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Name of university:  Kingston University 

Date of application:  November 2013 

Contact for application:  Dr. P. E. Barrington 

Email:  p.barrington@kingston.ac.uk 

Telephone:  020 8417 4941 

 

1. Letter of endorsement from vice-chancellor: maximum 500 words 
 
When I became Vice-Chancellor of Kingston University in 2011, I was determined that 
Kingston should gain a reputation for being a place that was led by learning and where 
people had bright futures irrespective of their backgrounds or circumstances. We want to 
be known for our excellent teaching, research and enterprise and to do that we need to 
ensure all our talented staff and students have the right kind of opportunities and 
experiences to succeed and contribute to the University’s future.  
 
That is why I wholeheartedly support this submission for a University Bronze Athena 
SWAN award and this support is enthusiastically endorsed by my senior management 
teams. From the start, Kingston has had widening participation and equality at the heart of 
its identity and its mission, for both our students and our staff. In particular, we strongly 
support the advancement and promotion of the careers of women in SET faculties which 
together teach the majority of students in the University.  
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The contribution of female academics to SET subjects is absolutely essential to our 
success. That is why I am delighted that the Action Plan developed by our Athena SWAN 
Self Assessment Team is helping us to ensure we have the right infrastructure, knowledge 
and support to ensure our staff can contribute effectively in what is becoming a very 
dynamic Higher Education environment.  
 
Kingston has a track record of initiatives that support women in SET departments and I am 
delighted that 2 out of 3 SET Deans are female and all 5 SET Associate Deans are 
female. But as our ambitious and cross-cutting equality, diversity and inclusions strategy 
illustrates - we always want to do better. That is why we are fully committed to the 
principles of the Athena SWAN Charter, and the Action Plan will enable us to deliver and 
sustain that commitment. I am committed to providing role models for women at the 
highest level in our institution and our new Chancellor Bonnie Greer is a mathematician as 
well as a broadcaster and playwright and has herself emphasised the importance of 
encouraging females to study SET subjects. Our Board of Governors is now 46% female 
and we have recruited female Governors who are experts in Computing and IT sectors to 
support reshaping our infrastructure.  
 
To support and advance the careers of women in SET areas we have to make our plan 
real for our female staff at all levels. To do that we have made sure that the application 
process and the action plan is embedded in our governance structure. We also want to 
continue to take steps forward and work on departmental Bronze awards and this means 
bringing gender equality into the heart of what we do. 
 
Yours sincerely 

 
Julius Weinberg 
Vice-Chancellor 

          Word count: 454 
 
 
 

2. The self-assessment process: maximum 1000 words  

 
a. The self assessment team  

 
The self-assessment team has volunteer members from across the University at different 
career points, life stages and contract types.  The team also has a wide range of 
experience and knowledge of recruitment, career development and progression.  The 
team is from the three faculties that deliver SET subjects: Science, Engineering and 
Computing (SEC), Health, Social Care and Education (HSCE), Art, Design and 
Architecture (FADA).  
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Table 1  The Athena SWAN Self Assessment Team 

Name Role and faculty Reason for being on the self assessment team 

Professor Edith Sim 
The project sponsor 
and champion and 
Dean of SEC 

Edith has 2 adult children in a two career family and was on 
fixed term contracts for 19 years earlier in her career. She has 
wide experience of Career Support for ECRs including formal 
mentoring training (British Pharmacological Society).  She has 
campaigned for child care provision for staff and students.  She 
is Chair of MRC's Doctoral Training Panel and is committed to 
increasing recruitment of female students in SET subjects and 
promoting careers of women in SET at Kingston. 

Dr Peter Barrington 
Head of School of 
Aerospace & Aircraft 
Engineering 

Peter is the Project leader. He has initiated activities to increase 
female students in Engineering and works, as a committee 
member, with the University's Equality, Diversity & Inclusion 
team to promote gender equality across KU. He has 3 children 
In a two career family. 

Dr Ann Davies 
Senior lecturer in Civil 
Engineering and 
Construction 

Ann is a part time member of staff with 3 children in a two career 
family and has experience of returning to work following 
maternity breaks. 

Dr Ruth Griffin 
Early Career 
Researcher in Life 
Sciences 

Ruth has worked on a full time basis in the past . Last year she 
returned to work part time following a career break of several 
years. She has two children in a two career family. 

Professor Paolo 
Remagnino 

Professor  in 
Computing and 
Information Systems 

Paolo acts as a mentor for staff seeking promotion, having 
recently been successful himself. His partner is also a scientist. 

Lauren Mulcahy 
Early Career 
Researcher 

Lauren is a microbiologist on a fixed term contract and has been 
in post for 2 years. 

Dr Ann Ooms 
Senior Lecturer, School 
of Nursing 

Ann's research is in Health Care Education. She is a mentor on 
the University’s Equality Mentoring Scheme for female staff and 
is the founder of the University’s female network. 

Professor Barbara 
Pierscionek 

Associate Dean for 
Research and 
Enterprise (SEC) 

Barbara joined the University in 2012 and sits on the University 
Research and Enterprise Committee. Barbara is a single mother 
and raised her now adult son whilst completing her PhD and 
progressing her career in the area of optics. 

Dr Lucy Jones Deputy Dean (SEC) 

Lucy has extensive recruitment and academic line management 
experience. She is mentor to female staff University wide and is 
on the University's Academic Board. She trained staff for the 
new institutional academic progression and promotion 
procedure. She has a teenage son in a two career family. 

Julie Hendry 
Senior lecturer in the 
school of radiography. 

Julie is an early career researcher with a keen interest in gender 
equality. She sits on the faculty of Health, Education and Social 
Care staff development committee. She was a mentee on the 
University’s female equality mentoring scheme (2012). Julie has 
worked on full and part time contracts , is a single parent and 
currently working on her PhD. 

Dr Juliet Dukes 
Senior lecturer in the 
school of Life Sciences 

Juliet has experience of fixed term contracts and has recently 
been made a permanent member of staff at Kingston. She has 
experience of working flexibly, is a mentor and has regularly 
supported gender equality initiatives. 

Nona McDuff 
Head of Equality, 
Diversity and Inclusion 
(EDI). 

Nona is a former senior SET academic and single parent with 2 
children and has worked on full and part time contracts. She 
currently has responsibility for embedding EDI in progression 
and promotion for academic staff, enhancing the University’s 
approach to flexible working and delivering gender equality 
mentoring schemes. She supports the University's Equality 
Committee. 

Rod Bromfield 
Senior Lecturer in 
Mechanical and 
Automotive Engineering 

Rod is an experienced mentor and  his focus is to increase 
female student recruitment  in Engineering. He has adult 
children. 

Maia Ibsen 
Senior Lecturer in 
Mechanical and 
Automotive Engineering 

Maia has actively supported female students in engineering 
through creating networks and events.  She has two children in 
a two career family. 

Jayne Reeves 
Senior Technician 
(SEC) 

Jayne is responsible for recruitment and induction of staff. Jayne 
has been a mentor to staff in SEC for many years and has a 
keen interest in staff development. 

Niousha Yarandi 
Graduate Research 
student in Life Sciences 

Niousha is in the second year of her PhD. 
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b. The self assessment process 

The University has been engaged in the self assessment process since its Athena SWAN affiliation 
was granted in July 2012.  The launch included a briefing session by Professor Edith Sim to the 
Board of Governors as well as communications on the widely used StaffSpace (intranet) and a 
cross-University lunch time open meeting to discuss the approach the University should take.  

The Athena SWAN intranet webpage hosts a list of members, the terms of reference, opportunities 
to get involved and plans and minutes lodged with access across the University.   

The purpose of the self-assessment team (the team) is to: gather and analyse quantitative 
information, assess the areas of strength, prioritise the actions that need to be developed to 
promote gender equality in SET subjects, communicate and disseminate the aims and information 
about the Athena SWAN application and any future activity. 

The team has met four times in the year, communicating as well regularly through email.  The team 
decided sub groups involving more males in SET departments would focus on particular areas for 
discussion at full team meetings. The sub groups were responsible for the gender survey design, 
data collation, and the communications plan (Figure 1).  The sub groups met informally at least 
monthly between main meetings and engaged with an extended constituency across the Institution 
beyond the Self Assessment Team  

The Athena SWAN initiative is incorporated into the University's EDI Strategy and Action Plan and 
reports formally to the University’s Equality Committee which meets 3 times a year and is chaired 
by Professor Fiona Ross, Dean of Health, Social Care and Education and our Aurora Champion.  
The Equality Committee in turn reports to the Senior Management Team where progress on the 
EDI strategy is reported to and approved by the Board of Governors (Figure 1).   

Board of Governors

43% Female

Senior Management Team

36% Female

Equality Committee 

58% Female

Self Assessment Team

Comms Group Data Group

Faculty

Management 

Groups

School

Committees

Figure 1. Embedding of Athena SWAN in governance of Kingston 

University

Survey Group

Faculty

Advisory

Board

 

To ensure the Athena SWAN perspectives influence business discussions, regular updates are 
made to the SET senior management groups and Athena SWAN is a standing agenda item at all 
committees including the Faculty Senior Advisory Board with senior external Athena SWAN 
representation. 
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To gain insight from other Athena SWAN Award holders, Kingston joined the Athena Swan South-
East Regional Network.  Kingston has hosted a meeting and attended others. Dr. Barrington and 
Nona McDuff met with the team responsible for the St. George’s Hospital bid for a university 
Bronze award to discuss their preparation experiences and identify opportunities for joint activities 
supporting the advancement of women in SET subjects.  All of these have provided us with greater 
insight into gender equality and actions that the University could take. Prof. Sim has served on an 
Athena SWAN panel. 

In addition to these formal/external mechanisms, staff have been consulted through informal 
networks, faculty /school meetings and events held during the year.  In addition to this and the 
data, the team have also drawn upon the specific SET Gender Equality survey (SGE survey) 
(2013) and its follow up focus groups, the Gender Equality Survey (2010) and two institutional staff 
surveys (2010 and 2012) which were analysed by gender.  The strengths, areas for improvement 
and statistically significant differences in perception by females have been included in the relevant 
sections and shaped the action plan.  

An important aspect for the team is raising awareness of gender equality and Athena SWAN 
across the University. We have implemented a communication plan with regular announcements 
through the widely consulted University Staff website (StaffSpace) and newsletters sent to Staff 
and Research Students. Items have included the assessment team membership; stories (the 
student Formula One electric car headed by Gordana Collier), advertising of events (e.g. a 
"Wikithon" to highlight women in SET);updates on  progress with the application; requests to 
complete the survey and feedback on survey results.  There is also an AHRC funded project on 
Women in Science where shadowing of female SET ECRs by historians is underway.  KU's annual 
magazine also ran an Athena SWAN highlight. 

All of the above have created a rich information base and a wide reach.  All SET Management 
groups at school and faculty level have been requested to add Athena SWAN to their terms of 
reference.  

 

c. The future of the self assessment team 

The team will continue to lead the implementation of the Action Plan and, in conjunction with the 
EDI Unit, monitor gender equality across the University, particularly in relation to initiatives to 
encourage females to apply to study SET subjects (see section 6) and women to apply for 
promotion and senior roles (see section 3).  The team will continue to meet at least three times a 
year and continue to report through the governance structure (Figure 1).  The team will oversee the 
delivery of the action plan and subsequent Athena SWAN applications and action plan.  We plan to 
submit at least 1 department annually for Bronze awards over the next 2 years. We will then 
assess whether to apply for additional bronze awards or upgrade to an institutional Silver award. 
Over the next 6 months, the team will invite applications from different departments to be 
considered for a departmental bronze award based on an understanding of their strengths and 
areas for improvement. We already know that the Aerospace & Aircraft Engineering, Nursing and 
Civil Engineering departments are eager to submit an application.  The University will also consider 
applying for the new Gender Equality Mark.                                                         

 

 

The action plan is grouped according to key themes and stages in the staff 
lifecycle. The actions are embedded in the relevant sections and therefore the 
numbering is not always sequential.  
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Action Plan Reference  Action 

Objective 7 
Action 7.1 

Widely communicate the University Athena SWAN application and 
embed the action plan into relevant committees and groups. 

Objective 7 
Action 7.2 

To invite different departments to apply for an Athena SWAN bronze 
award  

Objective 7 
Action 7.3 

To establish representative and gender balanced departmental self 
assessment teams.  Target is at least 1 each year. 

Objective 7 
Action 7.4 

Consider extending to non-SET areas. Apply for the new Gender 
Equality Mark due to be launched end of 2014 

Objective 7 
Action 7.5 

Agree dedicated resources. 

Word count: 961 

 

 

3. Description of the university: maximum 1000 words  

a. Summary of the University 

Kingston was incorporated as a University in 1992.  Our teaching, predominately to 
undergraduates, is research informed.  Of our 26,055 students 46% are female. 

Females comprise 53% of our full time students, 42% of our undergraduate SET students, 46% of 
Post Graduate Research programmes and 59% of our Post Graduate Taught students.  More than 
50% of our undergraduates live at home and commute. We have a high proportion of students who 
are supported by access schemes including care leavers. 

There is a significant international population of which 52 % is female from across 40 countries. 

From 2006 to 2012 the percentage growth in female students in SET faculties (66%) was 
considerably greater compared with male students in SET faculties (27%). For students in non-
SET faculties the growth is 5.6% for females and 4.2% for males. 

The University is organised as 5 faculties co-located across 5 campuses (Kingston - Penrhyn 
Road, Knights' Park and Kingston Hill; Roehampton Vale and St George's Hospital) and SET 
teaching and research is conducted at all sites. 

Kingston covers the full spectrum of SET subjects (Table 2.2). 
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Table 2.1 Staff at Kingston University by activity, SET  and gender (2013) 

 

Female Male Total 

No % No % No % 

SET 

All Academic 291 43% 389 57% 680 76% 

All Professional and support 
staff 

147 69% 68 31% 215 24% 

All  SET staff 438 49% 456 51% 895  

University  

All Academic 943 50% 949 50% 1893 55% 

All Professional and support 
staff 

852 55% 688 45% 1539 45% 

All University staff 1795 52% 1637 48% 3432  

Table 2.1 Data source: HESA 

 

Table 2.2 Staff in SET Departments analysed by gender 

  

Female Male 

HC* FTE** HC* FTE** 

Faculty of Art, Design & Architecture  
(% of total) 

54.5  57.9  45.4  42.1  

School of Architecture & Landscape 12 8.3 10 6.8 

School of Surveying & Planning 12 11.2 10 7.4 

Faculty of Health, Social Care and Education 
(% of total) 

76.1  74.3  23.9  25.7  

Faculty of Health, Social Care and Education 4 3.6 1 1.0 

School of Midwifery 17 16.4 0 0.00 

School of Nursing 69 60.2 24 22.7 

School of Radiography 11 10.3 5 5.0 

School of Rehabilitation Sciences 12 9.3 9 8.4 

Centre for Health and Social Care Research 11 7.2 0 0.00 

Faculty of Science, Engineering and Computing (% 
Total) 

28.1  27.0  71.9  73.0  

Faculty of Science, Engineering and Computing 5 4.6 11 7.6 

School of Aerospace and Aircraft Engineering 0 0.0 19 15.2 

School of Civil Engineering and Construction 5 4.5 12 12.0 

School of Computing and Information Systems 7 7.0 44 42.1 

School of Geography, Geology and Environment 7 5.9 21 19.2 

School of Life Sciences 25 21.6 30 28.1 

School of Mathematics 6 5.1 13 13.0 

School of Mechanical and Automotive Engineering 6 5.4 26 24.0 

School of Pharmacy and Chemistry 18 14.9 27 25.5 
Table 2.2 Data provided includes Head Count (HC*) and Full Time Equivalent (FTE**) The total for 
each faculty as a % is shown in bold 
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Overall, 50% of academic and research staff are female (44.5% in the sector)1. 43% of staff in SET 
academic and research areas are female which is higher than the sector (40%)2.  The School of 
Nursing is predominantly female whilst there are more males in Engineering, Pharmacy and 
Chemistry and Geography, reflecting the sector. There is no difference in the data plotted by Head 
Count or FTE3 showing that males and females are equally likely to be employed part time.   

 
 

 

                                                      
1
 Table 1.7 20011/12 data: Equality in higher education statistical report 2013,Equality Challenge Unit 

2
 Table 1.13 20011/12 data: Equality in higher education statistical report 2013,Equality Challenge Unit 

3
 Full Time Equivalency 
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b. Data trends and significant gender equality issues.  

Academic staff structure consists of junior researcher, senior researcher, lecturer, senior lecturer 

and Principal Lecturer or Reader and Head of School/Professor/equivalent.  The promotion 

structure is undergoing change (termed Academic Promotion and Progression procedure) to offer 

progression routes to Professor level through Teaching and Learning, Professional Practice, 

Enterprise as well as Research.  There is an annual internal promotion round and senior 

appointments are advertised externally. 

i. Female : male ratio of academic staff and research staff 

 

Table 3a    Academic and research staff analysed by SET category and gender 

 As at 31/07/2012 SET University total 

Grade  F M F % F M F % 

Junior Researcher 8 7 53% 11 9 55% 

Senior Researcher 1 12 8% 18 24 43% 

Lecturer or equivalent 13 12 52% 57 46 55% 

Senior Lecturer or equivalent 119 119 50% 237 220 52% 

Principal Lecturer, Reader or equivalent 51 75 40% 125 145 46% 

Head of School, Professor or equivalent 15 36 29% 40 83 33% 

 As at 31/07/2011 SET University total 

Grade  F M F % F M F % 

Junior Researcher 2 9 18% 6 11 35% 

Senior Researcher 1 12 8% 17 24 41% 

Lecturer or equivalent 14 18 44% 68 52 57% 

Senior Lecturer or equivalent 127 116 52% 234 218 52% 

Principal Lecturer, Reader or equivalent 47 75 39% 123 145 46% 

Head of School, Professor or equivalent 13 33 28% 39 75 34% 

 As at 31/07/2010 SET University total 

Grade  F M F % F M F % 

Junior Researcher 0 3 0% 4 5 44% 

Senior Researcher 1 4 20% 18 19 49% 

Lecturer or equivalent 7 14 33% 45 45 50% 

Senior Lecturer or equivalent 114 66 63% 224 163 58% 

Principal Lecturer, Reader or equivalent 41 43 49% 117 114 51% 

Head of School, Professor or equivalent 10 21 32% 35 56 38% 

Table 3a. Junior researchers are research assistants and employed on Grade 6 or 7.  
Senior Researchers are Post doctoral research assistant s employed on Grade 8. Lecturer or 
equivalent staff are employed on grade 8 contracts, Senior Lecturer or equivalent staff are 
employed on Grade 9 contracts and Principal Lecturer, Reader or equivalent staff on Grade 10 
contracts. Head of School, Professor or equivalent are employed on Senior and Executive staff 
contracts. 

 
 
 
 
 

 



 10 

 

 

 

 
Figure 3a and 3b Female academic and research staff in SET/University level. The number of 
individual staff is shown on the x axis below the appropriate column. The y axis shows the percentage 
of females at each grade. 
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Women are well represented at Lecturer and Senior Lecturer grades but under-represented in 
more senior grades.  Although head count increases, there is a slight decrease across the three 
years: perhaps an unexpected consequence of a change in recruitment process in 2010 (see 
Table 8 and action plan). The GSE Survey & focus groups (particularly female staff) highlighted a 
lack of clarity on progression to Grade 10, reinforcing the University's gender-research-based 
decision to set narrowing the gender gap at grade 10 as a KPI.  It is a key focus for the Equality 
Committee.  Actions have been set including the development of a Grade 10 package to recruit 
and support female academics. We will promote and monitor engagement and impact in SET.  The 
equality impact assessment (EIA) of the new Academic Progression and Promotion procedure is 
using innovative methods to promote specifically gender equality (see section 4b and associated 
action). 
 

Table 3b  Staff on Research contracts  by SET category and gender (2012) 

  SET University total 

Grade  F M F % F M F % 

Junior Researcher  8 7 53% 11 9 55% 

Senior Researcher 1 12 8% 18 24 43% 

Total 9 19 32% 29 33 47% 

 

Staff on research contracts are a small but strategically important group. Recent external grant 
successes will increase the number of Research staff in future.  Analyses by the team highlighted 
women are under-represented in Research staff, especially in the senior grades.  Investigating this 
imbalance will be included in on-going work of the team and the Equality Committee.  
 

 

Action Plan Reference  Action 

Objective 1 
Action 1.2 

Promote and monitor application of Grade 10 package for SET female 
and take action through faculty management groups and appraisal 
processes.  

Objective 1 
Action 1.6 

Investigate reasons for under representation of women in senior 
researcher posts and reflect actions in the recruitment and promotions 
and other relevant strategies.   
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ii. Female : male academic staff turnover rates by grade 

Table 4  Turnover of academic staff by grade, SET /University Level, Gender and Year 
2011-12 SET University total 

Grade  
F 

 AHC 
F  
L 

F  
T% 

M  
AHC 

M  
L 

M 
 T% 

F  
AHC 

F  
L 

F 
T% 

M  
AHC 

M  
L 

M 
T% 

Junior 
Researcher 5 0 0 7.5 4 53.3 8.5 1 11.8 9.5 4 42.1 

Senior 
Researcher 1 0 0 11.5 2 17.4 17.5 4 22.9 23 3 13 

Lecturer or 
equivalent 12 4 33.3 10.5 0 0 52.5 6 11.4 40.5 4 9.9 

Senior 
Lecturer or 
equivalent 122 10 8.2 117.5 12 10.2 245.5 16 6.5 224.5 22 9.8 

Principal 
Lecturer, 
Reader or 
equivalent 51.5 3 5.8 79 3 3.8 128.5 11 8.6 148.5 6 4 

Head of 
School, 
Professor or 
equivalent 14 1 7.1 35.5 3 8.5 40 4 10 81.5 6 7.4 

Totals 205.5 18 8.8 261.5 24 9.2 492.5 42 8.5 527.5 45 8.5 

2010-11 SET University total 

Grade  F AHC 
F  
L 

F  
T% M AHC 

M  
L 

M 
 T% F AHC 

F  
L 

F 
T% M AHC 

M  
L 

M 
T% 

Junior 
Researcher 1 0 0 6 4 66.7 4.5 0 0 8 6 75 

Senior 
Researcher 1 0 0 8 1 12.5 17.5 1 5.7 20 3 15 

Lecturer or 
equivalent 8.5 2 23.5 15 2 13.3 53.5 4 7.5 45 4 8.9 

Senior 
Lecturer or 
equivalent 122.5 7 5.7 89.5 7 7.8 232.5 15 6.5 193 12 6.2 

Principal 
Lecturer, 
Reader or 
equivalent 43.5 2 4.6 59.5 5 8.4 121 5 4.1 130.5 11 8.4 

Head of 
School, 
Professor or 
equivalent 11.5 3 26.1 25.5 1 3.9 37 7 18.9 65 3 4.6 

Totals 188 14 7.4 203.5 20 9.8 466 32 6.9 461.5 39 8.5 

2009-10 SET University total 

Grade F AHC 
F  
L 

F  
T% M AHC 

M  
L 

M 
 T% F AHC 

F  
L 

F 
T% M AHC 

M  
L 

M 
T% 

Junior 
Researcher 1 2 200 3.5 2 57.1 3.5 4 114.3 5 4 80 

Senior 
Researcher 1 0 0 3.5 0 0 16.5 0 0 18 4 22.2 

Lecturer or 
equivalent 5 0 0 10.5 0 0 38.5 5 13 36 2 5.6 

Senior 
Lecturer or 
equivalent 115.5 6 5.2 64 7 10.9 226 14 6.2 166.5 19 11.4 

Principal 
Lecturer, 
Reader or 
equivalent 40.5 2 4.9 41.5 2 4.8 114.5 6 5.2 113 6 5.3 

Head of 
School, 
Professor or 
equivalent 8.5 1 11.8 21 3 14.3 33.5 4 11.9 52.5 3 5.7 

Totals 171.5 11 6.4 144 14 9.7 432.5 33 7.6 391 38 9.7 

Table 4.  Turnover = T, M = Male, F= Female. Average head count (AHC) is calculated as the average of 

staff at start and end of the year. The number of leavers is shown as Head Count  (HC) whilst the % 

turnover  has been calculated as number of leavers divided by  AHC in the period as a percentage. 
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Figure 4a , 4b, 4c, 4d.  Turnover of academic staff by 

SET/Univeristy level, gender and year. Leavers are  shown as 

Head Count 
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Annual turnover of staff in all categories is below 10% for either gender (Table 4) with SET 

departments showing lower female than male staff turnover, although there is a trend towards 

convergence over the past three years across all grades.  In some grades turnover is higher: e.g. 

in 2012 male junior researchers and female lecturers. This may be linked to new job opportunities 

and exit interviews (Action 1.8) will facilitate our analysis. 

 

Table 5 Turnover and Reasons For Leaving 

  

  

SET University total 

F 
leavers 

M 
leavers 

F 
leavers 

M 
leavers 

2011-12 

Reasons for leaving:         

Death in service/Pension/Ill health/Other 2 1 3 3 

VEP/VS/Redundancy 4 10 13 17 

End FTC 4 6 9 7 

Left after maternity/adoption 0 0 0 0 

Resignation 8 7 17 18 

Totals 18 24 42 45 

2010-11 

Reasons for leaving:         

Death in service/Pension/Ill health/Other 2 1 3 6 

VEP/VS/Redundancy 3 3 6 9 

End FTC 1 3 1 6 

Left after maternity/adoption 1 0 1 0 

Resignation 7 13 21 18 

Totals 14 20 32 39 

2009-10 

Reasons for leaving:         

Death in service/Pension/Ill health/Other 4 2 7 6 

VEP/VS/Redundancy 1 2 6 6 

End FTC 0 2 4 6 

Left after maternity/adoption 2 0 3 0 

Resignation 4 8 13 20 

Totals 11 14 33 38 
Table 5 Numbers are in Head Count. 
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Figure 5a-d.  Staff leaving are 
shown as Head Count.   Death 
includes Death in service, ill-health 
and standard pension. VER means 
voluntary early pension, VS means 
Voluntary Severance. FTC Fixed 
Term Contract. Res means 
Resignation. 
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Numbers of staff leaving are small and the pattern in SET mirrors the University’sSince 2010 all 13 
SET women and 34 across the University returned from maternity/adoption leave.  Subdividing the 
broad ‘Resignation’ category for maternity/early parental related reasons to identify where support 
is needed e.g. in relation to job share/flexible working options. Exit interviews will be used and 
analysed by gender.   
 

Action Plan Reference  Action 

Objective 1 
Action 1.9 

Conduct exit interviews to explore reasons for leaving at all grades 
analysing this information by gender and department. 

 
ii.  Female : male ratio of academic and research staff on fixed-term 

contracts vs. open-ended (permanent) 

Table 6a  Percentage of each gender on open ended contracts by SET/University level and 
Year  

  

2009/10 2010/11 2011/12 

Female Male Female Male Female Male 

n % n % n % n % n % n % 

SET 
Open-ended/ 
Permanent   

137 79 119 79 165 81 210 80 184 89 219 84 

University 
Open-ended/ 
Permanent 

346 82 363 86 399 82 436 83 374 89 458 87 

Table 6a  N= Head Count of staff on open ended/permanent contracts and shown as a percentage of the 

same gender of staff on all contract types. 100% less the % in each category is the % on fixed term contracts. 

See figure 6a 

 

Table 6b  Academic staff on open ended  contracts by SET/University level, Gender and Year 

 

2009/10 2010/11 2011/12 

Total Female Male Total Female Male Total Female Male 

n % % n % % n % % 

SET 
Open-ended/ 
Permanent  

256 42 58 375 43 57 403 44 56 

University 
Open-ended/ 
Permanent 

709 47 53 835 49 51 947 50 50 

Table 6b n= Head Count of staff on open ended contracts: Total = the total number of males plus females in that 
category and year on open ended contracts. The % for males and females add to 100%. The value of 100% 
corresponds to all staff on open ended contracts. The data is plotted in Fig 6b. See figure 6b. 
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Academic staff are predominantly on open ended contracts. In 2012 89% of female academics and 

87% of males were on open ended contracts (Sector4 :61%). In SET departments only 11% of 

female staff were on fixed term contracts in 2012 which reflects external research grant income. 

The gender effects on staff on fixed term contracts must be monitored as research income 

increases. 

                                                      
4
 Table 1.5 20011/12 data: Equality in higher education statistical report 2013,Equality Challenge Unit 
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Male staff outnumber female staff overall (Table 6): hence the slightly lower percentage of all staff 
on open ended contracts who are female (Figure 6b).  The rise in %   staff on open ended 
contracts in 2011 follows the completion of systematic reviews of teaching portfolios in two SET 
areas with subsequent conversion of fixed term to open ended contracts. 
 

Action Plan Reference  Action 

Objective 1  
Action 1.10 

Assess the data on fixed term and open ended contracts analysed by 
SET category, grade and gender including the growing number of staff 
on research contracts. 

 
iii. Evidence from equal pay audits/reviews 

 
There was no gender pay gap up to Grade 10 following an audit of these grades in 2010. In 2012, 
analysis across all academic grades showed the gender mean pay gap was 4.0% (sector: 12.4%) 
with the professorial gender mean pay gap in Kingston being 5.7% (sector5: 13.6%). A working 
group using Joint Negotiating Committee for Higher Education Staff (JINCHES) equal pay 
guidance will analyse data for SET and the University 
 

Action Plan Reference  Action 

Objective 1 
Action 1.8 

Conduct a detailed review of female managers at professorial and 
executive levels (analysed at SET and University level) in line with the 
Joint Negotiating Committee for Higher Education Staff (JINCHES) 
Equal Pay guidance and recommend next steps.   

 
 

iv. Female:Male ratio of staff in the Research Assessment Exercise (RAE) 
 

Table 7 Eligible staff included in the RAE 2008 analysed by SET category and 
gender 

  SET University total 

Gender 

Eligible 
and 

included 

Eligible 
and not 
included 

Total 
% 

included 

Eligible 
and 

included 

Eligible 
and not 
included 

Total 
% 

included 

Female 33 116 149 27% 107 229 336 44% 
Male 90 111 201 73% 180 245 425 56% 

Total 123 227 350 100% 287 474 761 100% 

 

 

                                                      
5
 Table 1.20 20011/12 data: Equality in higher education statistical report 2013,Equality Challenge Unit 
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In RAE2008, 27% of those submitted in SET departments were female (University:  37%) less than 

would be expected from  the staff profile. Preliminary analysis of REF 2014 shows a similar trend. 

The GSE survey showed a statistically significantly greater proportion of   females responded 

negatively on questions relating to work load allocation. This will be explored linked to the 

opportunity to conduct international level research following the strategies identified by the focus 

groups for support in research (see section 4).   

       

Action Plan Reference  Action 

Objective 3 
Action 3.2 

Analyse submission rates of female academics in REF 2014. Explore 
the experiences of female staff in different Unit of Assessments to 
identify and cascade good practice through the Research and 
Equality governance structures. 

Word count: 989 
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4. Supporting and advancing women’s careers: 4500 words in total 

Key career transition points 
 

a)  
(i) Female : male ratio of academic staff job application and appointment success 
rates 

 

Table 8 Application and appointment analysed by SET category, gender and year 

2012/13 

SET academic, research, senior & exec academic - internal & external 

Gender Applications Interviews 
% of applicants 

interviewed 
Offers 

% of interviews 
offered 

Female 322 78 24.2 34 43.6 

Male 495 82 16.6 24 29.3 

*Unknown 47 4 8.5 2 50.0 

Total No 864 164  60 36.5 

University academic, research, senior & exec academic - internal & external 

Gender Applications Interviews 
% of applicants 

interviewed 
Offers 

% of interviews 
offered 

Female 679 131 19.3 50 38.2 

Male 871 128 14.7 41 32.0 

*Unknown 117 14 12.0% 6 42.9% 

Total No 1667 273  97  

2011/12 

SET academic, research, senior & exec academic - internal & external 

Gender Applications Interviews 
% of applicants 

interviewed 
Offers 

% of interviews 
offered 

Female 173 53 30.6 20 37.7 

Male 219 58 26.5 17 29.3 

*Unknown 59 11 18.6 5 45.5 

Total No 451 122 na 42  

University academic, research, senior & exec academic - internal & external 

Gender Applications Interviews 
% of applicants 

interviewed 
Offers 

% of interviews 
offered 

Female 569 116 20.4% 36 31.0% 

Male 724 127 17.5% 44 34.6% 

*Unknown 150 24 16.0% 12 50.0% 

Total No 1443 267  92  

Table 8  Applicants are given the option not to provide  gender details. Our recruitment process 
changed in 2012 and the previous years’ data has not been included to avoid inconsistent 
comparison.  We therefore supply data for 11/12 and 12/13 up to August. 
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An equality impact assessment on recruitment (2010) and data in Table 8 do not suggest evidence 
of direct discrimination in the selection of SET females. We receive fewer applications from women 
but when women do apply for posts they are more likely to be interviewed and appointed in SET 
departments. This pattern is reflected across the University apart from offers made in 2011/12 
where males were marginally more likely to be offered a job. We are keen to increase the number 
of applications from women and are seeking advice from WISE6 for their recommendations. 
 

                                                      
6
 Women into Science, Engineering and Construction 

Figure 8a and b. % is plotted on y axis and Numbers are in Headcount and shown in 
the appropriate columns. 
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Action Plan Reference  Action 

Objective 1 
Action 1.1 

Increase the number of female applications for SET junior and senior 
researcher roles through targeted advertisements, communication and 
mentoring. 

Objective 1 
Action 1.3 

Emphasise family friendly policies and success of female SET staff on 
advertisements more prominently and positively. 

Objective 1 
Action 1.5 

Continue consultation with WISE and implement proven recruitment 
strategies. 

 
(ii) Female: male ratio of academic staff promotion rates  
 
 

Table 9 Academic staff promotion rates analysed by SET/University 
Wide and gender 

2011/12 SET Applications Appointments % success 

 

Female 3 1 33% 

Male 7 2 29% 

University Applications Appointment % success 

Female 10 4 40% 

Male 14 3 21% 

2010/11 SET Applications Appointment % success 

 

Female 4 3 75% 

Male 5 4 80% 

University Applications Appointment % success 

Female 12 5 42% 

Male 10 6 60% 

2009/10 SET Applications Appointment % success 

 

Female 6 3 50% 

Male 12 6 50% 

University Applications Appointment % success 

Female 15 8 53% 

Male 17 8 47% 
Table 9. Applications and Appointments indicate number received. % success is 
calculated by Appointment/Applications. 
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Academic promotions for reader grade (10) and above are approved by the Academic Promotions 
Committee. Other grades follow the University’s standard recruitment process. Over the past three 
years the University received 115 applications for promotion and 46% were successful. Of the 53 
successful applications 37 were in SET departments. The difference between female and male 
success rates was less pronounced in SET departments in comparisons to their counterparts 
across the University. We have put in place mechanisms to monitor success by gender and grade 
through the new promotions procedure. The success rate across the three years follows the same 
pattern for both genders reflecting other factors prevailing across these years. The change in 
student fee structure is likely to have had an effect but equally on male and female promotion. 
Again there are fewer women applying for promotion. The GSE survey showed that SET female 
academics did not feel that promotion pathways were clear in comparison to SET males. The new 
promotion procedure will provide greater clarity and a broader range of promotion domains and 
criteria.  

b) Policies and activities that support women’s career progression in SET departments. 

The GSE Survey identified that the University needs to more effectively promote career 
progression policies and activities. A key change since the survey is the introduction of a clear 
career academic progression structure. The new Promotion and Progression procedure is a 
significant change and to ensure the procedure does not have a negative gender impact we have 
systematically established baseline gender equality data and built in mechanisms to annually for 
five years identify and mitigate any impact.  

As the procedure has initially focused on Grade 10 roles (which is also our equality objective and 
the issue we identified in Table 3), we ensured that the project team were clear that this procedure 
should advance equality for female staff.   

Workshops for applicants and compulsory briefing sessions for assessors have involved the 
University EDI team with Pro Vice Chancellors and/or Deans in all sessions.  The sessions and 
guidance emphasise the expectation that individuals, when completing their application forms, 
show how they have embedded EDI in practice to create an inclusive environment or show how 
applicants have reflected upon the diversity of their teams. There is also a clear expectation that 
panel members assess this EDI requirement and make recommendations accordingly. All staff 

Figure 9. The number of individual staff is shown on the x axis below the corresponding column. 
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were also offered one to one support from a member of the Management team which included the 
offer with a female manager. In the current round  77% of all eligible staff made an application with 
70% of eligible SET women applying (university wide 75% of eligible females) and 85% of eligible 
SET men applied (university: 75% of eligible males). The capturing of baseline data will allow 
analysis of effects of targeting females for mentoring in relation to this process in future years. The 
trend that a smaller proportion of SET women applied will be monitored carefully and mitigating 
actions are already in place before the next and subsequent application stages. 

To promote fairness and inclusivity, we adopted the same individual circumstances we followed in 
selecting staff for inclusion in the REF2014, compensating for quantity of work in the case of 
maternity leave. 

The University's annual promotion round for Grade 9 staff (senior lecturer) to apply for the new 
Associate Professor role will be accompanied by embedding the EDI informed support provided for 
Grade 10 staff in the current round. Mentoring of staff with personal development plans will be a 
key feature of the promotion rounds including question and answer sessions on the process itself. 
Mentoring of individuals will be designed to address issues such as progression and promotion 
criteria and equitable access to career development opportunities identified in the GSE survey. 

 

Action Plan Reference  Action 

Objective 1 
Action 1.4 

Monitor the success rates in terms of gender of those applying for 
transfer or promotion to the Associate Professor roles. Put into place 
actions identified in the action plan to mitigate any negative gender 
impact.  

Objective 3 
Action 3.5 

Develop a mechanism to effectively roll out the SEC faculty mentoring 
pilot to other SET faculties initially for Grade 10 and include as part of 
the academic promotion and progression development portfolio. 

Faculties have worked with the EDI Unit to develop specific career transition support for women at 
each stage of their career, commencing with a series of offerings for female academics aspiring to 
reach senior roles.   Grade 10 this was recognised as the first "glass ceiling".  The support 
measures draw on external research (eg Morley. L, 2012. Aspirations and Absences, Leadership 
Foundation) and internal qualitative research including the SET Gender Equality Survey and focus 
group recommendations. Research highlighted the key barriers to the progression of women to 
senor roles. Whilst institutional policies were considered to contribute positively,  the lack of clarity 
and transparency of competencies required at senior levels and the routes to acquire these were 
considered to be the most important factors  The University is therefore planning tailored career 
development to support staff and to make this information more widely available. 

 

Action Plan Reference  Action 

Objective 3 
Action 3.4 

Bespoke career development for staff in Associate Professor and 
senior staff roles monitored by gender and SET/University.  

Online interactive support materials, including personal development plans, for academic females 
in researcher and lecturer Grades 7-9 are under development. Training and mentoring for females 
in Grade 10 targeted at disseminating information and overcoming systemic barriers are underway. 
This tailored approach to career development for those aspiring to senior management roles is 
aimed at ensuring all female staff are supported. 

The new mandatory annual appraisal system (2013) is supported by training for appraisers and 
appraisees. Early figures show that there is a good gender balance in staff receiving appraisals 
since the introduction in the summer.   An online resource provides guidance to appraisers: 
particularly highlighting policies and practices to support female career development and 
progression. Compulsory workshop training for appraisers ensures that appraisers are aware of 
unconscious bias and that they advance gender equality. 
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Appraisees’ workshops are designed to ensure that they get the maximum benefit from the 
appraisal process in terms of setting objectives and career planning.  
 
Our early analysis shows that of all the SET academic appraisals that have taken place to date 
56% were for female staff and 44% were for male staff. To date there have been 62 training 
sessions with 1008 participants of which 51% of participants were SET females (University: 50% 
female).  
 
Line managers are appraisers but to ensure fairness and consistency a 10% sample is reviewed 
by a senior staff member.  
 

Action Plan Reference  Action 

Objective 3 
Action 3.7 

Include question on extent to which appraisals has supported female 
staff in next gender equality research in November 2014 and the 
institutional staff survey May 2015.  Analyse uptake by gender and 
SET/university level. 

 

Career Development 

 
a) Policies and activities at the University that support women’s career development in SET 

departments. 

The GSE survey shows that men and women are equally encouraged to take up training 
opportunities, network opportunities and are equally encouraged to join decision-making 
committees.  
 

(i) Researcher career support and training  
 
 
All University training is open to early career researchers (ECRs) and the appraisal system is 
mandatory for them. In addition, ECRs have specific support and mentoring from their departments 
in generic and specific research skills. These are coordinated by the Associate Dean for Research. 
Preliminary analysis indicates that female participation rates are much higher than males.  
 
Research staff are treated as all academic staff and in addition provided with opportunities for 
personal development, training courses in generic and specialised areas and invited to all events, 
lectures and seminars that involve graduate students as well as permanent staff.  Provision is 
made for female ECRs who may need time away for childcare or other caring responsibilities to 
ensure that they do not miss opportunities or events.  This may include repeating a training course 
or filming a lecture or event to allow for viewing at a suitable period between 10am and 3pm.  
Senior staff act as mentors for ECRs and senior female academic staff serve as role models for 
less experienced colleagues.  Informal meetings between junior and senior staff are held  on a one 
to one basis or in small groups to share experiences and impart information and advice.  There is 
specific funding to support publication costs and also seedcorn funding for new research initiatives 
or for conference presentations.  This SEC pilot is internally competitive and over the past 6 
quarterly sessions all women who applied have been successful compared with 80% success rate 
for men.  Staff are encouraged to discuss their applications with the Dean or Associate Deans prior 
to submission. All academic staff including research staff can apply for these funds. 
 
Research specific training is organised by the Research Support Office and by the Faculty 
Research Committees.  Decisions on training is informed by the Vitae framework to support 
individual research capability, for instance the Research Ethics Committee organise a training 
event to promote an understanding of the ethical requirements particularly for ECRs.  Within the 
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SEC Faculty the Director of the Doctoral School is also responsible for organising generic and 
transferable skills training for ECRs. 
 
We recognise that formal analysis of uptake of research related career development is needed to 
ensure an inclusive research environment. The gender disparity in certain levels indicated in Table 
3 and the feedback from the GSE Survey reinforces the need to formalise policy and put in place 
and monitor actions. 
 
Research focused mentoring of female staff is underway.  A SEC pilot for direct support in terms of 
seedcorn funding of projects to support grant applications and funding for publication costs has 
also been introduced, with female academics having been successful in each of the 6 quarterly 
rounds of funding which have been advertised in SEC, the largest SET faculty. Uptake shows that 
more than threefold of these are female. 
 

Action Plan Reference  Action 

Objective 3 
Action 3.1 

Establish mechanisms to identify monitor and formalise SET gender 
participation in academic development/research opportunities. 

Objective 3 
Action 3.3 

Extend the SEC pilot plan to improve engagement of female 
academic staff in high quality research and publication strategies. 

Objective 1 
Action 1.7 

Ensure female returners’ and early career researchers’ (Concordat 
principles) needs are reflected in the current institutional review of 
Induction. 

Objective 4 
Action 4.2 

Monitor and evaluate the extent to which the new performance and 
development appraisal scheme has supported SET female academic 
staff in next gender equality survey. 

 
 

(ii) Mentoring and networking 
 
 
The University offers a range of mentoring opportunities to reflect different needs.  

 SEC has piloted a mentoring process for staff wishing to apply for the new Associate 
Professor role.  The outcome is that 80% of eligible SET females applied (University 
average = 75%) compared to 85% of eligible SET males (University average=75%). 

 All SET faculties run a mentoring scheme for all new staff, aligning them to an experienced 
staff member for the 12 month period of probation.  This can be extended on an informal 
basis and Heads of Schools are encouraged to maintain a female mentor programme in 
their schools.  

 An equality mentoring scheme (similar to Springboard) is run annually to support the 
success and progression of female staff. The uptake has been relatively poor at only 10% 
of eligible staff to date. The GSE Survey and focus groups indicated that participation rates 
would improve if formally linked to progression and promotion and appraisal. Feedback 
has been universally positive with a full evaluation to be completed by July 2014 to assess 
the impact on improvements to confidence, career development and networking.   

 This year the University funded places for four senior lecturer or equivalent Grade 9 
academic females in SET departments on the national Aurora programme.  A web page 
has been developed promoting the programme with information about the application 
process.  The web page includes the profile of the University’s Aurora champion who is 
Professor Fiona Ross, Chair of the Equality Committee and Dean of the Faculty of Health, 
Social Care and Education.  An internal evaluation conducted six months after completion 
will determine the extent to which this is rolled out. 

 The GSE survey and focus groups indicated that SET female staff were significantly less 
likely to feel they had networking opportunities in comparison to SET males. To progress 
this, the team initiated the University’s first women’s SET network is lead by Dr. Ann 
Ooms. The network is exploring how to disseminate the findings of the SET Gender 
Equality Survey to colleagues across the University and will be involved in monitoring and 
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the action plan. The network will also advise the self-assessment team on what other 
networking opportunities and activities should be available.  

 
 

Action Plan Reference  Action 

Objective 3 
Action 3.6 

Extend female equality mentoring scheme by formally linking it to 
progression and appraisal processes. 

Objective 3 
Action 3.8 

Identify, develop and promote SET female networking opportunities. 

 
 
  

b) Activities which raise the profile of women in SET 
(i) Conferences, seminars, lectures, exhibitions and other events. 

 

The University has been active in raising the profile of women in SET subjects.  It established the 
Women in Science Research Network (WISRNet) in collaboration with the Royal Society, the 
Rothschild Archive and Liverpool University.  It is funded by the AHRC as part of its ‘Science in 
Culture’ programme.  WISRNet is a cross-disciplinary network of academics, archivists and 
practicing scientists who have come together to examine the participation of women in learned 
scientific societies, from the early 19th century to present.  By sharing cross disciplinary 
methodologies it explores what each group might learn from the other and engage in a wider 
history of how gender affects authority, expertise, recognition and involvement in science. 

The Faculty of SEC established the Rose Award Lecture Series to recognize the contribution of 
distinguished female scientists and engineers.  The inaugural lecture, entitled ‘Progress in therapy 
for Duchenne muscular dystrophy: a reason for optimism’, was given by Professor Dame Kay E 
Davies on the 27th June 2012 and is now an annual event.  The initiative was designed to 
encourage attendance from schools and the community including local girls schools.. 

Our staff are also keen to advance the careers of female students.  For example, the development 
of an electric car for the international student Formula event at Silverstone in 2012 was headed by 
Gordana Collier and as a result one of the female members of the team has been awarded the 
prize by Global Automotive Manufacturing, category 'Leaders of Tomorrow'. 

We have also funded two students to attend the annual Women in Engineering conference for the 
past two years. 

Research seminars in all Schools and research group meetings are held during lunchtimes to allow 
those with child care commitments to attend.  Science fairs where staff and research students 
present their work are held regularly during the day and between 9.30- 4.00 pm so those with 
caring responsibilities can attend. 
 
In conjunction with the Smallpiece Trust, the University is hosting a 3 day residential event in 
August 2014.  Involving British Airways, this event will encourage gender equality and an equal 
number of places  will be offered to girls and boys.  Helen Sharman will be involved in the event, 
providing inspiration and a role model for the young people taking part.  We will analyse 
applications during the year to ensure we take timely steps to meet our target. 
 
We are in discussion with the Daphne Jackson Trust to explore co-funding two Fellowships. We 
have already provided support for a returning research staff member to work part time and this is  
 
We are currently advertising a job share position in the School of Aeronautical Engineering and 
Aerospace. 
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Dr Lucy Jones works with local schools and colleges in collaboration with the Society of Biology to 
deliver outreach activities, in the past two years these have been focused on girl’s schools. In 
addition she is an equality champion for VITAE and a role model for Aurora.  She is currently 
working on plans to create a network of local girl’s schools to engage with the Kingston University 
Female Engineers Network, a student group, to develop peer mentorship opportunities. 

Through staff development we provide financial support for women to attend conferences and also 
provide a publication fund where staff can apply to have publication costs of accepted papers 
covered where there is no suitable external grant funding in place. 

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

The Marketing and Communications Department publishes a list of trained academics and 
researchers on the website. Currently 46% of these media experts are female. On 28 October 
2013, Kingston University in conjunction with Wikimedia UK organised a Women in Science 
themed editing event following attendance by E. Sim who was quoted in the THES following the 
event in the National Institute for Medical Research.  At the KU workshop, representatives from 
Wikimedia UK explained how Wikipedia works and answered questions about editing and 
improving Wikipedia articles. Editing and insertion of female scientists' pages was undertaken and 
has led to an item in New Scientist.   
 
Press releases covering new grant awards for our female academics and publications in SET 
education and in other research areas are also regularly highlighted by our very effective University 
Communications team. 
 
Dr Helen Sharman OBE, facilities manager for SEC, was the first female UK astronaut and is 
regularly invited for media items including Women's Hour and interviews by national newspapers. 
 
 

Action Plan Reference  Action 

Objective 5 
Action 5.2 

Develop 10 new wiki pages for women scientists in 2014. 

Objective 5 
Action 5.3 

Nominate women academics for appropriate national and 
international prizes. 

Objective 5 
Action 5.4 

Monitor uptake of media opportunities and media training for SET 
female staff 

 

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

Kingston University has Institutional membership of WISE to provide our female SET academics 
with access to mentors, networks and events that promote women in SET.  Our female staff are 
encouraged and nominated by more senior staff to serve on national and international committees.  
For example:  
 
Prof. Vesna Brijic Okretec (Computing and Information Systems) is Chair of the British Association 
of Information and Library Education and Research, BAILER, which includes all Information and 
Library Schools and Departments in the UK and Ireland.  
 
Prof Ruth Harris (Nursing)  is a Member of the  National Institute for Health Research (NIHR) 
Research for Patient Benefit (RfPB) London Commissioning Committee and a Member of the  
Royal College of Nursing (RCN) Annual International Nursing Research Conference International 
Scientific Advisory Panel . She is also an Associate Editor for the International Journal of Nursing 
Studies.  
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Dr Maria Martini  (Computing)  serves on several  International Research Panels  including chairing 
the  IEEE 3D Rendering, Processing and Communications Interest Group (2013-2014) and she is 
a voting member of the Board of the IEEE Multimedia Communications Technical Committee 
 
Prof. Barbara Pierscionek is  a peer review panel member of the   EPSRC  and is on the Editorial 
Board of the  Journal of Biomedical Optics  
 
Prof. Edith Sim serves as chair of the Doctoral Panel of the Medical Research Council and is a 
member of the MRC's Career's Training Group.  
 
Professor Fiona Ross and Professor Vari Drennan sit on the National Institute for Health Research 
Health Services and Delivery Commissioning Board.  Fiona Ross is  also a Trustee of Princess 
Alice Hospice, a Trustee of London Higher Board, a member of St George’s, University of London 
Council, a Fellow of the Queen’s Nursing Institute, Fellow of the European Academy of Nursing 
Science and the President of the International Collaboration of Community Health Nursing 
Research. 
 
The communications team regularly features our successful women including Prof. Angela Russell, 
and Dr Lori Snyder who have each recently won medals from learned societies. 
 
Recently Sabine Brosch  a student member of  Gordana Collier's electric car racing team   won the 
Leader of Tomorrow category at the Automotive Supply Chain awards.  
 
All of these awards have been highlighted prominently on websites and newsletters which are 
widely consulted. 
 
 
 
 
Organization and Culture 

a) Data for the past three years on trends and significant issues, in particular anything 
relating to gender equality. 

(i) Female:Male ratio of Heads of School/Faculty/Department 

  

Table 10 Faculty Management Group (FMG) by SET/University Level, 
Gender and Year 

As at 31/07/2012 

FMG 

SET University total 

F M F % F M F % 

9 13 41% 16 32 33% 

As at 31/07/2011 

FMG 

SET University total 

F M F % F M F % 

9 14 39% 18 33 35% 

As at 31/07/2010 

FMG 

SET University total 

F M F % F M F % 

9 9 50% 20 25 44% 
Table 10. FMG includes senior Academic Heads, Directors and Deans.  Numbers 
are in head count whilst % denotes the proportion of FMG who are female. 

 

https://owa.kingston.ac.uk/owa/redir.aspx?C=8222b2fb461f479f8ae694c2b5941259&URL=http%3a%2f%2fcommittees.comsoc.org%2fmmc%2fIG%255C3DRPCIG.asp
https://owa.kingston.ac.uk/owa/redir.aspx?C=8222b2fb461f479f8ae694c2b5941259&URL=http%3a%2f%2fcommittees.comsoc.org%2fmmc%2fIG%255C3DRPCIG.asp
https://owa.kingston.ac.uk/owa/redir.aspx?C=8222b2fb461f479f8ae694c2b5941259&URL=http%3a%2f%2fcommittees.comsoc.org%2fmmc%2fIG%255C3DRPCIG.asp
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Table 11 Faculty Senior Management Group (FSMG) by SET/University 
Level, Gender and Year 

As at 31/07/2012 

FMG 

SET University total 

F M F % F M F % 

6 2 75% 8 9 47% 

As at 31/07/2011 

FMG 

SET University total 

F M F % F M F % 

7 7 50% 10 13 43% 

As at 31/07/2010 

FMG 

SET University total 

F M F % F M F % 

5 4 56% 7 9 44% 
Table 11. Faculty Senior  Management  Group (FMSG) consists of Deans, 
Associate Deans and Deputy Deans. % Numbers are in head count whilst % 
denotes the proportion of FSMG who are female. These staff are also members of 
FMG 

 

 

 

 

 

 

 

 

 

Figure 10. The number of individuals are shown under the appropriate column on the x 
axis. 
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As shown in Figures 10 and 11, there is greater female representation in both SET FMG and SET 
FSMG than at University level. Disappointingly, there is a small drop in the percentage of females 
in the SET FMG, although the numbers have remained the same which is linked to a restructuring 
in 2011. However there is an increase in the percentage of SET Faculty Senior Management 
Group which follows from the restructure and is a result of external recruitment of senior female 
staff and also internal promotion of female staff to senior roles.  These senior staff provide role 
models within SET. 

 

Action Plan Reference  Action 

Objective 3 
Action 3.9 

Monitor effects of restructure on gender balance in senior roles. 

Objective 1 
Action 1.1 

Increase the number of female applications for SET senior staff roles 
through targeted advertisements, communication and mentoring. 

Figure 11. Faculty Senior Management Group (FSMG).The number of individuals are shown under the 

appropriate column on the x axis. % Female denotes ther proportion of Faculty Mangement Group 
who are female. 
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(iii) Gender balance on the senior management team at university level.  

In 2012 the Senior Management Team (SMT) comprised the Vice Chancellor, Deputy Vice 
Chancellor, the Finance Director and Deans. NB Prior to 2012, the SMT did not include the Deans. 
We anticipate that a critical mass of females will positively influence policy decisions and provide 
role models (Table 12). 

 

(iv) Gender balance on influential committees  

At Kingston we have defined influential committees to be the Board of Governors, Senior 
Management Team (SMT), Academic Board and the Operations Board.  

 

Table 12 Influential Committees by Gender and Year 

As at July 2013 

Committee Female Male Total % Female 

Academic Board 27 26 53 51% 

Board of Governors  10 13 23 43% 

Operations Board  16 16 32 50% 

SMT  4 7 11 36% 

Total 57 62 119 48% 

As at July  2012 

Committee Female Male Total % Female 

Academic Board 19 24 43 44% 

Board of Governors  5 14 19 26% 

Operations Board  14 14 28 50% 

SMT  4 7 11 36% 

Total 42 59 101 42% 

As at July  2011 

Committee Female Male Total % Female 

Academic Board 20 26 46 43% 

Board of Governors  5 16 21 24% 

Operations Board  9 15 24 38% 

SMT  1 5 6 17% 

Total 35 62 97 36% 
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The percentage of staff who are female on influential committees has risen annually during the 3 
years from 2010-2013.  This is true for all committees except for the Operations Board where 
gender representation has remained the same at 50% for the past 2 years.  

A proactive collaboration between the EDI unit and the Board of Governors resulted in the 
recruitment of 5 new females including a female former Vice Chancellor of which three are experts 
in SET subjects. The number of senior women in the Institution means the committee workload is 
distributed across a range of individuals.  

 

Action Plan Reference  Action 

Objective 4 
Action 4.3 

Monitor the retention of women on the Board and continue to actively 
recruit women to achieve a 50% representation. 

b) Policies and activities at the university that show a supportive organisation and 
culture in university SET departments. 

(i) Transparent workload models  

The University is currently reviewing its workload model in parallel with the new promotion and 
progression exercise which addresses issues relating to circumstances including flexible working 
and career breaks.  Additional responsibilities in health and safety matters are allocated to 
appropriate senior technical staff as part of their job description. Admissions tutor and other time 
consuming roles are rotated within schools and the University is investigating the option of rotation 
of Heads  and Deputy Heads of Schools.  These changes will involve extensive consultation in 
which the issue raised in the SET Gender Survey on transparency and fairness of workload 
allocation along with other EDI considerations will be embedded. There is work to be done in this 

Figure 12.  The  headcount is shown below the relevant column on the x axis. 
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area where, historically, a workload model exercise more than 5 years ago across the University 
did not progress to implementation. The partnering of a member of EDI staff with each faculty and 
establishing an EDI champion in each school involved in allocation of responsibilities will facilitate 
equitable distribution of tasks and workloads across areas and ensure they are put into practice in 
the new appraisal and promotion processes. 

 

Action Plan Reference  Action 

Objective 4 
Action 4.1 

Ensure that the workload model supports women (particularly those 
with caring responsibilities) and takes into account the issues raised by 
staff in the SET Gender Equality Survey 2012, the Gender Equality 
Survey 2010 and gender analysis on workload from the institutional 
staff survey 2012 

 

(ii) Creating an Inclusive environment.  

The University has committed itself to creating an environment as a goal in the EDI strategy. This 
is particularly to ensure that in the changing H.E. climate, female staff are not negatively impacted 
by policies or behaviour. The Senior Management Team agreed that all major changes will be 
subject to an equality impact assessment and that all committee proposals will identify the impact 
on people. The University’s staff survey (2012) shows improvement in knowledge of equality and 
diversity compared with 2010.   The GSE survey and focus groups indicate strongly that staff do 
understand the importance of gender equality. There is some indication that females were more 
likely to consider that a greater awareness of equality and diversity and supportive behaviour was 
still needed.  

 

Objective 4 
Action 4.4 

Encourage and monitor the participation of all levels of SET staff in 
the EDI central workshop and online module which promote 
understanding and knowledge of gender equality and skills to draw 
out the potential of female staff. 

 

(iii) Publicity materials, including the university’s website and images 
used. 

The University in its major publicity material has included several images, stories and research on 
SET women.  The Athena SWAN communications plan has provided a more systematic approach 
which has raised the profile of SET women considerably.  The Equality Committee has tasked the 
Director of Marketing and Communications to develop a plan on promoting equality and diversity in 
the new Marketing and Communications strategy. We see this is a good opportunity to ensure SET 
gender equality is an integral not marginal activity. 
 

Action Plan Reference  Action 

Objective 5 
Action 5.1 

Include promotion of SET females and stories as a specific strand in 
the plan to promote diversity and equality through the institutional 
Marketing and Communication strategy. 
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Flexibility and managing career breaks 

a) Policies and activities 

i) Flexible working  
 
The University recognises that flexible working promotes good work-life balance which benefits 
both the university and members of staff. In the institutional staff survey 2012, in which 76% of all 
staff responded, 66% of all females (males: 60%) thought the University provides good support to 
help balance work and personal commitments.  The SET gender survey also strongly shows that 
line managers are perceived as being supportive of requests for flexible working.   
 
The University offers a range of flexible options to promote work-life balance. For example, in 
addition to 10 days dependency leave the University offers unpaid career breaks. The University 
enables parents to work flexibly on part time contracts. In general more SET female academic staff 
tend to work part time (2012: 45%) than SET academic males (2012: 37%). Job shares are also in 
place for academic staff. 
 
The University has recently reviewed its flexible working policy to ensure the infrastructure and 
culture facilitates the greater use and permit monitoring of a wide range of flexible options.  The 
policy will be launched in the spring of 2014 and is accompanied by guidance and a 
communications plan. 
 
 

Action Plan Reference  Action 

Objective 2 
Action 2.1 

Enhance and make visible the flexible working policies and monitor the 
career paths of those who have flexible working arrangements. 

Objective 2 
Action 2.3 

Establish mechanism to ensure we can and do monitor the requests for 
flexible working and decisions by gender and department. 

 

Parental leave  

The University policies offer parents the opportunity to take paid (6 months leave with full pay, 
followed by 6 months at 50% of pay) or unpaid additional parental leave.  Maternity leave is 
covered by advertising externally for a temporary replacement for the duration of the leave. For 
research staff on fixed term contracts funded by Kingston University, posts would be extended 
following return of the post holder. Those on external contracts are subject to the funders' policies. 
In all cases the University would provide alternative research student supervision arrangements to 
maintain research activity. 

The Gender Survey (2010) and SET focus groups (2013) identify that the University supports 
women in returning to work but that there is room for better support upon their return to reintegrate 
quickly. We will analyse the work pattern of parental leave returners to assess support needs. SET 
staff are supported before and after their leave by HR and line managers with individual plans 
developed.  These have built in flexibility and the University offers ten paid Keeping in Touch (KIT) 
days and flexible working forms part of the conversation with staff prior to their return. KIT days can 
be used for training and also for career development. To date there has been no monitoring of the 
take up of KIT days or the extent to which parental leave breaks impact careers in terms of 
teaching/research portfolio or project completion. This is especially relevant for those women who 
are on fixed term contracts. During the recent academic promotion and progression of grade 10 
staff, those on maternity leave were able to participate if they wished with no detrimental effect on 
their career if they decided to delay applying until the subsequent round 

There is very low staff turnover and the return of staff after maternity leave is high.  This needs to 
be monitored in relation to return to full time or part time working.  The GSE survey and institutional 
staff surveys show that female staff feel their requests for part time work are taken onboard across 
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the SET departments and job share options are given high priority.  However we wish to formally 
monitor this in future to ensure consistency and breadth in flexible options used. 

 

Action Plan Reference  Action 

Objective 2 
Action 2.2 

Develop formal monitoring and reporting on returns from maternity 
leave including the use of KIT days, the impact of parental leave on 
portfolio or project completion, patterns of work and support provided.  

Childcare  

The University actively promotes childcare vouchers and information about the nursery on a 
dedicated webpage with regular communication exercises particularly at induction events for all 
new staff.  The University nursery is open from 8.15 am to 5.45 pm with a summer play scheme 
operating on a similar basis.  The nursery caters for children of staff and students of Kingston 
University.  It is registered and inspected by the Office for Standards in Education (OFSTED).  The 
nursery supports children with special educational needs and those who speak English as an 
additional language. The child care vouchers allow staff to benefit from the wide range of child care 
provision in the local area.  

Work-life balance  

Kingston’s practice is to schedule meetings between 9.30-4.30 pm.  Training normally runs 
between 9.30-4p.m. and networking events or sessions are normally held during lunchtime session 
12-2 pm. 

The GSE survey showed strongly that females considered their line manager to support a good 
work-life balance.  

Word count: 4376  

5. Any other comments: maximum 500 words  

Students 

We wish to increase the number of women on our SET undergraduate and postgraduate 
programmes. We are actively working with the local schools and colleges through outreach 
programmes and student ambassadors who themselves are female students in SET subjects. The 
President of the Kingston University Students' Union is a biochemistry student and is an 
outstanding ambassador. The University has applied for post graduate funding (HEFCE) to 
understand and improve diversity in postgraduate programmes.  

Lucy Jones has a major role in promoting student engagement activity both locally and nationally 
through the Higher Education Academy and is involved in the Big Bang event. 

 

Action Plan Reference  Action 

Objective 6 
Action 6.1 

Increase the numbers of female SET post graduate students to 
increase the pipeline into SET academic roles. 

Three years ago we set up an equality mentoring scheme of female students in SET.  To date 71 
female SET students have completed the scheme which pairs them with mentors in SET industries 
to raise their confidence and provide them with networking opportunities. This successful scheme 
has had positive feedback from not only mentees but also mentors who take back a greater 
understanding of gender equality into their workplace. The scheme was extended this year to 
include post graduate students. 
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Nick Freestone (SET academic) is working in partnership with SET students, the student union and 
the EDI team to establish a sustainable WiSET, a student network to support female students in 
SET. 

 

Action Plan Reference  Action 

Objective 6 
Action 6.2 

Evaluate and extend the SET female student mentoring scheme. 

SET Gender equality survey (2013) 

An online questionnaire was developed to measure staff’s perceptions of the workplace culture at 
Kingston University.  There were 27 statements and participants were asked to what extent they 
agreed, using a 6-point scale from strongly disagree (0) to strongly agree (5) reversed for negative 
statements.  In addition, 6 demographic questions and 4 open-ended questions were included.   

All academic staff members from the SET departments were invited to complete the online survey 
and 340 staff completed the questionnaire (49% response rate).  Of all participants, 85% were full 
time staff.  32% of the participants had children under 18 and 27% had adult dependents.  Females 
comprised 57% of the survey participants.  To explore the issues raised by the survey, focus 
groups were facilitated by the EDI Unit. Findings have been included in the relevant section and 
have informed the choice of actions.   
 

 

         Word count: 350
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Kingston University Athena SWAN Action Plan   

The action plan has been grouped according to key themes and stages in the staff lifecycle. 

 

Key: VC = Vice Chancellor, , PVC = Pro-Vice Chancellor, R= Research, E= Education,  US = University Secretary, HR  = Human Resources, 
Director M&C = Director of Marketing and Communications, WP= widening participation, EDI = Equality, Diversity and Inclusion, OD = 
Organisational Development, The Team = The Athena SWAN Self Assessment Team. 

 

Action Description of Action Lead  Targets & 
Timelines 

 

Links to other 
institutional 
strategies 

Success measures/ evaluation 

1. Support the recruitment, promotion, induction and retention of female staff in SET   

1.1 Increase the number of female applications 
for SET junior and senior researcher, grade 
10 and senior staff roles through targeted 
advertisements, communication and 
mentoring. 

 

HR Director  
Deans 

2014 
onwards 

People 
Strategy 

Increase in the number of applications 
received by academic females for SET 
posts. 
Faculty Management Groups are provided 
with quarterly recruitment, appointment and 
promotion data reports which analyse data 
for all and specifically for junior and senior 
researcher, grade 10 and senior staff. 
Recruitment strategy is adapted 
accordingly. 

1.2 Promote and monitor application of Grade 
10 package for SET female and take action 
through faculty management groups and 
appraisal processes. 

Deans 2014 
onwards 

EDI strategy High percentage of SET females engaged 
in Grade 10 activities.  
Improved feedback in surveys. 
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Action Description of Action Lead  Targets & 
Timelines 

 

Links to other 
institutional 
strategies 

Success measures/ evaluation 

1.3 Emphasise family friendly policies and 
success of female SET staff on 
advertisements more prominently and 
positively. 

HR Director 
 
Director 
M&C 

 Communicatio
ns strategy 
 
EDI strategy 

External web presence and recruitment 
pages promote family friendly policies and 
stories about successful SET women. 
 

1.4 Monitor the success rates in terms of 
gender of those applying for transfer or 
promotion to the Associate Professor roles 
in the current transition period. Put into 
place actions identified in the action plan to 
mitigate any negative gender impact. 

Deans 
PVC E 
PVC R 
HR Director 

First stage 
completed by 
Feb 2014 

EDI strategy Data available on success rates by gender 
and SET/University level. 
Mitigating actions in place and taken up 
monitored by gender and SET/Univeristy 
levels. 
Academic gender gap in grade 10 roles is 
reduced/maintained. 

1.5 Continue consultation with WISE and 
implement proven recruitment strategies. 

HR Director 
The team 
Deans 

Ongoing People 
Strategy 

Introduction of proven recruitment 
strategies. 

1.6 Investigate reasons for under 
representation of women in senior 
researcher posts and reflect actions in the 
recruitment and promotions and other 
relevant strategies.   

PVC R, 
Deans 

Completed 
by July 2014 

Research 
Strategy 

Actions agreed and reflected in recruitment 
strategy. 

1.7 Ensure female returners and early career 
researchers (Concordat principles) needs 
are reflected in the current institutional 
review of Induction. 
 

PVC R Completed 
by May 2014 

People 
Strategy 
 
Research 
strategy 

Induction differentiates between career 
stages and is provided to females returning 
from maternity or other career breaks. 

1.8 Conduct a detailed review of female 
managers at professorial and executive 
levels (analysed at SET and University 
level) in line with the Joint Negotiating 
Committee for Higher Education Staff 
(JINCHES) Equal Pay guidance and 
recommend next steps. 

Head of HR 
Systems 
and Reward  
 Deans 
 
EDI Adviser 

By July 2014 People 
strategy  
 
EDI strategy 

Reduction in the pay gaps.  
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Action Description of Action Lead  Targets & 
Timelines 

 

Links to other 
institutional 
strategies 

Success measures/ evaluation 

1.9 Conduct exit interviews to explore reasons 
for leaving at all grades analysing this 
information by gender and department. 

Head of HR 
Policy and 
Advice 

November 
2013 
onwards 

People 
strategy 

Resignations explored and any 
adjustments made in family friendly 
policies, maternity leave or career breaks.  

1.10 Assess the data on fixed term and open 
ended contracts analysed by SET category, 
grade and gender including the growing 
number of staff on research contracts. 

HR 
Director, 
Deans 
 
Head of EDI 

Feb 2014 
onwards 

People 
Strategy  
 
EDI strategy 

Fixed term contracts are fairly applied and 
not predominant in any one grade. 

2. Enhance and promote family friendly policies and procedures that support career breaks  

2.1 Enhance and make visible the flexible 
working policies and monitor the career 
paths of those who have flexible working 
arrangements. 
  

Deans 
 

November 
2013 and 
onwards 

People 
Strategy  
 
EDI strategy 
 
 

Flexible working is included in existing line 
management training – ‘People Matters’.  
 
Requests for flexible working and decisions 
by gender and department are monitored 
and reported. 
 

2.2 Develop formal monitoring and reporting on 
returns from maternity leave including the 
use of KIT days, the impact of parental 
leave on portfolio or project completion, 
patterns of work and support provided.  
 

Head of HR 
Systems 
and Reward 
Deans 

Development 
completed by 
September 
2014 and 
monitored 
thereafter 

People 
Strategy  
 
EDI strategy 
 

Knowledge of practice and impact on 
career development and retention of female 
staff. 

2.3 Establish mechanism to ensure we can and 
do monitor the requests for flexible working 
and decisions by gender and department. 

Director HR 
Deans 

July 2014 
onwards 

People 
strategy 

Management information on number of 
requests agreed, consistency across 
departments and range of flexible working 
patterns used. 

3.  Support the career development of female staff in SET  

3.1 Establish mechanisms to identify monitor 
and formalise SET gender participation in 
academic development/research 

PVC E  
PVC R, 
Deans 

July 2014 
onwards 

People 
strategy 
 

Monitoring systems in place and reports 
available.  
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Action Description of Action Lead  Targets & 
Timelines 

 

Links to other 
institutional 
strategies 

Success measures/ evaluation 

opportunities.  
 

Head of OD 
 

Education 
strategy 
 
Research 
Strategy 

SET Gender Surveys and Networks used 
to develop and monitor effective career 
development. 

3.2 Analyse submission rates of female 
academics in REF 2014. Explore the 
experiences of female staff in different Unit 
of Assessments to identify and cascade 
good practice through the Research and 
Equality governance structures. 

PVC R, 
Head of EDI 

January 
2014-March 
2014 

Research 
Strategy 
 
EDI strategy 

Understanding of key barriers and 
enablers. 
Creation of Action Plan as part of the 
equality impact assessment on the REF 
2014. 
Female equality embedded in departmental 
and institutional research structures. 

3.3 Extend the SEC pilot plan to improve 
engagement of female academic staff in 
high quality research and publication 
strategies. 
 

Deans November 
2013 
onwards 

Research 
strategy 

Increase in number of female academic 
staff  engaging in high quality research and 
publication strategies. 

3.4 Bespoke career development for staff in 
Associate Professor and senior staff roles 
monitored by gender and SET/University. 

Head of OD 
 
Head of EDI 

January  
2014 
onwards 

 Reduction in academic gender differentials 
at grade 10. 
Improvements in responses on availability 
of equal career development opportunities.  
in SET Gender Equality Survey scheduled 
for November 2014 and the institutional 
staff survey May 2015. 

3.5 Develop a mechanism to effectively roll out 
the SEC faculty mentoring pilot to other 
SET faculties initially for grade 10 and 
include as part of the academic promotion 
and progression development portfolio. 
 

Deans January 2014 
next round of 
applications 
for Associate 
Professor 
role 
 

 Mentoring rolled across other SET 
faculties. 
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Action Description of Action Lead  Targets & 
Timelines 

 

Links to other 
institutional 
strategies 

Success measures/ evaluation 

3.6 Extend female equality mentoring scheme 
by formally linking it to progression and 
appraisal processes. 
 

Deans 
 
Head of EDI 
 

May 2014 for 
next intake 
and annually 
thereafter 

 

EDI strategy Increase in the number of academic SET 
females who participate on the scheme. 
Increase in the number of SET staff (male 
and female) who become mentors at all 
grades. 

3.7 Include question on extent to which 
appraisal has supported female staff in next 
gender equality research in November 2014 
and the institutional staff survey May 2015.  
Analyse results by gender and 
SET/university level. 

Head of EDI 
 

Nov 2014 
and May 
2015 

EDI strategy Improvement in the mean scores allocated 
for this question in the SET Gender survey 
and the institutional staff survey.  

3.8 Identify, develop and promote SET female 
networking opportunities. 
 

Female 
Network  

November 
2014 and 
ongoing 

EDI strategy Network activities take place and are 
publicised internally and externally.  
 

3.9 Monitor effects of restructure on gender 
balance in senior roles. 

Head of EDI Dec 2013 
and at each 
round 

EDI strategy Positive impact on gender balance. 

4. Institutional culture 

4.1 Ensure that the workload model supports 
women (particularly those with caring 
responsibilities) and takes into account the 
issues raised by staff in the SET Gender 
Equality Survey 2012, the Gender Equality 
Survey 2010 and gender analysis on 
workload from the institutional staff survey 
2012. 

PVC  E  
Deans 
HR Director 

2014 
onwards 

People 
Strategy 

Positive feedback in Gender Equality 
Survey scheduled for November 2014 and 
the institutional staff survey May 2015 
(results analysed by gender and 
SET/University level). 

4.2 Monitor and evaluate the extent to which 
the new performance and development 
appraisal scheme has supported SET 
female academic staff in next institutional 
and gender equality survey. 

HR Director  
Head of EDI 

Nov 2014, 
May 2015 

People 
Strategy  
 
EDI strategy 

Improvements in response rates in SET 
Gender Equality Survey scheduled for 
November 2014 and the institutional staff 
survey May 2015 (results analysed by 
gender and SET/University level). 
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Action Description of Action Lead  Targets & 
Timelines 

 

Links to other 
institutional 
strategies 

Success measures/ evaluation 

4.3 Monitor the retention of women on the 
Board and continue to actively recruit 
women to achieve a 50% representation. 

PVC US Current and  
ongoing 

EDI strategy Maintain current gender balance/ achieve 
50% female representation on Board of 
Governors. 
 

4.4 Encourage and monitor the participation of 
all levels of SET staff in the EDI workshop 
and online module which promote 
understanding and knowledge of gender 
equality and skills to draw out the potential 
of female staff. 

PVC E  
HR Director 
Head of EDI 

January 2014 
onwards 

EDI strategy Improved response to question on inclusive 
culture and leadership in SET Gender 
Equality 2013 survey. 

5. Communications and media 

5.1 Include promotion of SET females and 
stories as a specific strand in the plan to 
promote diversity and equality through the 
institutional Marketing and Communication 
strategy. 

Director 
M&C 
 
Deans 
 

Current and 
ongoing 

M&C strategy 
 
EDI strategy 

Posters of SET females and role models 
are seen across the campuses.  
 
Stories of SET female are included in 
internal publications and internal and 
external web pages. 
 

5.2 Develop 10 new wiki pages for women 
scientists in 2014. 
 

Head if 
School CIS 

Current and 
ongoing 

 10 new wiki pages for women scientists in 
2014. 

5.3 Nominate women academics for 
appropriate national and international 
prizes. 

Deans 
Heads of 
School  
The team 

Current and 
ongoing 

 An increase in the number of women 
academics for appropriate national and 
international prizes. 

5.4 Monitor uptake of media opportunities and 
media training for SET female staff. 

Deans  M&C strategy Media interviews by femnale 
academics. 
Support of application for public 
understanding of science funding. 
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Action Description of Action Lead  Targets & 
Timelines 

 

Links to other 
institutional 
strategies 

Success measures/ evaluation 

6. Increase and support female SET students  

6.1 Increase the numbers of female SET post 
graduate students to increase the pipeline 
into SET academic roles. 

Deans  
Head of 
Doctoral 
School 
PIs 
Head of WP 

Current and 
ongoing 

 An increase in numbers of students and 
extend to post graduate students to 
increase the pipeline into SET academic 
roles. 

6.2 Evaluate and extend the SET female 
mentoring scheme. 

Deans 
Head of EDI 

September 
2014 

EDI strategy 25% Increase in number of students on the 
scheme. 

7. Embed, sustain and develop Athena SWAN activity 

7.1 Widely communicate the University Athena 
SWAN application and embed the action 
plan into relevant committees and groups. 

Deans 
Director of 
M&C 
The team 

December 
2014 

EDI strategy Increased awareness of the University’s 
commitment to gender equality in SET, the 
application and Athena SWAN benefits. 

7.2 To invite different departments to apply for 
an Athena SWAN bronze award.   

VC and 
Deans 
The Team 

December 
2013-June 
2014 
And annually 
thereafter 

EDI strategy Understanding of departmental level 
gender equality issues. 
Mitigating actions agreed to advance 
gender equality in departments. 
 
 

7.3 To establish representative and gender 
balanced departmental self assessment 
teams. Target is at least 1 each year. 
 

Heads of 
School 

June 2014 
onwards 

EDI strategy Representative teams in place with good 
gender balance. 

7.4 Consider extending to non-SET areas. 
Apply for the new Gender Equality Mark 
due to be launched end of 2014. 

VC and 
Deans 

April 2014 
onwards 

EDI strategy Institutional benefit, advancement of 
females in other departments. 

7.5 Agree dedicated resources. VC  
 

January 2014 EDI strategy Delivery of action plan and intended 
benefits. 

 


