/AS SAT. The Research 
role was due to turnover, while the Internationalisation 
role was a missing role. We will ensure that there is 
representation from all SSEN committees on the SSEN 
E&D/AS SAT, so that AS activity filters into all aspects of 
SSEN activity.

Invite AD(R) and member of 
Internationalisation 
Committee to join.

School School AS Lead Jul-18 Aug-18 All SSEN committees have 
ongoing representation on 
E&D/AS SAT.

AP 3.1 Annual AS report prepared for SSEN 
School Board by SAT.

Circulating the annual AS report to School Board will 
help to reinforce and support communication between 
SAT and the School Board, which in turn should lead to 
further integration between the two. It will also 
demonstrate the ongoing SSEN AS activities to the 
School Board.

SAT will collate data on School 
AS activities and present the 
report to School Board 
annually.

School School AS Lead Prepare report from 
Oct-18 and annually 
thereafter

Present report 
Mar-19 and 
annually 
thereafter

Report presented annually to 
School Board.

Hold an open meeting at least 
annually, to which all staff are 
invited, with recorded 
attendance.

School School AS Lead Hold meeting 
between Oct-18 
and Dec-18 and 
annually thereafter

Repeat annually Open meeting is attended by 
staff not usually involved in AS 
meetings.

Publicise AS activities through 
SSEN newsletters.

School School AS Lead Oct-18 Jul-22 SSEN AS activity is highlighted 
regularly in School newsletter

AP 3.3 Review SAT membership annually to 
ensure appropriate turnover, gender 
balance and representative 
membership.

We will ensure that the SSEN SAT membership 
continues to have appropriate turnover, gender balance 
and appropriate representation from across the whole 
School.

Membership to be reviewed in 
consultation with the Dean 
and appropriate members to 
be recruited.

School School AS Lead Sep-18 and annually 
thereafter

Oct-18 and 
annually 
thereafter

AS SAT membership reflects 
gender balance and is 
representative of the School.

AP 4.1.1 Promote Athena SWAN in our feeder 
Further Education Institutions (FEIs).

This action has not progressed from the previous 
Computing Action Plan due to changes in FEI staffing 
and structure. 
Students in the FEI feeder Computing programmes 
were predominantly male, influencing the gender 
balance of the cohort studying in SSEN. We aim to 
increase the number of females on our programmes 
and therefore will work with FEIs to improve 
representation of females on their programmes.

Discuss Athena SWAN with 
relevant individuals in feeder 
FEIs and suggest:
• female SSEN staff to give 
guest seminars at FEI 
articulation events
• encourage FEIs to promote 
and monitor gender balance 
on their programmes
• encouraging FEIs to apply for 
AS awards

Computing  Computing AS Lead Sep-18 and annually 
thereafter

Jan-19 and 
annually 
thereafter

Increasing female 
participation, from 7% to 15% 
by 2022,   in FEI programmes 
and feeding through our 
articulation routes.

Use appropriate publicity and open 
SAT to encourage participation from 
all SSEN staff and students in AS 
activities.

AP 3.2 Currently we hold at least one open SAT meeting per 
year (to which all staff are invited), we maintain an 
SSEN subsection of the UoD dedicated AS section on its 
website which highlights School AS activities and 
AS/E&D items regularly feature in SSEN staff e-
newsletters. In order to continue changing our culture, 
we will ensure that SSEN staff and student engagement 
with AS activity increases. Increased engagement may 
also lead to new ideas and actions being developed. We 
will therefore continue to encourage engagement 
through these actions.

Section 2. Description of the department

Section 3. The self-assessment process

Section 4. A picture of the department
4.1. Student data



University of Dundee, School of Science and Engineering Action Plan 2018-2022 Action Plan Page 2

Action Plan (2018-
2022)
Action Number

Brief description of overall action Action rationale/Previous Actions/Outcomes to date 
(at time of application May 2018)

Specific actions to be taken Applies to 
School/ 
discipline(s)

Action Owner 
responsible for reporting 
on and overseeing 
delivery 

Timescale: 
start date for 
action/frequency 
of review cycle

Timescale: end 
date/ review 
date 

Success Measure

Collect data on gender balance 
of Gifted & Talented 
programmes from Gifted & 
Talented representatives in 
each relevant discipline.

Disciplines 
participating in 
Gifted & Talented 
programme

AS Leads of disciplines 
participating in Gifted & 
Talented programme

Jul-18 Sep-18, reviewed 
annually

Record of gender data 
collected for Gifted & Talented 
Programmes.

If the gender data collected 
shows a gender imbalance 
across disciplines then review 
publicity material for the 
Gifted & Talented programme 
so that it also appeals to under-
represented genders in each 
participating discipline.

Disciplines 
participating in 
Gifted & Talented 
programme

AS Leads of disciplines 
participating in Gifted & 
Talented programme

Jul-18 Sep-18, reviewed 
annually

If required, future publicity 
materials are aimed at under-
represented genders in each 
discipline, resulting in more 
gender-balanced Gifted & 
Talented cohorts.

AP 4.1.3 Consider if other disciplines could 
benefit from participation in the G&T 
programme.

As an access course, G&T offers another route for 
applications and recruitment. Disciplines not currently 
participating in the programme may benefit from the 
potential to improve gender-balance in their courses via 
targeted recruitment for the G&T programme.  

Discuss potential benefits of 
targeted recruitment with 
Discipline leads in conjunction 
with G&T Leader

Disciplines not 
currently 
participating in 
G&T programme

Computing and Physics 
AS Leads

Start consultation
Jan-19

Decision on 
whether to 
progress 
Dec-19 

Other School Disciplines may 
take up the G&T programme, 
with a view to target 
recruitment for G&T at their 
under-represented genders.

Conduct focus groups with UG 
students from under-
represented genders to 
understand what attracted 
them to their disciplines. 

All disciplines All Discipline AS Leads Sep-18 Dec-18 Results from focus groups have 
been analysed and feedback 
from under-represented 
genders used to inform our UG 
publicity and admissions 
process by focusing on those 
factors which are likely to 
attract under-represented 
genders in each discipline.

Liaise with Student 
Recruitment to ensure male 
and female representation 
from each participating 
disciplines at all recruitment 
events - this will showcase our 
gender balance and encourage 
questions from visitors who 
might have been inhibited 
from asking someone of a 
particular gender.

All disciplines Dean Jul-18 May-19, 
reviewed 
annually

Each discipline is represented 
by at least 1F and 1M member 
of staff and 1F and 1M student 
ambassador at all recruitment 
events.

Many of our disciplines had gender imbalances, with 
Mechanical Engineering, Physics, Computing and Civil 
Engineering having high proportions of males, while 
CAHID had a high proportion of females. We aim to 
ensure that none of our subjects has a gender 
imbalance. Identifying reasons why students of under-
represented genders are attracted to their disciplines 
and increasing the public presence of under-
represented genders in the disciplines will help us to 
address these gender imbalances.

AP 4.1.2 Monitor gender balance on Gifted & 
Talented programme.

In 2017, all CAHID attendees were female, while 
Engineering and Mathematics were predominantly 
attended by males. This was the first year of the 
programme running and we will monitor attendance 
annually, so that gender imbalances can be addressed if 
required.

AP 4.1.4 Improve gender balance on all UG 
programmes by increasing 
applications from people of under-
represented genders.
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Action Plan (2018-
2022)
Action Number

Brief description of overall action Action rationale/Previous Actions/Outcomes to date 
(at time of application May 2018)

Specific actions to be taken Applies to 
School/ 
discipline(s)

Action Owner 
responsible for reporting 
on and overseeing 
delivery 

Timescale: 
start date for 
action/frequency 
of review cycle

Timescale: end 
date/ review 
date 

Success Measure

Liaise with Student 
Recruitment to ensure under-
represented genders are 
highlighted in outward-facing 
publicity materials.

All disciplines Dean Jul-18 Dec-19, reviewed 
annually

All publicity material contains 
counter-stereotypical imagery 
and highlights under-
represented genders, audited 
annually.

SSEN Public Engagement team 
to promote SSEN as an 
exceptional place for people of 
any gender, by ensuring that 
high-profile publicity for SSEN 
includes representatives from 
both genders.

All disciplines School AS Lead, School PE 
Lead

Jul-18 Ongoing Record instances of media 
outputs for both males and 
females, audited annually.

AP 4.1.5 Identify specific UG programmes 
which attract more applicants from 
under-represented genders and 
improve publicity for those 
programmes.

Existing data showed that some specific programmes 
within SSEN disciplines attract more applicants from 
under-represented genders (e.g. Applied Computing, 
Biomedical Engineering). By identifying reasons for their 
appeal to under-represented genders, we will aim to 
implement changes in other programmes, where 
appropriate, to make them more appealing to under-
represented genders.

Conduct focus groups with 
students of under-represented 
genders to determine reasons 
for appeal in those 
programmes which attract 
more applicants from under-
represented genders.

All disciplines All Discipline Leads, 
Student Recruitment 
Liaison and Marketing & 
Communications 
Manager

Jan-19 Sep-19, reviewed 
annually

Results from focus groups have 
been analysed and data used 
to inform our UG publicity and 
admissions process.

AP 4.1.6 Consider creation of new UG 
programmes which could attract 
more applicants from under-
represented genders.

As described (AP 4.1.5), some specific programmes 
attract more applicants from under-represented 
genders (most pronounced in Mechanical Engineering 
programmes). We aim to continue improving our 
overall gender balance and the development of new UG 
programmes which are likely to be successful in 
attracting applicants from the under-represented 
genders will help us to achieve that.

Mechanical Engineering to 
consider new programmes 
combined with Life Science 
and Medicine, as they may 
attract more female 
applicants.

Mechanical 
Engineering

Mechanical Engineering 
Discipline Lead 

Start consultation
Jul-19

Decision on 
whether to 
progress 
Dec-19

Report on consideration and 
development of new modules 
and/or programmes which 
have the potential to attract 
more applicants from under-
represented genders.

Civil Engineering to support 
and participate in Institute of 
Civil Engineers (ICE) gender 
initiatives.

Civil Engineering Civil Engineering 
Discipline Lead

Jul-19 May-20, 
reviewed 
annually

Civil Engineering implements 
ICE gender-initiative actions as 
required and as appropriate.

Computing to support and 
participate in BCS gender 
initiatives.

Computing Computing Discipline 
Lead 

Jul-19 May-20, 
reviewed 
annually

Computing implements BCS 
gender initiative actions as 
required and as appropriate.

        
      
       

          
         

      
       

      
         

   

       
   

    
 

AP 4.1.7 Support and participate in relevant 
sector-wide gender initiatives.

The poor gender balance in most of our disciplines is 
apparent nationally in those disciplines; this is 
recognised by many of the professional bodies in these 
areas, some of which have initiatives to redress the 
balance. We will contribute to these sector-wide 
initiatives to support them and to help address our own 
gender imbalances.
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Action Plan (2018-
2022)
Action Number

Brief description of overall action Action rationale/Previous Actions/Outcomes to date 
(at time of application May 2018)

Specific actions to be taken Applies to 
School/ 
discipline(s)

Action Owner 
responsible for reporting 
on and overseeing 
delivery 

Timescale: 
start date for 
action/frequency 
of review cycle

Timescale: end 
date/ review 
date 

Success Measure

AP 4.1.8 Analyse discipline-level awards data 
in detail to evaluate for gender 
biases, and take corrective action 
where necessary.

Over the reporting period, most disciplines showed a 
slight imbalance in the proportion of males and females 
achieving each classification of degree each year. In 
CAHID, females out-performed males at First/Upper 
Second in 4/5 years; in Civil Engineering and Computing, 
females had a higher proportion of Firsts than males in 
4/5 years; in Mathematics, females were under-
represented in Firsts. We will address these imbalances 
by identifying the reasons for award imbalances and 
taking corrective action where necessary.

Each discipline to discuss 
potential reasons for any 
imbalance in their particular 
subjects, to raise awareness of 
the imbalance and take 
corrective action where 
necessary.

School, All 
disciplines

AD(L&T), all Discipline 
Leads

Sep-19 Sep 20, reviewed 
annually

Balanced proportions of males 
and females achieving each 
degree classification each year.

AP 4.1.9 Use focus groups to understand the 
reasons for the improving PGT 
gender balance and improve it 
further.

Over the reporting period, there was an increase in 
percentage of females on SSEN PGT programmes (31%). 
Understanding why the PGT gender balance is 
improving will help us to both maintain and then 
improve it.

Conduct focus groups with 
current PGT students to 
understand why gender 
balance is improving by 
identifying reasons why those 
students choose to come to 
SSEN to study PGT. This same 
focus group will also be asked 
questions related to their 
choice of FT or PT study (see 
AP 4.1.10)

All disciplines All Discipline AS Leads Jan-19 Jan-20 Results from focus groups have 
been analysed and used to 
 develop actions to ensure 
continued improvement in 
overall PGT numbers towards 
gender balance from 31% to 
40% by 2022.

AP 4.1.10 Hold focus groups to understand the 
reasons for overall increasing 
percentage of females on full-time 
PGT courses (particularly within 
CAHID) and the decreasing 
proportion of part-time females 
studying Computing PGT courses.

Our gender profile for PGT students is changing - full-
time PGT female:male ratio is rising while 
part-time ratio is falling - we aim to understand the 
reasons for the increasing percentage of 
full-time female PGT students with a view to 
incorporating best practice elsewhere where gender 
balance is getting poorer, such as in 
part-time female PGT students; we also want to 
understand the reasons why females are increasingly 
less likely to study PGT part-time and wish to counter 
this.

Within the focus group formed 
for AP 4.1.9, ask current 
female PGT students why they 
came to study PGT at SSEN, 
and why they choose their 
particular method of study i.e. 
FT or PT and what factors were 
important to them when 
considering this choice.

All disciplines All Discipline AS Leads Jan-19 Jan-20 Results from focus groups 
analysed and actions 
developed to counter the 
falling number of female part-
time PGT students, as well as 
to incorporate examples of 
good practice into other PGT 
courses where gender balance 
is getting poorer.

Across the reporting period, CAHID PGT gender profile 
was strongly female (average 73%F). We aim to 
improve the proportion of males on CAHID PGT 
programmes.

Target male PGT applicants by 
making male PGT role models 
within CAHID more visible by 
creating case studies of male 
PGTs and displaying/circulating 
them prominently within the 
School, publicity materials and 
website.

CAHID CAHID Discipline Lead Jan-19 May-20, 
reviewed 
annually

Proportion of males on CAHID 
PGT programmes increases 
from 27% to 35% by 2022.

AP 4.1.11 Improve gender balance on all PGT 
programmes by increasing 
applications from people of under-
represented genders.
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Action Plan (2018-
2022)
Action Number

Brief description of overall action Action rationale/Previous Actions/Outcomes to date 
(at time of application May 2018)

Specific actions to be taken Applies to 
School/ 
discipline(s)

Action Owner 
responsible for reporting 
on and overseeing 
delivery 

Timescale: 
start date for 
action/frequency 
of review cycle

Timescale: end 
date/ review 
date 

Success Measure

Across the reporting period, Computing PGT gender 
profile was strongly male (average of 77%M). We aim to 
improve the proportion of females on Computing PGT 
programmes. 

Target female PGT applicants 
by making PGT female role 
models within Computing 
more visible by creating case 
studies of female PGTs and 
displaying/circulating them 
prominently within the School, 
publicity materials and 
website.

Computing Computing Discipline 
Lead

Jan-19 May-20, 
reviewed 
annually

Proportion of females on 
Computing PGT programmes 
increases from 23% to 35% by 
2022.

In addition, the number and proportion of female 
Computing PGT students increased for the 3 years up to 
2014/15, before declining again in 2015/16 and 
2016/17; we aim to identify reasons for both the rise 
and fall and learn from this.

Liaise with Recruitment and 
Discipline Lead to find out 
whether any changes in the 
approach to recruitment, 
course promotion or public 
engagement after 2014/15 
contributed to the decline in 
numbers in order to benefit 
from lessons learned.

Computing Computing AS Lead Sep-18 Dec-18 Use any data acquired from 
analysis to inform future 
recruitment and promotion to 
female Computing PGT 
students.

Mathematics PGT gender profile was better than UG 
(38%F in 2016/17) as was Mechanical Engineering 
(40%F over the reporting period); we aim to both 
maintain and further improve these better %F ratios by 
attracting more females to these PGT courses by 
highlighting female role models involved in these 
courses.

Target female PGT applicants 
by making female PGT role 
models within Mathematics 
and Mechanical Engineering 
more visible by creating case 
studies of female PGTs and 
displaying/circulating them 
prominently within the School, 
publicity materials and 
website.

Mathematics
Mechanical 
Engineering

Mathematics and 
Mechanical Engineering 
Discipline Leads

Jan-19 May-20, 
reviewed 
annually

Proportion of females on 
Mathematics and Mechanical 
Engineering PGT programmes 
increases from 38% to 45% 
and 40% to 50% respectively, 
by 2022.

Across the reporting period Physics PGT gender profile 
was better than UG (28%F for PGT, compared to 13%F 
for UG). However, overall numbers of males have also 
been falling; we will hold focus groups to understand 
the reasons underpinning this. In particular we want to 
know whether Physics PGT is more attractive to 
females, or less attractive to males and why.

Conduct focus group with 
Physics PGT students to 
identify why Physics PGT is 
more attractive to females 
than Physics UG, and whether 
it is less attractive to males.

Physics Physics Discipline Lead Sep-18 Jun-19 Results from focus group are 
analysed and used to improve 
Physics UG female recruitment 
from 28% to 35% by 2022.

AP 4.1.12 Monitor PGT awards by discipline, 
particularly following change in 
regulations, and ensure males are 
adequately supported.

Although there was only a small number of students 
involved, over the reporting period the percentage of 
Distinctions plus Merits awarded
each year was higher for females than males. We will 
monitor this and ensure males are adequately 
supported. In addition, UoD regulations changed in 
2016/2017 making it easier to gain a Merit. We 
therefore also want to monitor the effect of this 
change.

Monitor PGT award data 
carefully and investigate 
reasons for any continuing 
gender imbalances while 
increasing support for male 
students if necessary.

All disciplines All Discipline Leads Aug-18 Aug-20 Equal proportions of males and 
females achieving PGT degrees 
at each classification level
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Action Plan (2018-
2022)
Action Number

Brief description of overall action Action rationale/Previous Actions/Outcomes to date 
(at time of application May 2018)

Specific actions to be taken Applies to 
School/ 
discipline(s)

Action Owner 
responsible for reporting 
on and overseeing 
delivery 

Timescale: 
start date for 
action/frequency 
of review cycle

Timescale: end 
date/ review 
date 

Success Measure

Conduct focus group studies 
with current Mechanical 
Engineering PGR students to 
determine possible reasons for 
the lack of female applicants 
by querying the factors that 
encouraged them into PGR 
Mechanical Engineering, as 
well as factors which would 
have discouraged them.

Mechanical 
Engineering

Mechanical Engineering 
AS Lead

Jul-19 Jul-20 Results from focus groups 
analysed and actions 
developed to improve the 
appeal of PGR Mechanical 
Engineering to all applicants, 
particularly females.

AP 4.1.18 Use focus groups to improve the 
number of females accepting PGR 
offers in Computing.

Applicant journey data for Computing shows 
that female applicants are less likely than males to 
accept an offer.

Conduct focus groups with 
current PGR Computing 
students to determine possible 
reasons for the low acceptance 
of offers by female applicants.

Computing Computing AS Lead Sep-19 Dec-19 Data analysis used to develop 
actions improve the number of 
female applicants accepting an 
offer.

AP 4.1.19 Record detailed information about 
PGR graduates and 
non-completions, and monitor for 
gender biases.

SSEN holds detailed data held on PGR students, but 
reporting currently involves resource-intensive manual 
activity. We want to record detailed data regularly to 
ensure a complete and accurate picture of PGR 
graduates and non-completions that can be monitored 
for any potential gender bias.

School PGR data to be updated 
regularly and snapshots taken 
(at least) annually 
covering PGR degree 
attainment, duration of study 
and 
non-completion by gender.

School School Manager Jul-19 Jul-22 Detailed PGR data available at 
least annually covering PGR 
degree attainment, duration of 
study and 
non-completion, monitored for 
any gender bias.

AP 4.1.20 Use surveys to identify reasons why 
a smaller proportion of SSEN female 
graduates than in the graduating 
cohort return to PG study.

Over the reporting period, a smaller proportion of SSEN 
female graduates returned to PG study (19%F) than was 
in the graduating cohort (31%F). We want to 
understand the reasons for this so that we can develop 
actions to improve the ratio of female SSEN graduates 
returning to PG study.

Conduct surveys with final year 
SSEN female graduates to 
understand their reasons for 
further study choices

All disciplines All Discipline PGR Leads Jul-18 Jun-21 Results from focus groups 
analysed and actions 
developed to improve ratio of 
female SSEN graduates 
returning to SSEN PG study 
from 19% to 25% by 2022.

AP 4.1.21 Use surveys to identify reasons why 
a larger proportion of 
non-SSEN female graduates come to 
SSEN for PG study, compared to 
SSEN female graduates.

Over the reporting period a large proportion of females 
coming to SSEN for PG study were 
non-SSEN graduates (39% non-SSEN graduates 
compared to 19% SSEN graduates). We consider this a 
positive indication of SSEN appeal to external graduate 
applicants and aim to understand the reasons for this so 
that we can develop actions to maintain the levels of 
non-SSEN females coming to SSEN to study, while also 
aiming to improve the ratio of returning female SSEN 
graduates.

Conduct surveys with new 
SSEN female PGR students to 
understand their reasons for 
choosing PG study in SSEN.

All disciplines All Discipline PGR Leads Jul-18 Jun-19 Data analysis used to develop 
actions improve the ratio of 
female SSEN graduates 
returning to PG study.
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Action Plan (2018-
2022)
Action Number

Brief description of overall action Action rationale/Previous Actions/Outcomes to date 
(at time of application May 2018)

Specific actions to be taken Applies to 
School/ 
discipline(s)

Action Owner 
responsible for reporting 
on and overseeing 
delivery 

Timescale: 
start date for 
action/frequency 
of review cycle

Timescale: end 
date/ review 
date 

Success Measure

AP 4.1.22 Use alumni surveys to gather more 
detailed information on graduates' 
career choices.

DLHE data showed 8% fewer female graduates than 
males were in graduate-level employment and 19% 
more females than males were in non-graduate level 
employment; 7% more females than males were going 
on to PG study. We want to understand the reasons for 
these crucial career choices to help us improve careers 
information so that our students are supported to make 
the best choice.

Send surveys to recent alumni 
to find out where they are 
now, the careers decisions that 
they made and how these 
were informed by careers 
events at UoD.

School School AS Lead Jul-18 Jun-19 Analysis used to inform future 
approaches to organisation, 
delivery and effectiveness of 
career events, to ensure that 
our graduates are aware of all 
opportunities available to 
them.

AP 4.2.1 Extract SSEN staff data disaggregated 
into the six disciplines to monitor for 
any discipline-related issues.

Previous staff data were disaggregated by the three old 
award-holding groups, we would like to update and re-
align this data for the new structure of six disciplines.

Liaise with HR officer to ensure 
the required staff data 
(including gender, grade, 
contract function and mode of 
attendance) is recorded for 
each discipline.

School School AS Lead, ASPC Jul-18 Dec-18 Staff data available to reflect 
the new six-discipline 
structure, updated and 
monitored annually.

AP 4.2.2 Use focus groups of female staff at 
different grades and contract 
functions to determine the reasons 
for "leaks" at grade transitions and 
take supporting corrective action.

There were are no RO females at grade AS08 and there 
was a drop in female T&R staff between grades AS08 
and AS09. We aim to understand the reasons 
underpinning this, such that we can effectively address 
the issue by taking appropriate corrective action.

Conduct focus groups with 
female staff to discuss any 
perceived issues relating to 
career progression.

School School AS Lead May-19 May-20 Report results to SAT, use 
information to develop further 
actions to address any issues 
that are identified

AP 4.2.3 Use focus groups to understand the 
reasons for the greater proportion of 
females on T&S contracts, and 
support progression on this type of 
contract.

There is a larger proportion of females on T&S contracts 
compared to RO and T&R contracts. We believe this 
may be due to the greater WLB flexibility offered by 
T&S contracts, but need to understand this to improve 
%F on all contract types. We aim to remain alert to the 
fact that males may become disadvantaged if this type 
of contract is more desirable.

Use focus groups to find out 
why there are greater 
proportions of females on T&S 
contracts than on RO and T&R 
contracts.

School Line Managers May-19 May-20 Results from focus groups 
analysed and actions 
developed to improve the 
gender balance on all contract 
types towards a 50/50 
balance.

Ensure PDRAs are fully 
supported by the procedures 
the School has in place for 
career progression, including 
training and staff development 
opportunities, OPD and 
Leadership courses, and 
support for promotion 
applications. Monitor through 
asking PDRAs directly via email 
whether they are taking up 
these opportunities and 
whether they feel supported in 
career progression.

School Line Managers Jul-18 Dec-18 and 
annually as part 
of OSaR cycle 
thereafter

PDRAs demonstrate levels 
(>60%) of uptake of career 
progression and development 
opportunities, as evidenced by 
feedback from asking PDRAs

4.2. Academic and research staff data

AP 4.2.4 Ensure that PDRAs’ career 
progression is supported.

In 2017, 86% of RO staff were at grade AS07; most of 
these were PDRAs. Due to the nature of their contracts, 
there is a high turnover of PDRAs; while turnover of 
PDRAs is considered positive, we also want to ensure 
there are opportunities to retain their expertise within 
SSEN and to support their future career progression.
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Action Plan (2018-
2022)
Action Number

Brief description of overall action Action rationale/Previous Actions/Outcomes to date 
(at time of application May 2018)

Specific actions to be taken Applies to 
School/ 
discipline(s)

Action Owner 
responsible for reporting 
on and overseeing 
delivery 

Timescale: 
start date for 
action/frequency 
of review cycle

Timescale: end 
date/ review 
date 

Success Measure

Ensure internal opportunities 
are highlighted to PDRAs.

School Line Managers Jul-18 Dec-18 and 
bi-annually 
thereafter (May 
and December)

Evidence of communication 
regarding internal 
opportunities from line 
managers to PDRAs.

AP 5.1.1 Encourage all staff to undertake 
Unconscious Bias training.

This is already recommended for staff involved in 
recruiting/selection; however, this could be more 
widely applied to include all staff members, in order to 
equip them for dealing with potential issues of 
unconscious bias in their everyday work situations.

Publicise Unconscious Bias 
OPD course and encourage 
attendance.

School Dean Jul-18 Oct-18 and 
annually 
thereafter

Uptake in Unconscious Bias 
training among all staff 
increases; at least 5 
attend/year

AP 5.1.2 Make Unconscious Bias training 
mandatory for those participating in 
SSEN recruiting and selection 
processes.

Unconscious Bias awareness is most important for 
those involved in recruitment/selection and while it is 
currently recommended for staff involved in the 
recruitment/selection process, we will ensure it is 
mandatory for those involved.

Make Unconscious Bias 
training mandatory for anyone 
involved in the 
recruitment/selection process.

School Dean Jul-18 Audit uptake Oct-
18 and annually 
thereafter

All staff involved in 
recruitment processes will 
have taken Unconscious Bias 
training.

AP 5.1.3 Improve gender balance of staff 
applicants by continually improving 
publicity and recruitment materials 
and wording of job advertisements; 
continue to monitor the recruitment 
data to check for biases. 

Data show that females are currently under-
represented across the School; %M in CAHID is low, %F 
in Civil Engineering, Mechanical Engineering and Physics 
are low. Therefore we want to maximise the number of 
under-represented genders applying for our vacancies, 
and to ensure that all recruitment processes are not 
subject to gender bias.

Increase representation of 
under-represented genders in 
SSEN and discipline publicity 
and recruitment materials as 
appropriate. Include female-
friendly wording of job 
advertisements, where 
appropriate, to maximise 
applications from females; this 
can include references to 
flexible and family-oriented 
work-life balance policies.

School School Manager Jul-18 Ongoing The number and proportion of 
female staff applications 
increases from 22% to 40% by 
2022.

AP 5.1.4 Develop academic staff case studies 
highlighting under-represented 
genders, in order to showcase staff 
gender equality in SSEN.

This has been carried over from the previous action 
plan due to the ongoing UoD website 
re-design; action required for Silver Award.

Develop academic staff case 
studies and materials for 
Athena SWAN website 
highlighting under-represented 
genders, in order to showcase 
gender equality in SSEN.

School School AS Lead Jan-19 Jul-19 Case studies for under-
represented academic staff in 
each SSEN discipline are 
included on the SSEN Athena 
SWAN website.

AP 5.1.5 Advertise ungraded or 
grade-range posts with broad scope 
(when possible) to try to encourage 
female applicants, especially for 
senior posts.

Experience has shown that a more gender-balanced 
pool of applicants results from adverts with a broader 
range of grade and scope.

Advertise posts as ungraded or 
with a grade range, where 
possible.

School School HR Officer Jul-18 Jul-19 and 
consider as 
vacancies arise; 
review 
application 
trends annually 
from Oct-19

Posts are advertised as 
ungraded or with a grade 
range, where possible. 
Applications from female 
applicants increase from 22% 
to 40% by 2022.

Section 5. Supporting and advancing women’s careers
5.1. Key career transition points: academic staff
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Action Plan (2018-
2022)
Action Number

Brief description of overall action Action rationale/Previous Actions/Outcomes to date 
(at time of application May 2018)

Specific actions to be taken Applies to 
School/ 
discipline(s)

Action Owner 
responsible for reporting 
on and overseeing 
delivery 

Timescale: 
start date for 
action/frequency 
of review cycle

Timescale: end 
date/ review 
date 

Success Measure

AP 5.1.6 Increase participation in UoD 
Welcome event by ensuring all staff 
are pre registered to attend the first 
available event after taking post and 
that participation is facilitated by 
ensuring no overlapping work 
commitments.

New School staff are invited to attend the UoD staff 
Welcome event run by OPD. SSEN staff participation in 
the event has been low and we aim to increase 
awareness, ensuring that staff are encouraged (and 
given time) to attend, to help orient them into UoD.

Line Managers to encourage 
participation in the UoD 
Welcome Event by ensuring 
new staff are pre-registered 
for the next Welcome event 
after taking their post and that 
participation is facilitated by 
ensuring no overlapping work 
commitments.

School Line Managers Jul-18 Jul-22, as new 
appointments are 
made

100% of new starts attend UoD 
Welcome Event 

Line Managers to record 
participation by new staff in 
School induction, gather 
feedback using checklist and 
report to School Office.

School Line Managers Jul-18 Jul-22, as new 
appointments are 
made

Data is collected on School 
Induction participation and 
feedback is evaluated to assess 
effectiveness of induction 
processes.

Introduce an Induction 
Checklist to be used by all Line 
Managers during induction 
process.

School School Manager Sep-19 Sep-20 Checklist produced and in use 
by all Line Managers.

Staff will be asked whether 
they participated in/found 
useful, the School Induction 
process during their first OSaR 
or probation meeting and data 
passed to School AS Lead for 
reporting.

School Line Managers, School AS 
Lead

Oct-18 Sep-19 and 
annually 
thereafter

All new staff have participated 
in School induction and 
effectiveness feedback is 
reported.

AP 5.1.8 Offer all new staff (A&R and PS) the 
support of a mentor within the 
School to help them to settle in and 
to navigate their new environment.

Feedback has shown that our new AS07 A&R staff have 
found the support offered by a mentor to be very 
helpful - we will therefore widen this support to include 
all new members of staff.

Mentor to be offered to all 
new staff during induction.

School Dean, School Manager Jul-18 Jul-22, as new 
appointments are 
made

All new staff offered support of 
a mentor; more new staff feel 
supported in their role, as 
evidenced by SSEN Staff 
Surveys.

AP 5.1.9 All lab tutors to undertake 
mandatory E&D training (five online 
modules).

Historically, lab tutors were excused from E&D training, 
but it is now mandated by UoD for all contracted 
employees and therefore we will ensure that this policy 
is met within SSEN. This is important in ensuring that all 
staff members are aware of their rights, roles and 
responsibilities within the context of E&D in the 
workplace. The School will facilitate this undertaking by 
ensuring that lab tutors are allocated time to complete 
training.

E&D training modules will be 
undertaken by all lab tutors.

School Dean, School Manager Jul-18 Jul-19, reviewed 
annually

All lab tutors have completed 
mandatory E&D training 
modules.

Induction within School and 
discipline to be recorded and 
evaluated by questionnaire or similar 
method.

All new staff have a School induction, but this process is 
not currently systematic ; we do not currently record 
participation in induction and no evaluation is 
undertaken to check effectiveness. We will address 
these issues.

AP 5.1.7
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Action Plan (2018-
2022)
Action Number

Brief description of overall action Action rationale/Previous Actions/Outcomes to date 
(at time of application May 2018)

Specific actions to be taken Applies to 
School/ 
discipline(s)

Action Owner 
responsible for reporting 
on and overseeing 
delivery 

Timescale: 
start date for 
action/frequency 
of review cycle

Timescale: end 
date/ review 
date 

Success Measure

Ensure that availability of 
mentoring schemes is 
highlighted to all new staff via 
Induction Checklist; also 
publicise to existing staff via 
SSEN e-newsletter.

School School Manager Sep-19, as new 
appointments are 
made

Dec-19 and 
thereafter as new 
appointments are 
made

Increased awareness of 
mentoring schemes from 63% 
to 80% by 2021, as evidenced 
by Staff Survey.

Encourage uptake of 
mentoring schemes as both 
mentor and mentee through 
publicity via SSEN 
e-newsletter.

School School Manager Sep-18 Jan-19 and 
annually 
thereafter

Increased uptake of mentoring 
schemes, as evidenced by 
TRAM and PDM data; at least 
12 SSEN staff participate each 
year.

AP 5.3.6 Introduce a staff shadowing/job 
share scheme.

Within the School we have examples of staff gaining 
experience in roles outside of their 'normal' role, which 
has aided career development. We aim to encourage 
career development by creating more opportunities for 
staff to gain experience in other/more senior roles. We 
believe that introducing a staff shadowing/job share 
scheme may help to achieve this, as it will present 
opportunities to experience other roles within SSEN 
(and possible outside).

Create a shadowing/job share 
scheme available to all staff, 
especially those likely to seek 
promotion in the short term; 
uptake to be recorded and 
effectiveness monitored using 
interviews.

School Dean, School Manager Jun-18 Jun-20, monitor 
uptake from Jun-
20 and annually 
thereafter

A staff shadowing/job share 
scheme is set up and uptake 
recorded; effectiveness in 
encouraging career 
development amongst staff is 
monitored.

Conduct focus groups with 
female staff to understand 
exactly what type of 
performance feedback would 
most benefit them and feed 
this forward into future 
performance feedback.

School Discipline Leads Focus groups: Sep-
19
Corrective action in 
place by 
Sep-20

Focus groups: Jan-
20

Analysis is used to improve the 
type and quality of feedback 
given to staff.

Train Managers to ensure they 
use best practice for providing 
performance feedback.

School Discipline Leads Sep-19, in line with 
OPD programme

Sep-20, repeat 
and monitor 
annually

Positive rating of performance 
feedback improves from 72%, 
to 85% by 2021, as evidenced 
by Staff Surveys in 2019 and 
2021.

AP 5.3.8 Record audience and speaker data at 
careers talks in all disciplines

We want to better understand the effectiveness of 
these career talks in helping career planning; however, 
recording of this data is uneven across SSEN, so we 
need to improve our recording of related data so that 
we can use it to better inform our practices.

Ensure career talk organisers 
keep a record of audience and 
speaker data as standard.

All disciplines All Discipline Leads Sep-18 Ongoing, 
reviewed 
annually

Audience and speaker data is 
recorded across all disciplines 
and is monitored for gender 
balance as part of AS annual 
review.

AP 5.3.9 Use questionnaires to measure 
impact of careers talks within 
programmes.

We want to evaluate the impact of careers talks within 
programmes, and use the results to better inform the 
format and content of our future careers events e.g. is it 
better to have careers talks embedded, or extra-
curricular?

Include questions on career 
event effectiveness in student 
questionnaires and feedback 
forms, where relevant.

All disciplines All Discipline Leads Sep-18 Reviewed after 
every event until 
May-22

Analysis is used to better 
understand effectiveness of 
sessions, which can then be 
used to inform future careers 
events.

AP 5.3.7 Conduct focus groups to determine 
the reasons for poor performance 
feedback for females, and improve 
feedback for all.

The 2017 SSEN Staff Survey showed low levels of 
feedback on performance from managers, particularly 
to females (51%F:85%M - this was the widest gender 
imbalance in the survey responses). We want to ensure 
that staff performance feedback is helpful and effective 
for all staff.

AP 5.3.5 Publicise mentoring schemes for new 
and existing staff to raise awareness 
and participation.

Staff Survey showed low awareness (<65%) of 
mentoring schemes e g. TRAM; we want to increase 
awareness. In addition, a new mentoring scheme (PDM) 
is available which is also open to PS staff, so we will 
publicise the existence of the new scheme and monitor 
participation.
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Action Plan (2018-
2022)
Action Number

Brief description of overall action Action rationale/Previous Actions/Outcomes to date 
(at time of application May 2018)

Specific actions to be taken Applies to 
School/ 
discipline(s)

Action Owner 
responsible for reporting 
on and overseeing 
delivery 

Timescale: 
start date for 
action/frequency 
of review cycle

Timescale: end 
date/ review 
date 

Success Measure

Send surveys to recent alumni 
to find out where they are 
now, the careers decisions that 
they made and how these 
were informed by careers 
events at UoD.

School All Discipline AS Leads Sep-19 Feb 20 and 
annually 
thereafter

Analysis is used to inform our 
understanding of reasons for 
unemployment among our 
graduates.

Use advisory boards and other 
contacts with prospective 
employers to ensure our 
students are leaving with the 
necessary skills to find 
employment.

School Discipline Leads Sep-19 Sep-21 Advisory Board minutes will 
evidence the skills and 
knowledge required to find 
employment; discipline 
curricula are modified where 
necessary to deliver these 
skills.

Send surveys to recent alumni 
to find out where they are 
now, the careers decisions that 
they made and how these 
were informed by careers 
events at UoD.

School All Discipline AS Leads Sep-19 Feb-20 and 
annually 
thereafter

Analysis is used to inform our 
understanding of reasons for 
our graduates taking non-
graduate level employment.

Use focus group of female final-
year students to gather data 
about their career plans and 
underpinning reasons.

School All Discipline AS Leads Sep-19 Sep-21 Analysis is used to inform 
future careers events.

Liaise with RIS to provide 
support to those with 
unsuccessful grant 
applications.

School Dean Sep-19 Repeat after any 
unsuccessful 
applications until 
2022

Increased levels of support for 
those with unsuccessful grant 
applications from 21% to 50% 
by 2021, as evidenced by Staff 
Survey. 

AD(R) to meet with 
unsuccessful applicants to 
review application and 
feedback and highlight areas 
for improvement in future 
applications.

School AD(R) Sep-18 Repeat after any 
unsuccessful 
applications until 
2022

Increased levels of support for 
those with unsuccessful grant 
applications from 21% to 50% 
by 2021, as evidenced by 2021 
Staff Survey; increased levels 
of success with future 
applications.

AP 5.3.11 Use alumni surveys to understand 
why a greater proportion of female 
leavers go into non-graduate level 
employment compared to males.

According to DLHE survey data, 19% more of our 
graduating females than males are in non-graduate 
level employment. We aim to increase the number of 
our graduates in graduate-level employment and need 
to understand the reasons underpinning these data to 
do so.

AP 5.3.12 Improve support for staff following 
unsuccessful grant applications.

The SSEN Staff Survey showed low levels of support for 
staff whose grant application(s) had been unsuccessful; 
only 21% of unsuccessful respondents were given 
support following their application. We want to ensure 
that staff feel more supported following unsuccessful 
grant applications.

AP 5.3.10 Use alumni surveys to understand 
why a greater proportion of our 
graduates are unemployed 
compared to the national average.

According to DLHE survey data, the unemployment rate 
amongst our graduates is higher than the national 
average (8.2% vs. 7.2%). We aim to reduce the 
unemployment rate of our graduates and need to 
understand the reasons underpinning these data to do 
so.

5.5. Flexible working and managing career breaks 
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Action Plan (2018-
2022)
Action Number

Brief description of overall action Action rationale/Previous Actions/Outcomes to date 
(at time of application May 2018)

Specific actions to be taken Applies to 
School/ 
discipline(s)

Action Owner 
responsible for reporting 
on and overseeing 
delivery 

Timescale: 
start date for 
action/frequency 
of review cycle

Timescale: end 
date/ review 
date 

Success Measure

AP 5.5.6 Publicise new support for shared 
parental leave and monitor for an 
increase in uptake.

We had no shared parental leavers during the reporting 
period. However, a new shared parental pay scheme 
has been introduced by UoD (2018) which we hope will 
help increase uptake. We recognise this will depend on 
eligibility.

New policy to be publicised 
across SSEN via e-mail and 
SSEN e-newsletter on a bi-
annual basis and uptake 
recorded.

School School Manager Sep-18 and 
Apr-19

Repeated 
annually

There is good awareness 
(>70%)of the new shared 
parental leave scheme, as 
evidenced by SSEN Staff 
Surveys; recorded rates of 
shared parental leave increase.

Signpost staff to HR flexible 
working policies on a bi-annual 
basis via 
e-mail and SSEN 
e-newsletter.

School School Manager Sep-18 and 
Apr-19

Repeated 
annually

Uptake of flexible working 
arrangements increases; 
awareness of flexible working 
policies increases to >50%, as 
evidenced by Staff Surveys.

Line Managers encouraged via 
email from SEG to report 
instances of flexible working 
arrangements to the School 
Office for recording.

School Dean Sep-19 Sep-19, annual 
reminder. Review 
uptake in Oct 
annually

Recorded instances of flexible 
working arrangements within 
SSEN increase.

Signpost staff to HR 
work-life balance policies on bi-
annual basis via 
e-mail and SSEN 
e-newsletter.

School School Manager Sep-18 and 
Apr-19

Repeated 
annually

Increased awareness of the 
support for full-time/part-time 
transition from 27% to 50% by 
2021, as evidenced by 2019 
and 2021 Staff Survey 
responses.

Record instances of transitions 
from FT-PT and PT-FT to 
explore reasons staff change 
mode of employment.

School School HR Officer Jun-18 Review uptake 
Oct-19 and 
annually 
thereafter

Data available on reasons for 
staff adjusting their hours, 
used to inform future policy.

AP 5.5.9 Publicise transition support available 
after a career break to raise 
awareness.

The SSEN Staff Survey found that no respondents had 
taken a career break (other than for 
maternity/paternity/adoption) in the previous 3 years; 
this may be because awareness of the support available 
is low.

Signpost staff to HR 
work-life balance policies on a 
bi-annual basis via 
e-mail and SSEN 
e-newsletter.

School School Manager Sep-18 and 
Apr-19

Repeated 
annually

Staff are aware of transition 
support, as evidenced by 2019 
and 2021 Staff Surveys.

AP 5.6.1 Schedule an annual School Tour Day 
and invite staff to sign up for specific 
building/facility visits, to provide 
staff with an opportunity to learn 
about the activities that take place 
across SSEN and facilitate more 
inter-disciplinary working.

A recent SSEN Staff Away Day resulted in a number of 
proposals, including this one, which is designed to 
provide staff with an opportunity to understand more 
about the activities that take place across SSEN, in order 
to develop and build on inter-disciplinary relationships 
and to increase feelings of staff being valued (AP 5.6.2).

Schedule an annual School 
Tour Day and ask staff to sign 
up for specific building/facility 
visits, to include specialised 
facilities and equipment 
normally out of bounds.

School Dean Sep-18 Dec-18 and 
annually 
thereafter

Staff have a better 
understanding of the activities 
taking place across SSEN, 
particularly in different 
disciplines from their own, as 
evidenced by SSEN Staff 
Surveys.

AP 5.5.8 Publicise support and advice for 
transition between full-time and part-
time working arrangements to raise 
awareness.

Staff survey showed that awareness of this support is 
low (27%) and we want to increase staff awareness.

AP 5.5.7 Increase publicity for flexible working 
arrangement policies, and improve 
reporting and recording of uptake; 
promote part-time working as a 
potential choice (long- or short-term) 
for both new and existing members 
of staff.

Recorded flexible working has been low, but we believe 
the actual rate is higher. Overall numbers of part-time 
staff have declined over the reporting period from 23 to 
11, but we see part-time working as a flexible working 
option when otherwise a member of staff might leave.

5.6. Organisation and culture
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Action Plan (2018-
2022)
Action Number

Brief description of overall action Action rationale/Previous Actions/Outcomes to date 
(at time of application May 2018)

Specific actions to be taken Applies to 
School/ 
discipline(s)

Action Owner 
responsible for reporting 
on and overseeing 
delivery 

Timescale: 
start date for 
action/frequency 
of review cycle

Timescale: end 
date/ review 
date 

Success Measure

AP 5.6.10 Use the WLM to even out workload 
across the staff, and improve 
perceptions of long hours culture.

73% of respondents to SSEN staff survey reported that 
they had to work long hours to meet their workload, 
and 46% believed there is a culture of long hours within 
the School. We want to ensure that staff workload is 
manageable, without the need to routinely work long 
hours.

Use workload model to help 
balance workload across the 
School by planning and 
reallocating workload where 
necessary.

School School Manager Sep-18 Jan-19 Staff workload is more 
balanced and manageable 
without the expectation of 
working long hours, as 
evidenced by 2019 and 2021 
Staff Surveys.

AP 5.6.11 Survey staff to identify the most 
appropriate times for meetings and 
social gatherings. 

Although "core hours" of 1000-1500/1600 are generally 
used for meetings, these may not suit all staff. While 
most respondents to the SSEN staff survey believed that 
meetings (83%), seminars (69%) and social gatherings 
(70%) are organised at convenient times, it is important 
to continue monitoring staff preferences to ensure 
convenience.

Each discipline to survey staff 
about which times they prefer 
to hold meetings/social 
gatherings. 

All disciplines Discipline Leads Jan-19 Mar-19, reviewed 
annually, updated 
to calendar in 
place for Sept

Staff are able to attend (as 
measured by 80% attendance 
at all meetings) and are happy 
with timing of meetings, as 
evidenced by Staff Surveys 
(target: 80% of respondents 
agree). 

AP 5.6.12 All disciplines record gender balance 
of seminar speakers, chairs and 
audiences.

Recording of gender information for seminars is 
currently incomplete. We want to monitor this data to 
ensure gender balance in our speakers, chairs and 
audiences, and require complete data to be able to 
achieve this.

Discipline seminar organisers 
to record gender balance of 
speaker/chair/audiences at all 
seminars.

All disciplines Discipline AS Lead Jun-18 Data collected 
after every event 
and reviewed in 
Oct-19 and 
annually 
thereafter

Complete record of gender 
balance in all seminar series 
across SSEN.

Discipline seminar organisers 
to identify and approach 
female role models to give 
talks.

Computing, 
Mechanical 
Engineering, Civil 
Engineering, 
Physics

Discipline AS Leads Jun-18 Programmes 
reviewed 
annually starting 
Oct-19

Balance of female role models 
as seminar speakers in the 
specified disciplines increases 
from current levels (17-22%) 
towards a 50/50 balance.

Invite speakers to talk about 
their career as well as their 
subject, in order to raise 
awareness career pathways.

All disciplines AS Lead Jun-18 All subsequent 
invitations

All speakers are routinely 
asked to give info on their 
career

AP 5.6.14 Increase the amount of Public 
Engagement activity carried out by 
SSEN staff, particularly that targeted 
at school-age children.

This action is ongoing from PAP - to encourage more 
balanced recruitment. 52% of SSEN survey respondents 
had taken part in public engagement activity in the 
previous 12 months - we would like to increase 
participation, thereby showcasing  a wider range of 
individuals, genders, roles and experiences, especially 
to children of both genders who will be thinking about 
potential future careers.

Public Engagement 
Co-ordinators work with 
Student Recruitment Liaison 
and local schools to develop 
and implement a co-ordinated 
PE approach across SSEN and 
UoD, to promote STEMM 
subjects using appropriate role 
models, particularly those 
from under-represented 
genders in each discipline.

All disciplines School PE Lead Jan-19 Jan-22 An increased amount of PE 
activity by SSEN staff from 52% 
of staff participating to 65% of 
staff participating by 2022. 
Disciplines will have 
representation from the under-
represented gender in that 
discipline where possible 
during events and a co-
ordinated approach to PE for 
promotion of STEMM will be 
implemented.

AP 5.6.13 Increase proportion of people of 
under-represented genders in 
speakers, especially in Computing, 
Civil Engineering, Mechanical 
Engineering and Physics.

Carried over from PAP, as gender balance target was 
not reached. The visibility of role models, particularly 
from under-represented genders, continues to increase, 
and this is helping to address gender imbalances in staff 
and student profiles. Computing, Civil Engineering and 
Physics had 22%, 22% and 17% female speakers over 
the reporting period and we aim to move this balance 
more towards 50/50 by selecting appropriate speakers. 
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Action Plan (2018-
2022)
Action Number

Brief description of overall action Action rationale/Previous Actions/Outcomes to date 
(at time of application May 2018)

Specific actions to be taken Applies to 
School/ 
discipline(s)

Action Owner 
responsible for reporting 
on and overseeing 
delivery 

Timescale: 
start date for 
action/frequency 
of review cycle

Timescale: end 
date/ review 
date 

Success Measure

AP 5.6.15 Raise awareness of Public 
Engagement Co-ordinators role and 
support available.

A PE Co-ordinator was appointed in each SSEN 
discipline in 2017, as a contact point for staff and to 
offer discipline-related guidance for outreach activities. 
The PE Co-ordinators are members of the SSEN PE 
Group, which has an allocated budget to finance 
outreach activities. We want to ensure staff are aware 
of the availability of the PE Co-ordinators and support 
for PE activities.

Public Engagement 
Co-ordinators to promote their 
role within their discipline and 
support for staff who wish to 
undertake PE activities via 
email and announcements at 
School Board, and report all PE 
activity to the School Office for 
recording.

All disciplines School PE Lead Nov-19, every 2 
years

Nov-19 and -21 Staff are aware of the PE 
Co-ordinator's role and feel 
supported, as evidenced by 
2019 and 2021 Staff Surveys.

AP 5.6.16 Increase the amount of Public 
Engagement activities which 
showcase people of under-
represented genders in SSEN 
disciplines.

The societal stereotyping of STEMM subjects means 
that an awareness that all disciplines are inclusive for all 
people, irrespective of gender,   needs to take place 
prior to application to University - the earlier the better. 
To tackle this imbalance, we will ensure that people of 
under-represented genders are showcased in an 
increasing number of public engagement activities.

Liaise with Public Engagement 
Co-ordinator to ensure 
increased visibility of 
individuals from under-
represented genders in each 
discipline at Public 
Engagement Events. 

All disciplines All Discipline Leads Sep-18 Reviewed after 
every event

Under-represented genders in 
each discipline are highlighted 
effectively through PE 
activities, as evidenced by 
examples from each discipline.

AP 5.6.17 Improve SSEN support for Public 
Engagement activities.

Increased PE effort will need to be supported by the 
School;  only 54% of the respondents to the SSEN Staff 
Survey who reported participation in PE activities had 
felt supported in that activity. Increased PE 
participation will be good for the profile of SSEN, and 
benefits the career development of the staff involved.

School to offer more support 
for PE activities, specifically: 
financial support (e.g. for 
travel and materials), time-off 
for participation where 
appropriate and ensuring the 
backfill of other tasks.

School Dean Support rolled out 
from Jan-19

Support reviewed 
in line with Staff 
Survey responses 
in 2019 and 2021

Staff feel more supported for 
participation in PE activities, 
from 54% to 70% by 2021, as 
evidenced by Staff Surveys.
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2(b) The Self-assessment Process

Support for Students

PAP 1 Ensure staff are aware of issues raised by student community:
• Provide formal and informal methods of interaction between students 
and staff. 
(CAHID)

Staff – Student Liaison Group meetings held twice per 
semester for both undergraduate and taught post-
graduate groups. These meeting have a high rate of 
attendance by teaching staff. 
Module feedback surveys monitored each semester. 
Student suggestions regularly acted on with 
development of ‘You Said, We Did’ campaign in 
CAHID led by the CAHID Head of Learning and 
Teaching.

CAHID student organisation was set up in 2013, still ongoing 
and active, since Sept 2017 has been known as AHID society.
The first CAHID school president was elected in 2013.
Staff-student forums held routinely. Student reps from each 
level of study, for all courses are included in meeting.
Director meets with all student reps in each semester.

Now Discipline standard procedure

PAP 2 Support development of presentation skills and encourage discussion of 
research at all career stages but especially at key career transitions:
• Regular research seminars for staff and students where PGR students 
can present their work, at least 6 per year.
• PhD students are given the opportunity to present their work at relevant 
meetings.
• Student-led journal Axis providing opportunities for UG and PG (taught 
and research) students to show their work and develop their skills. 
(CAHID)

From Feb. 2017 to Nov. 2017 the Centre hosted 
seminars by 8 postgraduate students (all female). 
 These seminars were well attended.  
Several staff and students presented abstracts at 
national and international meetings in 2016 and 2017, 
however more effective data gathering needs to be 
implemented to capture these activities.

On average 6 seminars/year were held in the past 5 years.
At least male and female PGR students have attended 
national or international scientific meetings in recent years.
Axis journal in place since 2009. Student-led since 2014.

Now School standard procedure

PAP 3 Support for individual students:
• Each UG student has an advisor.
• Each TPG student has a mentor.
• Each PGR student has a Thesis Monitoring Committee.
All of these are provided by both male and female staff. 
(CAHID)

All students have an advisor/supervisor. PGR students 
have regular (approximately biannual) meetings with 
their Thesis Monitoring Committees. The results are 
monitored by the CAHID Head of Research and fed 
back to supervisors.
CAHID Head of Research has been added over last 2-3 
years, as such the support of research students has 
greatly improved.

All of these have been in place since 2013 or before. PGR 
students are monitored by Postgraduate Research Co-
ordinator.

Now School standard procedure

PAP 4 Network opportunities for research students:
• Scotland-wide PGR meetings involving a range of institutions and 
locations. 
(CAHID)

Students attend national and international meeting 
and show positive engagement with the process. 
 CAHID PhD students helped to organize the 3rd 
Annual Scottish Student Forensic Research 
Symposium held at Univ. of Glasgow, April 2016.
Students attended and presented at the Anatomical 
Society Conference in Galway July 2017. PG students 
are also very engaged in the planning of the 
Anatomical Society Winter Conference to be held in 
Dundee December 2017.

First joint seminar with Strathclyde held in May 2014, 
continues to be held annually. A number of PGR students are 
also involved in Scottish Anatomists Group meetings. Many 
PGR students participated in the recent Anatomical Society 
Winter Meeting held in Dundee December 2017, including 
organising committee, poster and oral presentations.

Now School standard procedure

Consultation / Updates

PAP 5 Regular staff survey to monitor Athena SWAN and E&D related issues:
• First survey will be held in May 2015 
(EPM)

Improved awareness of Athena SWAN initiatives, staff 
satisfaction as measured in this survey or the UoD 
survey.

Now undertaken at University level. Now University standard procedure
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PAP 6 Inform staff of Athena SWAN activity:
• Regular updates of data on gender balance and Athena SWAN related 
issues presented to School Board / Operational Committee with the aim to 
engage staff in delivery of the action plan
• Initial information session and engagement of SAT and Head of School 
(EPM)

Increased staff awareness of Athena SWAN issues, as 
measured by survey;
delivery of actions.

Now undertaken by School AS/E&D Lead. Now School standard procedure

2(c) Plans for the Future of the SAT

SAT Meetings

PAP 7 Plan for discipline SAT meetings:
• Include discipline SAT meetings in the formal calendar of "Dates and 
Diaries" that is set annually in September.
(COMP)

Six quorate meetings of discipline SAT per year. SAT is now at School level and meeting set by School admin. Now School standard procedure

PAP 8 Plan for School SAT meetings:
• Include School SAT meetings in the formal calendar of "Dates and 
Diaries" that is set annually in September.
(COMP)

Six quorate meetings of School SAT per year. SAT is now at School level and meeting set by School admin. Now School standard procedure

SAT membership

PAP 9 Plan for SAT membership:
• Annual review of discipline SAT membership diversity 
• Annual review of School SAT membership diversity
(COMP)

Membership conforms to Athena SWAN and 
University guidance.

SAT is now at School level and membership reviewed 
annually.

Now School standard procedure

Action Plan Implementation / Monitoring

PAP 10 Action plan implementation:
• Report to School SAT
• Report to School Board
(COMP)

Priority actions achieved:
high: 2015-16
medium: 2016-17
low: 2017-18
Standing Item on SAT Agenda.

School AS/E&D Lead report is standing item on School Board 
agenda; annual report on progress goes to UoD ASSG.

Now School standard procedure

PAP 11 Continuation of Discipline SAT and monitoring of progress:
• The CAHID SAT will interact regularly through email and meetings to 
discuss progress and drive forward the action plan.
• New members will be added as needed in response to changes in 
staffing or responsibilities. 
(CAHID)

The SAT has met, with all members in attendance, but 
meetings have not been held as often as would be 
optimal. Members have interacted through email.
More frequent meetings are being arranged.
Monitoring of progress is being actively undertaken.

SAT membership currently includes  
 

 The SAT is thus 
currently composed of two academic members, one 
administrative staff member, one member of technical staff 
and one student. We are actively trying to recruit another 
student at postgraduate level.

Now Discipline standard procedure

PAP 12 Interaction with Discipline SMT:
• Ensure CAHID SMT is aware of progress on the action plan and achieving 
goals. Identify and overcome any issues impeding progress.
• Ensure CAHID SMT is actively involved with AS agenda. 
(CAHID)

SMT minutes demonstrate active engagement of SMT 
with AS.
N.B. Changes in School admin mean minutes are no 
longer taken at SMT meetings.

AS and E&D are standing items on CAHID SMT agenda.
All measures discussed in SMT will be assessed for their E&D 
impact.

Now Discipline standard procedure

Communication

PAP 13 Maintain links with Athena SWAN groups in the wider university 
community:
• CAHID representative will attend UoD AS steering group meetings.
• CAHID representative will attend School E&D meetings.
• SAT co-ordinator will participate in informal cross-institution Athena 
SWAN networking group.
• SAT will liaise with UoD AS co-ordinator.
(CAHID)

Record of attendance at >80% of Athena Swan group 
meetings achieved.

UoD AS Executive Group meetings were attended in 
2015/16/17.
CAHID AS co-ordinator, or designee, has attended SSE AS SAT 
meetings in 2015/16/17.

 attended 2016 AS Annual Lecture.
) has had 

several individual meetings with the UoD AS co-ordinator.

Now Discipline standard procedure
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Awareness of Athena SWAN

PAP 14 Increase awareness of Athena SWAN within Discipline:
• Publication of Action Plan and progress reports on website.
• AS standing item on School board meetings.
• Notices of events sent out by email to all staff and students. 
(CAHID)

According to the 2016 UoD Staff Survey, more than 
95% of respondents reported that they were aware of 
the University’s involvement with Athena SWAN. 
Athena Swan Survey 2016 displayed a good response 
rate from staff (75%), all of whom were aware of 
Athena Swan. Poor response rate from students so 
need to work on student awareness.

Proposed revisions of Action Plan for next application have 
been posted to Box. 
AS is a standing item on SSE School Board meetings.
E-mail utilized to inform staff and students of events.

Now Discipline standard procedure

3 Picture of the Department

Group Membership

PAP 15 Discipline SMT membership:
• Annual review of SMT membership diversity
(COMP)

Membership conforms to Athena SWAN and 
University guidance.

Membership is reviewed annually. Now Discipline standard procedure

PAP 16 Industrial Advisory Board membership:
• Annual review of Industrial Advisory Board membership diversity
(COMP)

Membership conforms to Athena SWAN and 
University guidance.

Membership is reviewed annually. Now Discipline standard procedure

3(b) Student Data

3(b)(i) Numbers on foundation/access courses 

PAP 17 Gender balance on LS foundation and access courses:
• Monitor gender balance of applications and uptake
(CAHID)

Gender balance maintained throughout. CAHID no longer uses Life Sciences summer school entry 
route.

No longer required.

3(b)(ii) Undergraduate Students

Undergraduate Student Recruitment

PAP 18 Promote STEM subjects in local secondary schools in a gender balanced 
way:
• This could include taking female student ambassadors along, or 
highlighting female role models.
(EPM)

Increased applications from females in the local area. Various activities are already taken place, but may not have 
considered gender balance.

Carried over to new AP - new Outreach Leads to 
continue promotion and monitor gender balance

PAP 19 Diversity in recruitment:
• Ensure that staff involved in student recruitment include both male and 
female staff.
• Ensure that materials used showcase diversity.
(CAHID)

Documented diversity in all aspects of recruitment. 
Both male and female academic staff are involved in 
student recruitment. Both male and female staff 
participate in University Open Days. 

Guidelines in place from 2014. Now School standard procedure

PAP 20 Undergraduate student recruitment:
• Include Interconnect talk at Open Days
(COMP)

Minimum of one Interconnect talk annually. The Interconnect Student Champion for UoD is invited to give 
a talk at Open/Visit Days; the current champion is a  
Civil Engineering student.

Now School standard procedure

PAP 21 • All applicant visit days to include female staff and student demonstrators 
to allow 1-1 interaction
(COMP)

.Minimum of one female staff and one female 
student per visit day

Staff and helper data is being recorded. Now Discipline / School standard procedure

PAP 22 • Investigate gender balance per recruitment source
(COMP)

Report on recruitment gender balance at each 
Discipline Meeting.

Reports given on retrospective data from ARMI; current cycle 
contains no gender data.

Gender balance of admissions cycles are analysed 
as standard procedure; gender balance within 
current cycle may not legally be published

PAP 23 • Introduce Athena SWAN to feeder Further Education Colleges
(COMP)

Include Further Education College observer on SAT. Has not happened due to College re-structuring and staff 
changes. Carried over to new AP.

Carried over to new AP
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PAP 24 • Female staff to give guest seminars at Further Education articulation 
events
(COMP)

Annual Athena SWAN seminar at Further Education 
College .

Has not happened due to College re-structuring and staff 
changes. Carried over to new AP.

Carried over to new AP

PAP 25 Female student ambassadors:
• Ensure female student ambassadors take part in Open/Visit days, or can 
be contacted by e-mail for overseas
students, in particular for Engineering and Physics degrees
(EPM)

Improved applications and conversion rates of female 
applicants.

Student ambassadors at Open/Visit Days are recruited so as 
to always include at least one female and one male.

Now School standard procedure

PAP 26 Increase visibility of females in student recruitment advertising 
material/web pages:
• Ensure student recruitment materials / web pages are gender balanced 
and in particular highlight female role models in Engineering and Physics
(EPM)

Increased applications and conversion rates of female 
applicants.

School Marketing team are preparing web pages and other 
marketing materials with this in mind, and are reviewing 
materials periodically.

Now School standard procedure

3(b)(iii) Postgraduate Taught Students

PAP 27 Support Student Societies:
• Support existing UG student societies and encourage the formation of 
additional student societies for PGT and PGR students in EPM
(EPM)

PGT and PGR societies develop programmes of 
activity, increased activity of UG student society.

School L&T budget has supported at least 6 student societies 
on a "matched funding" basis; PGT and PGR reps are on these 
societies but no PGT/PGR societies have been formed.

Now School standard procedure

3(b)(v) Student Journey

PAP 28 Investigate Conversion Factors:
• Investigate which are the most important factors for female students 
regarding the acceptance of offers
(EPM)

Gender specific data on conversion informs "keeping 
warm" strategies and results in increased 
conversation rate.

Annual entrant student surveys are done by UoD Admissions; 
however, gender specific data need to be collected in future.

Now University standard procedure

PAP 29 Monitor gender balance in PGR application process:
• Collect gender data for PGR applications through t1he different 
pathways
(CAHID)

Research Student Applications 2016:
Applications: 
Matriculations:  
Records now kept by SSEN, at the moment appears to 
be SSEN wide rather than split by ‘Disciplines’

Recruitment for competitive PhD positions is monitored.
Individual supervisors have been asked to document 
enquiries from students with independent funding.

Now School standard procedure

3(b)(vi) Degree Classifications

PAP 30 Gender balance in degree classifications:
• Continue to monitor and analyse gender balance in all UG and TPG 
degrees. 
(CAHID)

Degree classification figures. The ability to monitor this data is now in place. Now Discipline / School standard procedure

PAP 31 Ensure that family circumstances do not affect degree progression:
• Exam boards take mitigating circumstances into account. 
(CAHID)

The gender balance of students leaving with an 
Ordinary Degree needs to be assessed. Determining if 
such students have carer commitments will need to 
be ascertained if possible.

Protocols in place. Now School standard procedure

PAP 32 Monitor Physics grade distribution:
• Monitor the grade distribution of female students in Physics; if necessary 
interview students/lecturers to explore reasons
(EPM)

Better gender parity between grades obtained. Data has been collected, but sample sizes are small. Ongoing (discipline)
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PAP 33 Investigate reasons behind high percentage of Ordinary Degrees:
•Investigate the reasons behind students leaving with Ordinary Degrees 
and in particular the higher percentage of female students in this category
(EPM)

Understand why students graduate with Ordinary 
degrees. If necessary put support measures in place. 

Identified that some students decide to graduate with an 
Ordinary degree as this is minimum requirement to train as a 
teacher (although they are encouraged to do Honours as this 
may be required later e.g. for headteacher); others graduate 
with Ordinary due to poor academic performance.

Resolved

3(b) Staff Data

3(b)(viii) Staff Turnover

PAP 34 Research staff turnover:
• Ensure that all researchers have the same opportunity for contract 
extension
(COMP)

Annual Jun report to SAT of research staff turnover. PIs have been advised to look at contract extensions for 
researchers; E&D lead to monitor turnover data.

Now Discipline standard procedure

4.1(a)(ii) Applications for Promotion and Success

PAP 35 Ensure the promotion process does not disadvantage women:
• SMT will review staff all grades to identify candidates for promotion. 
Staff must now self-nominate.
• Line managers will approach and support staff to encourage submission 
for promotion.
• Staff experienced in HERA procedures will provide assistance in 
identifying appropriate examples of duties and responsibilities for 
promotion.
(CAHID)

This is undertaken by those with line management 
responsibility and ultimate decision making is with 
SSEN.

This was initiated during the 2014 promotion round and is 
now addressed at individual OSaRs.

Now School standard procedure

PAP 36 Research staff promotion:
• Encouragement to all staff at Annual Review to consider applying for 
promotion. Discussion at annual Objective Setting and Review process.
(COMP)

Confirmation at Objective Setting and Review process 
of awareness and options for each researcher.

The Dean alerts all academic staff to the promotions round 
timeframe. Staff are aware of the promotion criteria and that 
they can self-nominate. The Dean offers an informal 
discussion with staff who are considering applying. 
Support/guidance is also given by DLs and promotion is 
addressed at individual OSaRs. Promotion applications were 
50%F:50%M in last round.

Now School standard procedure

PAP 37 Encourage applications for promotion:
• Increase staff awareness of promotion criteria and the possibility of self-
nomination, encourage applications as appropriate
(EPM)

Higher number of promotions for female staff. The Dean alerts all academic staff to the promotions round 
timeframe. Staff are aware of the promotion criteria and that 
they can self-niminate. The Dean offers an informal discussion 
with staff who are considering applying. Support/guidance is 
also given by DLs and promotion is addressed at individual 
OSaRs. Promotion applications were 50%F:50%M in last 
round.

Now School standard procedure

4.1(b)(i) Recruitment of Staff

PAP 38 Research staff recruitment:
• Ensure advertisements promote Athena SWAN and flexible working; use 
appropriate networks
(COMP)

Target of 40:60 application ratio in three years. 2016 - AS statement is now on all adverts from UoD. Now University standard procedure

PAP 39 Recruitment of staff:
• Develop more female academic staff case studies and Athena SWAN 
materials for the website
(COMP)

Increase ratio of female:male applications to 40:60 by 
2017.

Put on hold pending redevelopment of website. Carried over to new AP
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PAP 40 Unconscious bias training to ensure diversity in selection and 
recruitment:
• Staff that take part in selection and interview panels and in student 
recruitment will be made aware of unconscious bias through peer 
discussion and OPD training.
(CAHID)

OPD training in Unconscious Bias has been offered in 
the past year and advertised to CAHID staff. Members 
of CAHID SAT have participated in the University’s 
Unconscious Bias Seminar.

Steps have been taken to identify appropriate training that 
can be offered in an accessible format through OPD. Dean 
ensures that all staff on interview panels have undertaken 
unconscious bias training.

Now School/University standard procedure

PAP 41 Advertising material/web pages for staff recruitment:
• Ensure advertisements for staff positions encourage applications from 
females and highlight the support mechanisms, which are in place for 
families and partners
• Advertisements already contain generic advice on UoD E&D policy, but 
no direct links to support for female staff or family friendliness 
(EPM)

Increase numbers of female applications for positions. School Marketing team are preparing web pages and other 
marketing materials with this in mind, and are reviewing 
materials periodically.

Now School/University standard procedure

PAP 42 Female mentors for applicants:
• Provide applicants for staff positions with the option of a female 
member of staff as mentor/informal contact for the application process
(EPM)

Increased conversion rate of female applicants for 
staff positions.

Successfully tested under the Dundee Fellow scheme, which 
resulted in out of female appointments (28%F); however, 
continuation of mentoring for the whole School would 
require considerable resource and potentially overload 
female staff, but we will continue with offering both male and 
female points of contact.

Ongoing - to put male and female points of 
contact on all job adverts

4.1(b)(ii) Support for Staff at Key Career Transitions

PAP 43 Support at key career transition points:
• Discussion of promotion opportunities with Senior Lecturers at annual 
Objective Setting and Review process
(COMP)

Confirmation at Objective Setting and Review process 
of awareness and options for each Senior Lecturer.

This was initiated during the 2016 promotion round and is 
now addressed at individual OSaRs.

Now School standard procedure

PAP 44 • Review networking and mentoring programmes to ensure range of 
options offered to staff. 
(COMP)

Target 90% of all female staff on network or mentor 
programme by 2018.

 female staff currently have mentors, and  in a network. Ongoing as have not reached target yet

PAP 45 Identify development opportunities:
• Develop career development plans for different roles within CAHID, and 
identify what support should be offered at each stage.
• Identify gaps in what is currently provided.
• Promote mentoring options under new staff probationary and 
promotions schemes.
(CAHID)

There is an active mentoring scheme for new 
lecturers in CAHID, linked to OSaR/Probation process. 
Supported by OPD workshop.
No gender imbalance in career progression.
TRAM mentoring scheme (Dundee, St. Andrews, 
Abertay, Glasgow School of Art) has been advertised 
via email on multiple occasions.

Further professionalization of line management is underway 
through introduction of new HR processes.
OSaR process is in place.
Mentoring scheme for new lecturers is in place.

Now School standard procedure

PAP 46 Increase visibility of female role models:
• Invite high profile female seminar speakers in EPM specific subjects, who 
speak not only about their subject but also their career path
• Regular seminar programmes exist in most Divisions 
(EPM)

Increased number of female seminar
speakers, feedback indicates that this is seen as 
helpful.

Proportion of female seminar speakers and chairs has been 
increasing; has been 50% in 2017/18.

Ongoing (discipline)

4.2(a)(i) Promotion and Career Development

PAP 47 Ensure line managers are appropriately trained in general management 
and to give OSaRs:
• Line managers should have basic skills and knowledge relating to HR, 
conducting OSaRs and in general management. 
(CAHID)

OPD records demonstrate uptake of training. Appropriate OPD courses have been identified and some line 
managers have already attended.
New line managers have been made aware of their training 
requirements.

Now School standard procedure
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4.2(a)(ii) Induction and Training

PAP 48 Unconscious bias training for staff:
• Unconscious bias training and E&D training for everyone on 
appointing/promotion committees with a view to rolling out to all staff
(EPM)

Staff have completed training, awareness of 
unconscious bias has increased, as measured by 
survey.

Completion of E&D training is mandatory for everyone. 
Completion of unconscious bias training is mandatory for 
everyone on appointing/promotion committees. In latest 
staff survey, 44% had completed unconscious bias training.

Now University standard procedure

PAP 49 Inform line managers and female staff about female specific training and 
career opportunities:
• The SAT will collect information on female specific training, career 
opportunities, networking opportunities, Aurora programme, fellowships, 
grants, and make these available to staff with mentoring or OSaR 
responsibilities
• Line managers promote some opportunities
(EPM)

Uptake of opportunities from the circulated list. Information is circulated by appropriate e-mail lists when 
available.

Now School standard procedure

PAP 50 Availability of OPD training:
• Determine which courses teaching staff would attend if courses were 
provided at more suitable dates.
• Request OPD to offer these courses at times when no teaching takes 
place.
(CAHID)

OPD requirements of staff are monitored as part of 
the OSaR process.

OPD requirements are now addressed at individual OSaRs. Now School standard procedure

PAP 51 Peer support for teaching staff:
• Informal teaching lunches to facilitate the exchange of good practice and 
ideas.
• Participation in School-wide Peer Observation of Teaching scheme.
(CAHID)

Informal teaching lunches are held on a regular basis 
with good staff attendance and feedback from staff is 
good.
Establishment of a Staff Coffee Room has improved 
informal communication between staff. 
Formal Peer Observation does occur, but uptake is 
somewhat patchy. Requirement for new lecturers 
undertaking Associate Module of PGCAPHE to 
participate in 3 formal peer observations and 
give/receive feedback.

Teaching lunches were introduced in 2014/15.
Peer Observation scheme was introduced in 2014/15.

Now Discipline standard procedure

PAP 52 Training and development of technical staff:
• Staff are supported and funded to attend relevant meetings including 
the Institute of Anatomical Sciences.
Gaps in skills will be identified and courses or training opportunities will be 
sourced externally if needed.
(CAHID)

Need to assess if each member of technical staff 
attends at least one IAS meeting and one training 
opportunity each year.
Due to times of these courses running (April and 
September), this has not been attended in last year 
(to Sept 2017). Request that IAS run courses at more 
appropriate times of year.

Members of technical staff have attended courses in 
plastination (Munich) and potting replenishment (Bristol) in 
recent years. They have undertaken in-house training in 
ultrasound (facilitated by Ninewells Dept.). Involved in the 
Scottish Anatomist Group meetings. In previous years 
technical staff have attended IAS meetings and attended a 
specialist course in Spain. 

Now Discipline standard procedure

PAP 53 Improve effectiveness of line managers:
• Provide formal and informal mechanisms for line managers to align their 
approach to, for example, flexible working. 
(CAHID)

Record of agreed approach in SMT minutes.
Improved consistency demonstrated through 
improved rating in staff survey.
N.B. Changes in School admin mean minutes are no 
longer taken at SMT meetings.

Line management issues will be discussed in SMT meetings 
(which all line managers attend).

Now School standard procedure

PAP 54 Induction and training:
• Schedule completion of equality and diversity training modules for all 
staff at the Jun away-day
(COMP)

Target 90% of staff completed equality and diversity 
training each September audit point.

Current SSEN completion is still below University average of 
72%; recent reminders have resulted in an increase in uptake.

Ongoing across School

PAP 55 • Provide face-to-face training in September for all lab tutors
(COMP)

Target 90% of lab tutors completed equality and 
diversity training each September audit point.

All School lab tutors must attend a compulsory training 
course; an E&D section is geiven by the E&D Lead as part of 
this.

Now School standard procedure
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PAP 56 • Provide face-to-face training in September for any new staff (COMP) Target 90% of new staff completed equality and 
diversity training each September audit point.

All new staff to be told of E&D training requirement during 
induction process.

Now School standard procedure

PAP 57 Inform staff about work-life balance opportunities:
• Increase staff awareness about the UoD suite of work‐life balance 
policies (incl. maternity/paternity leave, part time working, flexible 
working)
• Provide information at School Board, distribute information with the 
Objective setting and Annual Review forms
• Information is available on UoD website, but staff not necessarily aware 
of recent changes
(EPM)

Higher ratings in the work-life balance questions of 
the University staff survey.

2017 SSEN Staff Survey showed 61% or respondents were 
aware - further improvement is needed.

Ongoing across School

4.2(a)(iii) Support for Female Students

PAP 58 Encourage ambition and awareness of career options:
• Provide opportunities to interact with successful female scientists.
• Offer internships to explore career options.
• Provide careers information.
• Showcase achievements of all female scientists in CAHID.
(CAHID)

Process for advertising and selecting students for 
internships has now been formalized, with staff 
submitting proposals for internships in the January 
term.  
AHID society (student-led) run Career Fair Days with 
support of Department. The last one took place in 
March 2017.

Department summer internships have been in place since 
2013, open to all CAHID students.
All students do an individual project working closely with an 
academic supervisor.
Careers seminar held in final year of UG degrees. 

Now Discipline standard procedure

PAP 59 Monitor career progression of students:
• Collect and analyse data on students’ careers after graduation.
(CAHID)

CAHID is attempting to track career progression by 
contacting students after they graduate. But in some 
cases contact information is not available, and this is 
particularly true for students who left the University 
some time ago. The Centre will continue to refine its 
networking to improve contact with former students.

Informal data is available for some year groups. Now University standard procedure via DLHE 
survey (6 months after graduation); discipline 
continues to collect informal data beyond 6 
months

PAP 60 Female students to attend careers events:
• Include the academic world in every careers and work placement events
(COMP)

Female PhD student and female early career 
researcher participating in every set of career events.

Careers events 2015-18 have had equal numbers of male and 
female presenters; our female graduates have been targetted 
as presenters with some success.

Now Discipline standard procedure

PAP 61 • Research seminar series
(COMP)

Target to reach 40:60 balance by 2018. Seminar co-ordinators have been recording speaker, chair and 
audience data since 2014: speakers 20%F:80%M, chairs 
50%F:50%M, audience 28%F:72%M.

Now Discipline standard procedure but ongoing 
as have not reached target yet

PAP 62 Support networking opportunities:
• Encourage the use of networking opportunities and events to students - 
in particular, those designed for women as e.g. offered by Interconnect 
(Equate Scotland), or resource provided by Women in Mathematics (LMS), 
Women in Physics Group (IoP), STEMNET.
(EPM)

Uptake of opportunities, attendees at networking 
events.

Careers days for the different disciplines exist already - need 
to monitor gender-specific networking/career information.

Ongoing (School)
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4.3(a)(i) Representation on Committees

PAP 63 Increase awareness of Discipline activities in wider university and 
beyond:
• Promotion of CAHID activities likely to be undertaken at both CAHID and 
School level in new integrated strategy.
• Publication of CAHID activities and reports on UoD AS website.
• Notify UoD AS co-ordinator of events and achievements that showcase 
CAHID women in science, for inclusion in publicity.
• Actively promote CAHID scientists as role models, as successful female 
scientists and as authorities in their field, to inspire the next generation.
• Actively promote CAHID’s best practice in decision-making committees 
at university level.
(CAHID)

Regular showcase of CAHID activities and 
achievements in all university media, in outreach 
activities, public engagement and mainstream media. 
Please see Appendix A for list of events.
Need updated Media events.

Links with UoD AS co-ordinator
 established. Greater integration of reporting of events and 
achievements to be undertaken.
Female CAHID staff feature almost every month in the 
University’s Contact magazine.
Wide portfolio of outreach and public engagement activities.
Senior female staff sit on most of the key committees in the 
university.

Now Discipline/School standard procedure

PAP 64 Committee membership:
• Annual review of committee membership diversity
(COMP)

Membership conforms to Athena SWAN and 
University guidance.

Committee memberships are reviewed annually by discipline 
and reported to School.

Now School standard procedure

PAP 65 Female committee representation:
• Monitor gender balance on committees and encourage women to put 
themselves forward for membership. If appropriate (e.g. for interview 
panels) female staff from outside the School should be considered to 
avoid overloading female staff.
• General call for committee membership, every year in summer (EPM)

Female membership on committees corresponds to 
the proportion of females in the School.

Committee memberships are reviewed annually by discipline 
and reported to School.

Now School standard procedure

4.3(a)(ii) Fixed and Open-ended Contracts

PAP 66 Fixed-term contracts:
• Annual review of female:male ratio of staff on fixed-term contracts
(COMP)

Target to reach 40:60 balance by 2018. DL reviews annually; currently 26%F:74%M across School. Now Discipline standard procedure but ongoing 
as have not reached target yet

PAP 67 • Research committee review of options for open-ended contracts
(COMP)

Options report produced by December 2015. Not progressed significantly due to restructure; new School 
Research Committee to review.

Ongoing (School)

4.3(b)(i) Representation on Committees

PAP 68 Increase pool of female staff available for high-level university panels 
and committees:
• Identify, mentor and fast-track future female leaders elsewhere in the 
School or University to serve on recruitment panels for senior posts.
(CAHID)

Position on UoD committees is handled at School 
level.

female staff were put forward for Aurora training but 
they were not successful; now undertaken at School-level.

Now School standard procedure

PAP 69 Widen range of staff on decision-making committees:
• Provide opportunities to non-professorial staff to join university-level or 
key school-level committees.
(CAHID)

Opportunities advertised, however outcomes have 
not been monitored.
Non-professorial staff on e.g. Athena Swan University 
Committees.

 female staff joined Senate this year; several 
females in CAHID on university level committees.

Now School/University standard procedure

PAP 70 Committee representation:
• Annual review of committee and working group load for female staff
(COMP)

Committee and working group membership reported 
to workload group annually for inclusion in workload 
planning.

Committee memberships are reviewed annually by discipline 
and reported to School.

Now School standard procedure
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4.3(b)(ii) Workload Model

PAP 71 Revise workload model:
• Replace an outdated workload model with one that reflects the full 
range of activities and responsibilities.
• Extend workload model to include certain non-academic staff to better 
manage service delivery.
(CAHID)

A University-wide workload model is under 
development and is expected to be in place for the 
2017-18 academic year. It does aim to achieve a 
reasonable work–life balance.

New School workload model is complete and is being rolled 
out in 2017-18; model does not currently cover PS staff.

Ongoing (School/University)

PAP 72 Workload model:
• Review rotation of responsibilities and allocation of workload
(COMP)

Review of new workload and responsibility model 
approved by School Board.

Part of new workload model. Ongoing (School/University)

PAP 73 Workload balance:
• Monitor the nature of and time spent on activities such as sitting on 
appointing committees, recruitment and mentoring.
• Use data to review workload model 
(EPM)

Data available, time spent performing activities is 
accurately represented in workload model.

Part of new workload model. Ongoing (School)

PAP 74 Outreach workload:
• Monitor the workload related to outreach activities, and check against 
allocated quota, adjustment of workload model if necessary.
(EPM)

Data available, time spent performing activities is 
accurately represented in workload model.

Part of new workload model. Ongoing (School)

4.3(b)(iii) Timing of Departmental Meetings

PAP 75 Family-friendly meeting times:
• CAHID board and larger committee meetings should start between 10am 
and 3pm.
(CAHID)

Key meetings are held within core hours. School guidelines have been introduced and good practice 
established for key meetings. 

Now School standard procedure

4.3(b)(iv) Culture

PAP 76 Address out-of-hours email culture:
• Explore options for delayed send/delivery until the next working day.
• Create position statement from SMT to reinforce good practice, to be 
distributed by email and through School board meetings. 
(CAHID)

The email load in evenings and weekends has 
decreased. Formal discussion of evening/weekend 
email usage has made it clear to staff that they are 
not expected to either read or respond to emails out 
of hours. When restrictions on software do not allow 
delayed send, the emails typically carry a ‘do not read 
until..’ in the header.

The need has been identified and discussed with staff 
members. Staff members are aware of the out-of-hours email 
policy and understand they are not expected to read/respond 
unless they wish to do so.

Now Discipline standard procedure

PAP 77 Culture:
• Review with students how gender-neutral the Student Society’s culture 
is.
(COMP)

Target of zero complaints with respect to culture of 
events each year.

Student Society (DUCS) reviews gender balance of 
membership annually.

Now School standard procedure; monitoring 
carried out by DUCS committee

4.3(b)(iv) Outreach Activities

PAP 78 Outreach:
• Review outreach to ensure high visibility of female-friendly activities
(COMP)

Target of over 200 participants in public engagement 
meetings.

Computing has run many outreach activities within and 
outside the University, and females are prominent in the 
delivery of these activities; audience target reached.

Now School standard procedure; monitoring 
carried out by Public Engagement
Co-ordinators 
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PAP 79 Share best practice in public engagement showcasing women’s 
achievements:
• CAHID’s approach to outreach and public engagement will be promoted 
to other Schools and FE Colleges.
• CAHID learns and follows the good practice of others both within and 
outwith the University. 
(CAHID)

CAHID is very active in both internal and external 
engagement activities, and actively promotes 
exchange of best practice. Appendix A for list of 
recent past events
Currently planning a full year of engagement activities 
(Year of Anatomy) to run throughout 2018 and will be 
run following best practices, in conjunction with the 
events, marketing, press teams etc.

Close working relationships established with key individuals 
including UoD public engagement team, marketing team etc.

Now Discipline standard procedure

PAP 80 Monitor gender balance in uptake of science communication training :
• Record gender balance of staff and students undertaking science 
communication training.
(CAHID)

Science communication training is part of the student 
curriculum (e.g. poster and oral presentations).  Staff 
are monitored via the OSaR process.

Training is offered to all staff and students. Now School standard procedure

4.4(a)(ii) Paternity, Adoption and Parental Leave

PAP 81 Increase awareness and uptake of parental leave and other family-
related leave options:
• Use formal and informal meetings to Increase awareness.
• Informal interviews to check awareness and need for formal leave 
options.
• Line managers will be proactive in offering options such as “keep in 
touch” days and breast feeding facilities. 
(CAHID)

Monitoring occurs at OSaR meetings to ensure that 
awareness is high.
Feedback to indicate satisfaction with formal and 
informal options.
Line managers are proactive in highlighting University 
policies regarding family.

Discussions at SMT and at School Board; SSEN staff survey 
indicates awareness of these options is still quite low, so 
further work needed.

Carried over to new AP

4.4(a)(iii) Flexible Working Applications/Success

PAP 82 Record Flexible Working:
• The School will participate in the UoD wide initiative to record flexible 
working arrangements
• Commitment to record data by UoD exists, but requires implementation 
at School level
(EPM)

Detailed data on flexible working recorded routinely. Detailed data on flexible working is recorded routinely and 
staff are encouraged to record requests for flexible working.

Now University standard procedure

4.4(b)(i) Flexible Working

PAP 83 Flexible working:
• Provide training for all managers on flexible working policies
(COMP)

Evidence of female and male staff requesting flexible 
working.

OPD courses are available but uptake in SSEN is low. Ongoing

PAP 84 • Revise flexible working information in handbook and on website.
(COMP)

Next staff survey awareness of flexible working to 
exceed 90%.

Awareness of support for transitioning between full- and part-
time was low (25%) in SSEN staff survey; website re-design is 
pending.

Carried over to new AP

PAP 85 • Appoint work-life balance champion and include this effort in workload
(COMP)

Review of new workload and responsibility model 
approved by School Board.

Part of the role of E&D Lead and hence part of new workload 
model.

Now School standard procedure

4.4(b)(ii) Cover for Maternity and Support on Return

PAP 86 Support and cover for maternity and adoption leave:
• Raise awareness of additional needs and facilities, for staff, students, 
visitors and guests
(COMP)

Next staff survey awareness of maternity and 
adoption leave support to exceed 90%.

Awareness tended to be low (25-50%) in SSEN staff survey, so 
further work needed.

Carried over to new AP

PAP 87 • Investigate funder policy on extensions to funding after maternity leave
(COMP)

Information from main funders summarised to all 
Principal Investigators.

Research councils have provision to compensate University at 
the end of the grant to cover any additional net costs that 
cannot be met within the cash limit of paid parental leave.

Resolved

PAP 88 Staff replacement policy:
• Establish fund to cover staff replacement for long-term leave (e.g. 
maternity leave)
(EPM)

Policy implemented. This is now dealt with by the University. Now University standard procedure




