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GLOSSARY 
 
AD - Associate Dean 
AHSSBL – Arts, Humanities, Social Sciences, Business & Law 
AP – Action Point 
ARP – Annual Review Procedure 
AS - Athena SWAN 
ASLWG – Application Short-Life Working Group 
ASPC - Athena SWAN Project Coordinator 
ASSG – Athena SWAN Steering Group  
A&R – Academic and Research 
ASSG – Athena SWAN Steering Group 
BME - Black or Minority Ethnic 
CASE – College of Art, Science & Engineering 
CASS – College of Arts & Social Sciences 
CLS – College of Life Sciences 
CMDN – College of Medicine, Dentistry & Nursing 
DaWaS – Dignity at Work and Study 
DCP – Dual Career Partnership 
DLP – Developing Leaders Programme 
DUSA = Dundee University Students Association 
EIAs – Equality Impact Assessment 
E&D – Equality & Diversity 
ECU – Equality Challenge Unit 
ECAMS – Early Career Academic Mentoring Scheme 
EDI – Equality, Diversity and Inclusion 
FPE - Full Person Equivalent 
FT – Full-Time 
HE – Higher Education 
HEFCE – Higher Education Funding Council for England 
HEI – Higher Education Institute 
HEIDI – Higher Education Information Database for Institutions 
HESA – Higher Education Statistics Agency 
HROrgDev - Human Resources and Organisational Development  
HR – Human Resources 
KIT – Keeping In Touch 
KPI – Key Performance Indicators 
LGBT – Lesbian, Gay, Bisexual & Transgender 
L&T = Learning and Teaching 
NA/NK – Not Applicable/Unknown 
OPD – Organisational and Professional Development 
OSaR – Objective Setting and Review 
PDRA – Postdoctoral Research Assistant 
PG - Postgraduate 
PGT - Postgraduate Taught  
PGR - Postgraduate Research  
PODCo - People and Organisation Development Committee 
PS – Professional Services 
P&S - Professional & Support 
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PT – Part-Time 
RAE - Research Assessment Exercise  
REC – Race Equality Charter 
REF – Research Excellence Framework 
RO – Research Only 
SA&D – School of Art & Design 
SAT – Self-Assessment Team/s 
SCREDS – Scottish Clinical Research Excellence Development Scheme 
SDEN – School of Dentistry 
SESW – School of Education & Social Work 
SHUM – School of Humanities 
SLS – School of Life Sciences 
SMED – School of Medicine 
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 
UEG – University Executive Group 
UG - Undergraduate  
UoD – University of Dundee 
VP(APP) - Vice Principal (Academic Planning and Performance) 
VP(I) – Vice Principal (International) 
VP(L&T) – Vice Principal (Learning & Teaching) 
VP(R)/VP(RKE&WI) - Vice-Principal (Research, Knowledge Exchange and Wider Impact) 
VS – Voluntary Severance 
WiSF - Women in Science Festival 
WLB -Work Life Balance 
WLM - Workload Model 
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1. LETTER OF ENDORSEMENT FROM THE HEAD OF INSTITUTION  
Recommended word count:  Bronze: 500 words  |  Silver: 500 words 

An accompanying letter of endorsement from the vice-chancellor or principal should be included. If 
the vice-chancellor is soon to be succeeded, or has recently taken up the post, applicants should 
include an additional short statement from the incoming vice-chancellor. 

Note: Please insert the endorsement letter immediately after this cover page. 
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2. DESCRIPTION OF THE INSTITUTION  
Recommended word count:  Bronze: 500 words | Silver: 500 words  

Please provide a brief description of the institution, including any relevant contextual information. 

With over 100 years of experience as a university college and 50 years as an independent 
university, the University of Dundee (UoD) is firmly established with strengths in teaching 
and research. UoD promotes translational research, develops new approaches to 
professional education, stimulates new ideas and technologies where disciplines intersect 
and is focused on meeting the challenges of the 21st century.  
 
UoD became an independent university in 1967 and is internationally renowned for its 
expertise across a range of STEMM and AHSSBL disciplines.  
 
We have three campuses: Dundee City Campus, Ninewells Hospital & Medical School and 
Kirkcaldy in Fife, where School of Nursing & Health Sciences (SNHS) is partially based 
(Figure 2.1). 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 University of Dundee Campuses (clockwise from top left – City Campus, (aerial 
view); Queen Mother Building; Kirkcaldy Campus and Ninewells Hospital & Medical School) 
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(i) information on where the institution is in the Athena SWAN process  

 
“Valuing people” is one of UoD’s stated fundamental strategic aims. Equality, diversity and 
inclusion (EDI) are integral parts of our infrastructure and culture. 
 
Accordingly AS is very important to us. We signed up to the AS charter in 2012 and 
obtained our institution award in 2013. All of our STEMM Schools are award-holders and all 
of our AHSSBL Schools are working towards awards (Figure 2.2). We will continue to 
support this. (AP 2.1)   
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 University of Dundee Academic Schools and Athena SWAN Award Status 
 
In 2013, we operated a college structure (Figure 2.3):   
 
 
 
 
 
 
 
 
 
 
 
 

 University of Dundee Colleges and Athena SWAN Award Holders (with award 
date) in the pre-2015 College Structure 
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A university-wide consultation on our organisation and management structures led to 
establishment of an academic School-based structure in 2015 (Figure 2.4).  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 University of Dundee School based structure post 2015 
 
The 2015 restructure made AS and EDI more visible (Figure 2.5) and each School now has 
an academic E&D/AS lead, who chairs the School AS Self-Assessment Team (SAT).   
 
Senior management lead the AS agenda at institutional level: 
 

• Vice-Principal (Academic Planning and Performance) VP(APP) (line-manager of the 
Deans) is Institutional AS champion 

• Director HROrgDev - gives E&D professional leadership  
• University Secretary - line-manager of Professional Services Directors and chairs 

E&D committee 
• Three members of UEG and 7 of 9 Deans are members of AS committees and SATs  

 
AS is interwoven into our formal governance structure and is now firmly embedded in our 
culture and it is: 
 

• a named part of our strategic planning, measurable against our Key Performance 
Indicators (KPIs) 

• represented in our Gender Action Planning agenda which contributes to 
development of our outcome agreements 

• part of the “People” standing item on every Deans Group meeting  
• agenda items on E&D committee, People and Organisation Development 

Committee (PODCo), School Executive Groups and School Boards  
• a part of the introduction at all probation, promotion and rewards meetings 
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 University of Dundee’s Athena SWAN; Equality, Diversity & Inclusion and 
Management groups 

 
(ii) information on its teaching and its research focus  

 
UoD is one of the world’s top 200 universities and The Times/Sunday Times Scottish 
University of the Year in 2016 and 2017. We focus on research, teaching and contributions 
to society and the economy. 
  
UoD offers one of the best student experiences, ranked in the top ten of the National 
Student Survey. The 2017 International Student Barometer (ISB), the largest annual survey 
of international students, ranked Dundee 1st in Scotland, 3rd in the UK and 14th globally for 
overall average student satisfaction. We are also rated in the UK top ten by Times Higher 
Education for graduate employment, with a record 96.2% of students in employment or 
further study 6 months after graduation.  
 

  
 
We offer a wide range of teaching programmes across our AHSSBL and STEMM Schools at 
undergraduate (UG), post graduate taught (PGT) and research (PGR) levels.  
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Progress updates/reviews Our ASPC is a key member of all School SATs and communicates 
at all levels across UoD to facilitate AS engagement. ASPC, VP(APP) and Director HROrgDev 
review progress against the institutional action plan (typically monthly).   
Departmental progress is formally reviewed locally by SATs and at institution-level in ASSG.  
 
AS is woven into the fabric of UoD more widely. We communicate and consult with our 
community via:  
 

• open SAT meetings (AP 3.5) 
• biennial UoD staff survey (AP 3.6) 
• bespoke AS staff and student surveys (AP 3.6) 
• focus groups (piloted in SHUM which have informed our thinking at UoD level) 
• suggestions box on website 
• minutes of meetings available via AS webpages (AP 3.7) 
• “roadshows” and awareness-raising staff and student sessions (AP 3.8) 
• feedback following events/training/processes 
• open door of ASPC and other ASSG and SAT members 
• AS face to face “drop-in” sessions on all campuses 
• fortnightly AS slot on our internal communications newsletter 
• social media 

 
AS Data Group ensure that internal and benchmarking quantitative data are clean, 
accurate, consistent and appropriately presented. 
 
Application Short-Life Working Group (ASLWG) formed in February 2017 to author and 
edit the current application. The groups is comprised of individuals from across UoD AS 
with key expertise. Group members collaborated on the application at regular meetings, 
up to several times a week, and using a combination of face-to-face, remote and flexible 
working. 
 
The group interpreted qualitative and quantitative data and consulted widely with AS 
groups and colleagues across UoD on the interpretation and action plan via face to face 
meetings, email and input to group documents online. The draft application was also 
circulated to Trades Unions for comment. 
 
ASLWG will disband following application submission; all members will continue to 
participate in ASSG and AS Executive. 
 
This application has benefited from feedback from internal and external critical friends and 
we are particularly grateful to Professor Doreen Cantrell (former UoD Institutional AS 
Champion), Dr Caroline Wallace (HR Senior Partner (Equality), University of Edinburgh), Ms 
Jo Lawton (AS Project Manager, Kings College London) for their critical friend feedback and 
to Mr Philip Smith (retired) for proof-reading drafts.  
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Table 4.1.1 University of Dundee, All Academic and Research staff by year, gender and grade 
over the five-year reporting period 
 
a.          b. 
 
 
 
 
 
 
 
 
 
 
 

Figure 4.1.2 University of Dundee, Institution-Level Comparator Data by gender; a. All 
Academic & Research staff;  b. Academic & Research Professors - shown as 5 year averages 

 
STEMM and AHSSBL Schools Comparison 
 
There are some pipeline issues in both STEMM and AHSSBL Schools. AHSSBL Schools have 
a higher proportion of female staff at AS07, AS08 and AS09 than STEMM Schools.  
In AHSSBL Schools, the pipeline is relatively stable until AS09 to AS10 transition whereas 
there is also a difference in female representation at AS08 to AS09 in STEMM. Female 
representation falls most noticeably between AS09 and AS10 in both STEMM (14%F) and 
AHSSBL (27%F) (AP 4.1).  
 
STEMM Schools 
 
The gender/grade pipeline in STEMM Schools (Figure 4.1.3, Table 4.1.2) overall mirrors the 
pipeline at institution-level.  Data are in line with comparator groups (AP 4.1) (Figure 
4.1.4). 
  

F % M % F % M % F % M % F % M % F % M %
AS07 293 51 279 49 312 53 274 47 327 52 298 48 309 51 295 49 301 51 287 49

AS08 194 52 177 48 186 49 197 51 172 45 208 55 164 46 194 54 166 47 184 53

AS09 80 33 160 67 88 36 157 64 104 40 159 60 95 41 137 59 93 41 134 59

AS10 41 22 146 78 40 21 153 79 39 20 154 80 39 21 147 79 38 21 141 79

UoD A&R Staff Total 608 44 762 56 626 44 781 56 642 44 819 56 607 44 773 56 598 44 746 56

July 2012 July 2013 July 2014 July 2015 July 2016
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Figure 4.1.3 STEMM Schools, All Academic and Research staff by year, gender and grade over 
the five-year reporting period 

 

 
Table 4.1.2 STEMM Schools, All Academic and Research staff by year, gender and grade over 
the five-year reporting period 
 
 
a.        b. 
 
 
 
 
 
 
 
 
 
 

Figure 4.1.4 STEMM Schools, Comparator Data by gender; a. All Academic & Research staff;  b. 
Academic & Research Professors– shown as 5 year averages 

 
  

F % M % F % M % F % M % F % M % F % M %
AS07 256 53 231 47 270 53 239 47 275 51 263 49 257 50 256 50 249 50 252 50

AS08 118 49 121 51 113 46 134 54 102 41 144 59 103 43 137 57 106 45 131 55

AS09 46 31 103 69 50 34 99 66 53 34 102 66 46 35 86 65 46 35 85 65

AS10 26 20 104 80 26 19 110 81 27 20 105 80 28 22 100 78 26 21 97 79

STEMM Schools A&R Staff Total 446 44 559 56 459 44 582 56 457 43 614 57 434 43 579 57 427 43 565 57

July 2012 July 2013 July 2014 July 2015 July 2016
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AHSSBL Schools  
 
Female representation at AS07 (43%F to 60%F) and AS09 (34%F to 47%F) has increased 
over the reporting period. There is only an 11% decrease in female representation over 
grades AS07 (60%F) to AS09 (49%F) which suggests a fairly stable pipeline. Although AS10 
female representation is in-line with comparators, the dramatic reduction between AS09 
and AS10 is an area for action (AP 4.1) (Figure 4.1.5, Table 4.1.3, Figure 4.1.6). 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Figure 4.1.5 AHSSBL Schools, All Academic and Research Staff by year, grade and gender over 
the five-year reporting period 

 

 
Table 4.1.3 AHSSBL Schools, All Academic and Research Staff by year, grade and gender over 
the five-year reporting period 
 
 
   a.     b. 
 
 
 
 
 
 
 
 
 
 

Figure 4.1.6 AHSSBL Schools, Comparator Data by gender a. All Academic & Research staff; b. 
Academic & Research Professors–  shown as 5 year averages  

F % M % F % M % F % M % F % M % F % M %
AS07 34 43 45 57 41 55 33 45 51 60 34 40 51 57 38 43 51 60 34 40

AS08 74 57 56 43 72 54 62 46 70 53 63 47 61 52 57 48 60 53 53 47

AS09 34 38 55 62 38 40 56 60 51 48 55 52 49 49 50 51 47 49 48 51

AS10 14 25 41 75 13 24 41 76 11 19 48 81 10 18 46 82 12 22 42 78

AHSSBL Schools A&R Staff Total 156 44 197 56 164 46 192 54 183 48 200 52 171 47 191 53 170 49 177 51

July 2012 July 2013 July 2014 July 2015 July 2016
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STEMM Schools (Clinical and Non-Clinical Staff comparison) 
 
The representation of females decreases as grade increases for both clinical and non-
clinical staff. The “leaky pipeline” is most obvious in the clinical staff data (Figure 4.1.7, 
Table 4.1.4, Figure 4.1.9, Table 4.1.5) 
 
The clinical academic track is complex and differs from non-clinical in that clinicians often 
undertake defined periods of academic research at various stages of their clinical careers.  
 
The difference in female representation is particularly apparent at lower grades as the 
proportion of females in clinical roles at AS07 (67%) and AS08 (57%) is higher than the 
proportion of females in non-clinical roles (48% and 42% respectively).  
 
The high proportion of females at lower grades in clinical roles is likely to be 
representative of the proportion of students who study UG medicine (for example, 60% at 
Dundee) and therefore of the likely pool of staff - most AS07 staff are research fellows who 
are registered for a higher degree (PhD/MD).  
 
Although one possibility, AS07 is not the usual clinical academic career entry point. Many 
AS07 staff elect to return to full-time clinical practice. AS07 is more likely to be a career 
entry point for non-clinical staff.  
 
The proportions of females at the higher grades are similar between staff groups: AS09 
(39%F clinical, 34%F non-clinical) and AS10 (23%F clinical, 20%F non-clinical). 
 
We have slight under-representation of clinical female AS10 staff compared with 
comparator groups (Dundee 19%, 23 and 24% comparator groups) (AP 4.1 & AP 4.2) 
(Figure 4.1.8).  
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a.             b. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

c.         d.             e.      f.  
 
 
 
 
 
 
 
 
Figure 4.1.12 a. University of Dundee, All Academic & Research staff by grade and ethnicity on 31st July 2016; b. University of Dundee Academic & 
Research staff by grade, gender and ethnicity on 31st July 2016; c & d. Intersectionality Comparator Data for Academic & Research Professors by gender 
c. BME Identity and d. white identity; e & f, Intersectionality Comparator data for Academic & Research Professors by ethnicity e. female and f. male   
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a.               b. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
c.      d.      e.     f.  
 
 
 
 
 
 
 
 
 

Figure 4.1.13  a. STEMM Schools, All Academic & Research staff by grade and ethnicity on 31st July 2016; b. STEMM Schools, Academic & Research staff 
by grade, gender and ethnicity on 31st July 2016; c & d. Intersectionality Comparator Data for STEMM Schools Academic & Research Professors by 
gender c. BME Identity and d. white identity; e & f, Intersectionality Comparator data for STEMM Schools Academic & Research Professors by ethnicity 
e. female and f. male   





 

43 

a.          b. 
 
 
 
 
 
 
 

 

 

 

 

c.             d.       e.     f.   

 

 

 

 

 

Figure 4.1.15 a. AHSSBL Schools, All Academic & Research staff by grade and ethnicity on 31st July 2016; b. AHSSBL Schools, Academic & Research staff 
by grade, gender and ethnicity on 31st July 2016; c & d. AHSSBL Schools, Intersectionality Comparator Data for Academic & Research Professors by 
gender c. BME Identity and d. white identity; e & f, AHSSBL Schools, Intersectionality Comparator data for Academic & Research Professors by ethnicity 
e. female and f. male   
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a.                    b. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
c.      d.      e.        f.  
 
 
 
 
 
 
 
 
 

Figure 4.1.17 a. STEMM Schools, Clinical Academic & Research staff by grade and ethnicity on 31st July 2016; b. STEMM Schools, Clinical Academic & 
Research staff by grade, gender and ethnicity on 31st July 2016; c & d. STEMM Schools, Intersectionality Comparator Data for Academic & Research 
Clinical Professors by gender c. BME identity and d. white identity; e & f, STEMM Schools, Intersectionality Comparator data for Academic & Research 
Clinical Professors by ethnicity e. female and f. male   











 

50 

a.         b. 
 
 
 
 
 
 
 
 
 
 
 
 
 
c.         d. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Figure 4.1.21 Academic and Research Staff by Open-Ended, Fixed-Term and Gender in a. University of Dundee b. STEMM Schools c. STEMM Schools, 
Clinical and Non-Clinical Academic & Research staff and d. AHSSBL Schools, over the five-year reporting period 
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Table 4.1.12 University of Dundee, STEMM Schools (All, Clinical & Non-Clinical) and AHSSBL Schools, Academic and Research Staff by Open-Ended, 
Fixed-Term and Gender  
 
a.      b. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Figure 4.1.22 Comparator Data - Academic and Research Staff by gender on a. Open-Ended and b. Fixed-Term contracts – 5 year averages 
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Part-time and full-time working 
 
Overall, slightly exceeding comparators, and in STEMM Schools more females than males 
(approximately 60 to 70%F) take advantage of part-time working. Some staff may be 
moving back to full-time positions – there are many examples of this across UoD. There is 
less difference in gender balance of part-time and full-time staff in AHSSBL Schools and 
F:M split approaches parity in both cases (Figure 4.1.23 to Figure 4.1.26; Table 4.1.13 to 
Table 4.1.15).  
 

 
Figure 4.1.23 University of Dundee, Academic & Research staff by gender and employment 
mode over the five-year reporting period 

 
 

 
Table 4.1.13 University of Dundee, Academic & Research staff by gender and employment 
mode over the five-year reporting period 
 
 
 a.              b. 
 
 
 
 
 
 
 
 

Figure 4.1.24 Comparator Data - Academic and Research Staff – Full-time and Part-time 
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a.                 b. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

c.                  d. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Figure 4.1.25 Academic & Research Staff by employment mode and gender for a. STEMM Schools, b. Clinical staff in the STEMM Schools, c. Non-clinical 
staff in the STEMM Schools and d. AHSSBL Schools   
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Table 4.1.14 STEMM Schools (All, Clinical & Non-Clinical) and AHSSBL Schools, Academic & Research staff by employment mode and gender over the five 
the year reporting period 
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Figure 5.1.7. University of Dundee, STEMM Schools and AHSSBL Schools, Percentage of awarded promotions from Academic & Research staff applying 
for promotion to all grades over the five-year reporting period  
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Figure 5.1.8. University of Dundee, Academic & Research Staff Promotions data for full-time and 
part-time staff aggregated over the five-year reporting period 

 
STEMM Schools full-time and part-time promotion applications 
 
Female full-time applicants were more successful than males (80%F, 70%M). With only  
applicants (approx. 0.3% (F) and 0.4% (M) of eligible part-time population) we cannot draw 
robust conclusion about success rate of part-timers. out of applications were successful 
(Table 5.1.13, Table 5.1.14) (AP 5.10). 
 
AHSSBL Schools full-time and part-time promotion applications 
 
Full-time female applicants were less successful than full-time male applicants (80%F 
94%M) (Table 5.1.13, Table 5.1.14) (AP 5.7). 
 

out of  applications from part-timers were successful, giving a higher female 
percentage (based on small numbers percentages are of limited reliability).  
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Promotions by contract type and grade 
 
New APR aims to ensure that T&S roles are given due recognition and staff in these roles 
are given the same opportunity for career development as staff on T&R contracts.  
 
At institution level, split by contract type, aggregated over the reporting period, total 
promotions success rate of female and male applicants was between 73 and 83% in all 
cases except for T&S males where success was only 55% (Table 5.1.11).  
 
T&S males success rate in STEMM Schools was 46% but much higher in AHSSBL Schools 
(86%) (Table 5.1.15). 
 
T&S females were more successful at all grades in promotion than T&S males but overall 
success rates for T&S staff have fallen under the “new” ARP –apart from promotion to 
chair where  females were successful (Table 5.1.11) 
 
 The “new” ARP enables self-nomination and it may be that a disproportionate amount of 
STEMM T&S males self-nominated prematurely (AP 5.11 & 5.12).  Our new promotions 
process is enabling both females and males to become T&S professors.  
 
RO promotions eligible population has increased and T&R promotion success rates are 
equal or have improved in all cases except T&R male promotions to senior lecturer. 
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a.  

 

 

 

 

 

 

 

 

 

b.  
 

 

 

 

 

 

 

 

 

c.  

 

 

 

 

 

 

 

 

 

Figure 5.3.1. E&D training completion by gender for Academic & Research staff in a. University 
of Dundee, b. STEMM Schools and c. AHSSBL Schools 
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 University of Dundee, STEMM Schools and AHSSBL Schools, Equality & Diversity online training completion for Academic & Research Staff 
(all grades) 
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All workshops are free for individuals to attend. Some sessions are available for all staff 
and some for a targeted sub-section of staff. Certain specialist training requires 
nomination by line managers.   
 
OPD also supports cohorts of staff in their development – for example, probationers, early 
career researchers, the deans’ group and associate deans’ group programmes. 
 
Training opportunities are heavily advertised across UoD to all staff. External development 
opportunities e.g. Scottish Crucible, LFHE Research Team Leadership are also promoted. 
Workshops of particular relevance to our AS agenda (such as unconscious bias training (AP 
5.3) and coaching opportunities) are also advertised via AS networks.   
 
Some examples of training for more junior researchers introduced since our 2013 AS 
award are: 
 
• Research Integrity Resource: online resource to fulfil our commitment to training 

specified in the principles of The Concordat to Support Research Integrity. All new PhD 
students must complete the research integrity training prior to their update review 

• Dundee Thesis Bootcamp: Intensive workshops for PGRs working towards thesis 
completion 

• Leadership and Team Working for PGRs 
• Vitae’s Preparing for Leadership programme for Research Staff  
• Eastbio doctoral training partnership– workshop on Leadership for PGRs  

 
 
Monitoring effectiveness  
 
OPD gathers feedback following each workshop, to inform subsequent OPD provision. All 
sessions are monitored to ensure they meet participants’ needs. The OPD programme is 
further informed by requests and feedback from individuals, teams and line managers and 
the OPD Academic Researcher Steering group and by requirements of other drivers such as 
Vitae, research staff associations and research concordats.  
 
Uptake of all training  
 
Despite extensive training opportunities only 40% (36%F:44%M) of respondents in 2015 
indicated receiving identified training, a reduction since 2013 (Figure 5.3.3).  

 
Figure 5.3.3. University of Dundee Staff Survey responses 2013 and 2015; survey run by Capita 
Surveys and Research 
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The survey occurs mid-OPD and OSaR cycle. Some planned training would not yet have 
been delivered. However, staff may not be obtaining training agreed in OSaR. Line-
managers and staff must follow up on all planned training at OSaR, ensure that training 
documentation is submitted to OPD staff to allow planning of adequate provision. Line-
managers must ensure that staff are enabled to undertake training (AP 5.16). 
 
Overall, satisfaction with equality of opportunities (74%) and level of training provided is 
high (72%). There are gender differences in reported participation in training, learning or 
development: in 2015 60% of females, but only 50% of males report participation (data 
include A&R and P&S staff; Figure 5.3.4) (AP 5.17).  
 

 
 
 
 
 
 
 
 

 
Figure 5.3.4. University of Dundee Staff Survey responses 2013 and 2015; survey run by Capita 
Surveys and Research  
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(ii) Cover and support for maternity and adoption leave: during leave  

Explain what support the institution offers to staff during maternity and adoption leave.  

 
Employees with 12 months employment at the expected week of childbirth (maternity) or 
placement (adoption) are entitled to: 
 
• 8 weeks on full pay 
• plus 16 weeks on half pay 
• plus 15 weeks SMP 
• plus up to 13 weeks on unpaid leave thereafter 
• up to 10 KIT days (separate or in a block) without losing entitlement to 

maternity/adoption leave or pay.   
 
Maternity leave cover is managed in Schools/Directorates according to requirements.  
 
During maternity leave the managers checklist reminds managers to: 

• Finalise arrangements for KIT days and arrange payment 
• Keep in contact with staff member during leave as agreed 
• Notify staff member of the ARP round 
• Ask staff member to request flexible working in good time so it can be carefully 

considered  
• Advise that any request for Shared Parental Leave needs to be notified at least 8 

weeks in advance 
• Agree how any accrued annual leave will be taken 

  
 
(iii) Cover and support for maternity and adoption leave: returning to work 

Explain what support the institution offers to staff on return from maternity or adoption leave. 
Comment on any funding provided to support returning staff.   

Our policies and managers' checklist remind staff and managers for the need to plan for a 
return to work in a managed and supportive way (AP 5.24). This includes: 
 
• arranging for a re-orientation back into the workplace  
• consideration of workload and balancing of duties during the settling in period and 

beyond  
• discussing and agreeing workload allocation and any changes in emphasis to the role 
• following up on any agreed changes to hours/working patterns 
• updating the Health & Safety Risk Assessment and making any necessary arrangements 

in relation to breastfeeding/expressing (AP 5.25) 
• consideration of development activities and support to minimise disruption to career 
• encouragement and support in relation to the academic promotions round.  
 
Accrued annual leave can be taken flexibly as agreed with line-manager. We accommodate 
requests wherever possible. It may be used to facilitate phased re-entry after maternity 
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Inclusivity is crucial. We involve staff and students in decision making, for example 
though: 
 
• Court, Senate and School boards   
• Staff-student liaison meetings  
• Listening to diversity groups and engagement with the Race Equality Charter, 

Stonewall and AS 
 

We promote health and well-being through (Figure 5.6.3): 
 
• Counselling service 
• First Call counselling volunteers  
• Medical centre 
• Chaplaincy Centre Support 
• Sports centre and swimming pool with special membership rates for staff, family 

members and students 
• Cafes 
• Green spaces and communal areas 
 
And training such as: 
 
• Stress management (part of mandatory E&D training) 
• Introduction to managing staff with mental health difficulties 
• Raising awareness of mental health issues 
• Resilience in academia  

 
 
a.        b.            c. 
  

 

 

Figure 5.6.3. Examples of support and wellbeing initiatives - a. First Call volunteers poster and b. 
Poster for Mindfulness, Meditation and Relaxation sessions in the Chaplaincy Centre and c. the 
Institute of Sport and Exercise App 
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Most staff (89-98% (2013) and 89-99% (2015)) reported that UoD respects people 
equally, irrespective of protected characteristic and only slightly less positive responses 
were received relating to age, gender and caring responsibilities (AP 5.35). 
 
80% of staff believe UoD is committed to equality of opportunities (Figure 5.6.4). There is 
room for improvement regarding perception of fairness of career progression/promotion 
(Figure 5.6.5) (AP 5.36). 
 
 
 
 
 
 
 
 
Figure 5.6.4. University of Dundee Staff Survey responses 2013 and 2015; survey run by Capita 
Surveys and Research  

 
 
 
 
 
 
 
 
 

Figure 5.6.5. University of Dundee Staff Survey responses 2013 and 2015; survey run by Capita 
Surveys and Research (In 2013 survey the question was worded as follows †I feel that the University 
acts fairly, regardless of protected characteristics with regard to career progression/promotion? 
 
All teaching provision at UoD is guided by policies, procedures and guidance set out in 
our Quality Framework. Oversight is provided by Quality and Academic Standards 
Committee. 
 
To ensure inclusivity and minimise barriers to success we use an inclusive practice 
checklist as part of programme approval and review to ensure we are applying best 
practice. Programme design, approval and review processes ensure we reflect thoroughly 
on our approach to inclusive practice. We periodically review our curricula with respect 
to: retention and progression, student achievement and employability for specific groups 
of students according to entry route or protected characteristics. The periodic 
programme review process also asks for an evaluation of progress towards the aims of 
the SFC’s Gender Action Plan. 
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6. SUPPORTING TRANS PEOPLE 
Recommended word count: Bronze: 500 words  |  Silver: 500 words 

(i) Current policy and practice 

Provide details of the policies and practices in place to ensure that staff are not discriminated 
against on the basis of being trans, including tackling inappropriate and/or negative attitudes. 

 
Policy 
 
E&D and Dignity at Work and Study (DaWaS) policies, developed in consultation with E&D 
groups and trades unions, formalise our commitment to upholding individuals’ rights to be 
treated with dignity and respect and to fostering an environment free from harassment, 
bullying, intimidation and victimisation.  
 
Harassment and bullying can be grounds for disciplinary action including dismissal. 
 
We do not have a separate policy for trans people as we are committed to making all of 
our policies inclusive. We review policies regularly and will work with our LGBT+ group to 
ensure these policies are appropriate to the needs of our trans people. DaWaS is currently 
being reviewed (AP 6.1).  
 
Practice 
 
In consultation with individuals we provide bespoke support for people who are 
transitioning. This commonly includes: 
 
• paid leave for psychological support, surgical procedures and other treatment 
• personal record amendments 
• advice around legal issues  
• agreeing how colleagues will be informed about an individual’s transition 
• advising and informing colleagues how the person who is transitioning wishes to be 

known and treated 
 
We are raising awareness of trans issues via:  
 
• Mandatory E&D training containing content about trans people 
• Engagement with Stonewall Diversity Champions Programme (AP 6.2).  
• Communication between AS and LGBT+ groups via overlapping membership.  
• Training developed by the Scottish Trans Alliance 
• Our student LGBT+ group chair presented a paper at AS executive group on support 

for trans people. Recommendations from this paper have been taken forward 
informally by individuals but have not yet been mainstreamed (AP 6.1 & 6.3) 

• “Influencing the Influencers” via our curricula: A number of our Schools are in 
powerful positions to do this. Many aspects of our curricula are developed with 
equality, diversity and inclusion in mind. Examples include: 
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Figure 6.1 University of Dundee, Staff Survey responses 2013 and 2015; survey run by Capita 
Surveys and Research 
 
(iii) Further work 

Provide details of further initiatives that have been identified as necessary to ensure trans people 
do not experience unfair treatment at the institution. 

 
We have addressed the following:  
 
• changing gender identity on official university records to match gender identity while 

individuals are transitioning 
• revised wording on the E&D monitoring form to ensure trans inclusive language and 

sensitivity to trans issues 
• establishing gender neutral toilets – in many of our main buildings. Further provision 

is planned 
• Inclusion of LGBT+ issues in UoD's Public Sector Duty Equality Outcome Plan 

 
Our new data management system will enable staff to select their gender (as well as other 
selected personal information) through self-service without requiring manual input by HR 
staff (AP 3.9).  
 
Support for trans students 
 
Our E&D and DaWaS policies apply equally to students. Schools provide pastoral support, 
via advisors of studies, and practical support, such as enabling students to participate in 
presentations when they have been concerned about their voice during gender 
reassignment. Centrally, personal, bespoke support is provided via our Student Services  
Enquiry Centre and a suite of information for trans students is available online.  
 
Information is provided on internal support such as our student-student mentoring 
service, Peer Connections, and on external support such as LGBT health contacts, coming 
out as transgender and where to meet other LGBT people.  
 
DUSA and the student LGBT+ group hold a bi-weekly social event. A range of events were 
promoted during LGBT History Month (Table 6.1)  
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7. FURTHER INFORMATION 
Recommended word count: Bronze: 500 words  |  Silver: 500 words 

Please comment here on any other elements that are relevant to the application; for example, 
other gender-specific initiatives that may not have been covered in the previous sections.  
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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.   

 

 

 

 
 

ACTION PLAN 
 

This guide was published in May 2015. ©Equality Challenge Unit May 2015.  
Athena SWAN is a community trademark registered to Equality Challenge Unit: 011132057. 

Information contained in this publication is for the use of Athena SWAN Charter member 
institutions only. Use of this publication and its contents for any other purpose, including copying 
information in whole or in part, is prohibited. Alternative formats are available: pubs@ecu.ac.uk 






































































































































