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GLOSSARY  
  
ART Academic Research and Teaching  HR Human Resources 

AS Athena SWAN  KEI Knowledge Exchange and Impact 

BME Black and Minority Ethnic  LA Local Authority 

BoS Board of Studies  PDR Performance and Development Review 

CHP Centre for Housing Policy  PE Practice Educator 

CPD Continuing Professional Development  PGR Postgraduate Research 

CS Culture Survey  PGT Postgraduate Taught 

CSC Commonwealth Scholarship 
Commission 

 PhD Doctor of Philosophy 

DEC Departmental Ethics Committee  PI Principal Investigator 

DepHoD Deputy Head of Department  PRES Postgraduate Research Experience Survey 

DLHE Destinations of Leavers from Higher 
Education 

 PSS Professional Support Staff 

DMT Department Management Team  R Research 

DRC Department Research Committee  R&T Research and Teaching 

DTC Department Teaching Committee  RAE Research Assessment Exercise 

ECC Exceptional Circumstances Committee  REF Research Excellence Framework 

ECU Equality Challenge Unit  SAT Self-Assessment Team 

E and D Equality and Diversity  SPRU Social Policy Research Unit 

EDC Equality and Diversity Committee  SPS Social and Political Sciences 

http://www.york.ac.uk/spsw
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ESRC Economic Social Research Council  SPSW Social Policy and Social Work 

FTC Fixed term contract  Snr 
Mgt 

Senior Management 

FTE Full Time Equivalent  SUPA 
Group 

Service User and Carer Participation 
Advisory Group 

GTA Graduate Teaching Assistant  T&S Teaching and Scholarship 

HE Higher Education  TA Think Ahead 

HoD Head of Department  UG Undergraduate 

 

NOTE ON DATA SOURCES 

Student data covers the academic years 2014/15 - 2018/19. Headcount data has been used because 
on certain programmes (professional development and/or taught online) all students are part-time. 
Headcount therefore provides a better indicator of total activity than FTE. Student data includes 
visiting students. 
 
Staff data is FTE and covers the period 2010-2018/2019. These years have been selected because 
they encompass a period of substantial departmental change. Data has been drawn from the 
following sources: 

 University of York Student records and Human Resources 

 ECU and HESA benchmark data 

 the department’s own records 

 the Athena SWAN Culture Survey (CS 2019). Response rate: 82% (70% female and 30% male, 
which mirrors the departmental gender profile). 
 
 

1. LETTER OF ENDORSEMENT FROM THE HEAD OF DEPARTMENT 

Recommended word count:  Bronze: 500 words | Silver: 500 words 

An accompanying letter of endorsement from the head of department should be included. If the 

head of department is soon to be succeeded, or has recently taken up the post, applicants should 

include an additional short statement from the incoming head. 

Note: Please insert the endorsement letter immediately after this cover page. 
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Prof John Hudson 
Head of Department 
 

+44 (0)1904 321245 
john.hudson@york.ac.uk  

Department of Social Policy and Social Work 
University of York, York, YO10 5DD. 
 

 

 
                                                                                                                                                        

19th May 2020 

 
To: Head of Athena SWAN 
Advance HE 
First Floor, Napier House 
24 High Holborn 
London 
WC1V 6AZ 
 
Dear Head of Athena SWAN, 

This application for an Athena SWAN Bronze award has my strong support, and that of the 
Departmental Management Team. 

As a world-leading Department of Social Policy and Social Work, our subject brings with it an 
inherent interest in and commitment to the principles of equality, diversity and social justice. We 
have a strong track-record in widening participation, and in meeting the needs of a particularly 
diverse student body, including a number of routes and modes of study.  A substantial majority of 
our students are female, and consistently so at all levels. The majority of our staff are also female. 
Since the early 2000s, two Heads of Department have been female, and other key roles, including 
the Deputy Head and Director of Teaching, are currently held by women.  

Despite this positive context, we are aware of some substantial challenges, and have used the 
Athena SWAN self -assessment process to look at them honestly and self-critically. Three key 
challenges have emerged, and the objectives in our action plan will address them. 

First, although female staff are well - represented up to Grade 8, there is a pipeline issue to Reader 
and Chair. 

Secondly, our self-assessment process has coincided with, and reflected, a period of considerable 
challenge and strategic change for the department, arising in part from external pressures. Since 
October 2010, a period of contraction has affected research staff in particular following reductions 
in government funding for some areas of our work. There is also now an increased concentration of 
fixed-term research posts. The gender profile of our department means that these changes have 
mainly affected female staff.  This is a key concern, which has generated strategic changes designed 
to strengthen job sustainability, including the introduction of a more integrated departmental 
structure. These changes will in turn strengthen the consistency and equity of our workplace policies 
and practices, and these are also a key feature of this submission. 

The third challenge concerns departmental culture. While the high response rate to our Athena 
SWAN survey was positive, female staff were considerably less likely to express confidence in the 
department’s commitment to tackling equality and diversity. These findings have been hard to hear 
but have formed the basis for a thorough review. 

mailto:john.hudson@york.ac.uk
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The Self-Assessment Team set up to carry out the work on this submission has been particularly 
inclusive, drawn from all parts of the department and involving a substantial proportion of its staff. 
This commitment to inclusivity will continue within our newly formed Equality and Diversity 
Committee, which will take forward the action plan arising from this work. We have benefited 
considerably from the scrutiny carried out for Athena SWAN. We are committed to achieving further 
concrete change, focusing in particular on: 

 Career progression by female academic staff to the higher grades. 

 Job sustainability. 

 Culture, aimed at embedding equality and diversity into departmental norms and practices. 

We are currently assessing the implications of Covid -19, but already know that it will increase the 
importance of these issues.  

I confirm that the information presented in the application (including qualitative and quantitative 
data) is an honest, accurate and true representation of the institution/department. 

Yours sincerely, 

 
Professor John Hudson,  
Head of Department of Social Policy & Social Work 
University of York 
 

560 words (recommended 500) 
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2. DESCRIPTION OF THE DEPARTMENT 

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

Present data on the total number of academic staff, professional and support staff and students by 

gender. 

Social Policy and Social Work at the University of York is a research-intensive department, ranked 3rd 
in the 2014 Research Excellence Framework, and 10th in the 2020 QS World University Rankings for 
Social Policy and Administration, and is a medium sized department within the context of the 
University.  In December 2018 it had around 100 staff, 800 students taught solely within the 
department and an additional 200 taught jointly with two other departments (Sociology and 
Politics).  Equality and social justice are integral to our work, and one of our Professors is the 
University’s Research Champion for Justice and Equality.  

We offer the following programmes: 

Table 1: Programmes offered by the Department of Social Policy and Social Work 
 

*Cross-departmental programmes 
** Taught online 

UNDERGRADUATE PROGRAMMES 

Social Policy BA (Hons) Applied Social Science 
BA (Hons) Social Policy 
BA (Hons) Social Policy, Crime and Criminal Justice 
BA (Hons) Social Policy, Children & Young People [no new intakes 
planned] 

Social Work MSocW Social Work 
BA Social Work [no new intakes planned] 

Criminology BA (Hons) Criminology* 

Social and Political Sciences 
(SPS) 

BA (Hons) in Social and Political Sciences* 

POSTGRADUATE PROGRAMMES 

Social Policy MA Social Policy 
MA Global Social Policy 
MA Global Crime and Justice 
MA Comparative and International Social Policy 
MA Social and Public Policy ** 

Social Work MA Social Work 
MA Comparative and International Social Work 
MA Social Work Practice (Think Ahead) 

Public Administration MPA Public Administration ** 
MPA Public Administration – International Development ** 
MPA Comparative Applied Social and Public Policy, Evaluation and 
Research 

Public Policy and Management MA Public Policy and Management** 

Research MRes Social Policy 
MRes Social Work 
PhD/ MPhil 
MA Social Research * 
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At postgraduate level there is a strong emphasis on professional development: four of our 
postgraduate programmes are taught wholly online to mid-career professionals, and we offer 
qualifying and post-qualifying programmes for social workers. The department is part of a Social 
Work Teaching Partnership spanning four local authorities in West and North Yorkshire, and the 
University of Huddersfield.  We have a long-standing commitment to widening participation, 
including innovative work with care leavers. 

As shown in Figure 1 below, in 2018/19 78% of undergraduate students, 76% of postgraduate 
students and 79% of research students were female. In 2018 70% of our academic staff were also 
female, compared with the national benchmark for our subject of 64%, and 79% of our professional 
support staff are also female. Female academic staff are under-represented above Grade 8 level, 
and over-represented among those on fixed term contracts. 41% of all departmental staff work part-
time, compared with 30% across the University and 28% across the Faculty of Social Sciences. 

Figure 1: Number and proportion of students and staff by gender in the Department of Social 
Policy and Social Work (December 2018) 

 

Our self-assessment process has coincided with a period of considerable challenge and strategic 
change, shaped partly by declining governmental research funding in some key research areas. Since 
2010 the total number of staff has reduced from 105 to 91, while research-only staff fell from 37 to 
23. The overall staff turnover rate has been broadly in line with that of the University, at around 
15%, although with a 10-year high during 2019 of 28%. There has however been continuity amongst 
change:  one third of staff have worked at the University for more than 10 years, and 56% for 5 or 
more. 

Strategic change is currently under way to reshape the department and strengthen its sustainability, 
introducing a more integrated structure. These changes will in turn strengthen the consistency and 
equity of our workplace policies and practices. A new Equality and Diversity Committee, reporting to 
the Department Management Team, will anchor and oversee implementation of the Action Plan.  
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Figure 2: The governance structure of the Department of Social Policy and Social Work 

 

Section 2: 428 words (recommended 500) 

3. THE SELF-ASSESSMENT PROCESS 

Recommended word count: Bronze: 1000 words 

Describe the self-assessment process. This should include: 

(i) a description of the self-assessment team 

(ii) an account of the self-assessment process 

(iii) plans for the future of the self-assessment team 

 

(i)  Description of the self-assessment team  

The membership of the department’s Athena SWAN Self-Assessment Team is shown at Table 2 
below: 
 
Table 2: Athena SWAN committee membership 
 

Name and post Role on SAT 
 

Department roles/responsibilities 

Natasha Barradell Unwin 
Student Support Administrator 

Organisation and 
Culture Working Group 

Joined 2017 
Member, SPSW Green Impact Committee 
Flexitime, able to work from home when needed 

Anette Bonifant Cisneros 
PhD student and GTA 

PGR representative 
and Students Working 
Group 

International student 
Joined department 2016 as PGT student 

Jo Bretherton 
Research Fellow 

Culture Survey 
Working Group 

Joined 2005 
Member, Departmental Ethics Committee 
Research in gender inequality and housing 



 

 
9 

Kate Brown 
Senior Lecturer in Social Policy 

Career Progression and 
Culture Survey 
Working Groups 

Joined 2012 
Maternity leave (2) 
Research interests in gender equality 
 

Kelly Devenney 
Lecturer in Social Work 

REF and Students 
Working Groups 

Joined 2018 
Programme Lead, Social Work 
Member, ECC 
Childcare responsibilities; flexible working and teaching 
constraints 

Kevin Farnsworth 
Reader in Social Policy 

Career Progression 
Working Group 

Joined 2014 
Two children with equal-shared caring responsibilities 

Naomi Finch 
Lecturer in Social Policy 

Student Data Lead; 
Flexible Working and 
Students Working 
Groups 

Joined 2000 
Maternity leave (3) 
Research includes gender equality 
Chair, ECC 

Sharon Grace 
Senior Lecturer in Social Policy 
and Deputy HoD 

DMT Review Group Joined 2005 
Deputy HoD from May 2019, including workload allocation 
Numerous citizenship roles including Disability Support 
Officer 

Antonia Keung 
Lecturer (T & S) 

Culture Survey 
Working Group 

Joined 2009 
Works part-time 
Maternity leave (2) 
Caring responsibilities 
Member, Academic Misconduct Committee 

Jane Lund 
Educational Designer 

Organisation and 
Culture Working Group 

Joined 2003 
Works part-time 
Chair, Online Teaching and Learning Group 
Single parent, has worked flexibly 

Neil Lunt 
Professor (ART) 

REF Working Group  
and DMT Review 
Group 

Joined 2012 
Chair of BoS, May 2018 – April 2020 

Jennifer McNally 
Lecturer (T & S) in Social Work  

Contracts, 
Recruitment, Induction 
and Retention Working 
Group 

Joined 2016 
Member, ECC and Independent Placement Panel 
Admissions tutor - Social Work 

Emese Mayhew 
Research Fellow 

Culture Survey 
Working Group 

Joined 2017 
Worked part-time 
FTE contract to July 2019 
Parent of child with Aspergers 

Lisa O’Malley 
Senior Lecturer in Social Policy 
and Crime 

Advice on current 
policies 

Joined 1994 
Deputy HoD to May 2019 
Maternity leave (2); carer, disabled adult, child with 
disability 

Deborah Quilgars 
Senior Research Fellow 

Flexible Working and 
Contracts, 
Recruitment, Induction 
and Retention Working 
Groups 

Joined 1990 
Works part-time 
Adoption leave and caring responsibilities 

Enrico Reuter 
Lecturer (T & S) in Public and 
Social Policy 

Career Progression 
Working Group 

Joined 2010 
Programme Leader Online MA programmes 
Member, Departmental Teaching Committee and University 
Distance Learning Forum 

Ellen Roberts 
Professor (Teaching and 
Scholarship) 

Chair Joined 1996, from the Civil Service 
Director of Online Studies 
Two periods of part-time working 
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Hayley Rowan 
PA to HoD 

Overall coordination 
and support to the 
Chair 

Joined 2017 
Works part-time 
Able to work flexibly to accommodate caring 
responsibilities 

Aniela Wenham 
Lecturer in Social Policy 
 

Culture Survey 
Working Group 

Joined 2014 - three young children 
Entered HE as a mature student 
Long-standing interest in widening participation 

Mark Wilberforce 
Senior Research Fellow 

Organisation and 
Culture Working Group 
Ethics lead, Culture 
Survey 

Joined 2018 
Chair, Departmental Ethics Committee 
Parent of child with autism 

 
(ii) An account of the self-assessment process 

The Self-Assessment Team (SAT) was formed in September 2018, following a departmental meeting. 
Membership was decided by the SAT Chair and the Head of Department, taking into account interest 
expressed and staff group characteristics including gender, function, role, career stage, caring 
responsibilities and contract type. This resulted in the formation of a comparatively large SAT. The 
group reduced in size from October 2019 for the final stages of the work. Membership has included 
two successive (female) Deputy Heads of Department. The present incumbent will chair a new 
Equality and Diversity Committee as the successor to the SAT.  Members of the SAT were given a 
workload allowance. 

The Head of Department has been closely involved, both in analysing data and as Chair of the 
Department Management Team to which the SAT reports as a standing item. Athena SWAN has also 
been a standing item at the other key committees: Departmental Research Committee, 
Departmental Teaching Committee and Board of Studies. The SAT met 12 times between September 
2018 and April 2020. Working Groups were formed in January 2019 to focus on six issues, and to 
design a Culture Survey (CS 2019). 

The Survey was designed with attention to data management, confidentiality and ethics, including a 
Data Management Plan and Privacy Notice; these were developed with advice from the Chair of the 
departmental Research Ethics Committee.  In order to emphasise independence and confidentiality, 
an external contractor was employed to administer the survey. They compiled the results, producing 
a report which was circulated to all staff. The data tables drawn up by the contractor were shared 
with the Chairs of the SAT and the Research Ethics Committee only, to preserve confidentiality 
where numbers were small.  

The survey response rate was 82%, reflecting the gender profile in the department. The results were 
reviewed at a staff meeting in September 2019, at which three discussion groups were formed to 
focus on key issues: working patterns, career progression and workplace culture. These groups 
contributed to further analysis and to the formation of the action plan. Students have also been 
involved in the consultation process: the SAT includes a PGR student, and meetings have been held 
with final year undergraduates and PGR students, on employability and gender. Students 
contributed to discussions about Athena SWAN during Board of Studies meetings, and will continue 
to be involved via the Staff Student Forum.  

The Chair of the SAT attends the Faculty Athena SWAN Working Group for Social Sciences. Together 
with another member of the SAT, she has attended an AdvanceHE/ECU training event and visited 
three other departments at York to discuss common issues. 
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(iii) Plans for the future of the Self-Assessment team 

During the self-assessment process a decision was taken to form a Departmental Equality and 
Diversity Committee (EDC). This is the first time that equality and diversity issues have been 
explicitly included within the department’s governance structures. This committee, to be chaired by 
the Deputy Head of the Department and reporting to the Departmental Management Team, will be 
formed when this application is submitted. It will be responsible for the Action Plan, and will 
undertake annual gender audits on key issues, as indicated at Action Point 1. It will also embrace 
equality and diversity issues beyond gender, including picking up on intersectional issues identified 
during the SAT’s work. It will include a mix of roles, grades and backgrounds, to ensure that diverse 
experiences are reflected and that participation extends beyond key decision-makers.  
 
The committee will meet termly, and members will have a workload allocation. Membership will 
normally be for three years, with expressions of interest gathered for new membership. The Deputy 
Head of Department will be responsible for rotating membership and for succession planning.   
 
The governance structure of the department, including the Equality and Diversity Committee, is 
shown at Figure 2 above. 
 
Priority areas identified by the SAT, and reflected in the AS Action Plan (via an asterisk) include: 
 

 Career progression, aimed at increasing the proportion of female staff above Grade 8, 
supporting promotion through the grades to facilitate this more balanced picture at the higher 
levels, supporting a clearer senior route for those on teaching contracts and working on career 
progression for support staff (Action Points 6 and 7).  

 Job quality and sustainability, focusing on equality of opportunity and experience for those in 
time-limited and part-time contracts - groups that are currently predominantly female. This 
includes both strategic-level activity and support for individuals (Action Point 8). 

 Workplace culture, aimed at embedding consideration of equality and diversity into 
departmental norms and practices, and increasing confidence in the department’s commitment 
to equality and diversity (Action Points 1 , 9, 14, 19, 20, 21, 22,  24 and 27). 

 Gender balance within the student population, gender equity in terms of employability (Action 
Points 15, 16 and 17) and equality and diversity within the undergraduate curriculum and in 
student support (Action Point 23). 

 
The Equality and Diversity Committee will thus anchor equality and diversity within the 
department’s governance and culture. 
 

We will (Action Point 1): 
Set up and embed an Equality and Diversity Committee which will: 

 Scrutinise and direct progress against the AS Action Plan. 

 Carry out annual gender audits in key areas as indicated in the Plan. 

 Identify priorities on issues that intersect with gender, including ethnicity and class. 

  
Section 3: 832 words (recommended 1000) 
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4. A PICTURE OF THE DEPARTMENT 

Recommended word count: Bronze: 2000 words   

4.1. Student data  

If courses in the categories below do not exist, please enter n/a.  

The analysis in this section does not include part-time study by gender, because:  

1. All Undergraduate programmes are full-time, with part-time study allowed only by rare 
exception. 

2. Two categories of Postgraduate Taught programmes are part-time (Online programmes and 
the Social Work ‘Think Ahead’ programme). For other PGT programmes and for PGR, the 
numbers studying part-time are too small for meaningful gender analysis.  

 

(i) Numbers of men and women on access or foundation courses 

Figure 3. Number and proportion of students by gender on foundation degrees 

 

This was a small degree programme, taught in partnership with York College, to which it has now 
transferred. 
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(ii) Numbers of undergraduate students by gender 

Full- and part-time by programme. Provide data on course applications, offers, and 

acceptance rates, and degree attainment by gender. 

 

Figure 4: Number and proportion of undergraduate students by gender 

      

As Figure 4 shows, the majority of undergraduate students in SPSW are female, increasing to 78% in 
2018/9. This is just below the Russell Group subject area gender ratio of 81% female in 2017/18 (the 
latest year available). We see this picture as positive, enabling female engagement in policy-making 
and practice, and reflecting the department's longstanding commitment to widening participation, 
including by working class women. Nevertheless, the gender balance nationally is likely to reflect 
deep-seated assumptions about the ‘caring professions’.  Whilst we recognise that these are 
culturally ingrained, we want to make progress towards a more equal gender ratio. We look first at 
the admissions process.  
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Figure 5 (Data Panel): Undergraduate programmes: applications, offers and acceptances by gender 
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In most years (Figure 5), men have been more likely both to be offered a place and to accept it.  The 
lower male application rate likely reflects a perception that these are ‘female’ subjects. There are 
however exceptions: the police service, a destination from our Criminology programme, is 
traditionally seen as a ‘male’ profession. Social Work is often perceived as a ‘female’ profession. The 
analysis below therefore excludes first Social Work and then Criminology. 

 

 

 



 

 
15 

Figure 6 (Data Panel):  Undergraduate programmes: applications, offers and acceptances by 
gender, excluding Social Work 
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Excluding Social Work (Figure 6), the majority of applicants are still female, although at a reduced 
rate. The offer rate is slightly higher for women, but men are more likely to take up the offer  

Excluding both Social Work and Criminology (Figure 7) shows a similar picture: 77% of applications 
were from women; women were 3% more likely to be offered a place, and 6% less likely to accept it: 
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Figure 7 (Data Panel):  Undergraduate programmes: offers and acceptances by gender, excluding 
Social Work and Criminology  
 

 

 
For Social Work (Figure 8) the female majority in applications is even higher, but the offer rate by 
gender varies. This probably reflects the small numbers offered a place. As with other programmes, 
men were usually more likely than women to take up an offer, but as for undergraduate recruitment 
overall, the most important factor in determining the gender profile is the high proportion of female 
applicants.  
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Figure 8 (Data Panel):  Undergraduate programmes: applications, offers and acceptances by 
gender, Social Work only 
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We will therefore focus on encouraging more men to apply. While recognising that societal factors 
weigh heavily, there is scope to improve our promotional material: student profiles on marketing 
pages and in blogs are mainly female. All staff involved with recruitment receive training in 
unconscious bias. We will ensure that an external group with a role in these processes - the Social 
Work ‘SUPA group’ of service users and carers – also continues to receive training. 
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We will (Action Point 2): 

 Review the images and examples in our marketing materials and post-offer 
communications to achieve a gender balance, and to improve the representation of 
diversity. 

 Include male students or practitioners in all promotional events for events for social work 
courses. 

 Ask the University to make more use of male student ambassadors from our subject areas. 

 Use staff blogs on the website to showcase a range of research projects and methods, 
reflecting diversity in terms of gender and ethnicity. 

 Ensure that the Social Work ‘SUPA group’ continues to receive appropriate training in 
unconscious bias training. 

 

Student attainment 

The charts below show gender as ‘female/ male + other’. This reflects the format of the available 
data. 

Figure 9 (Data Panel): Undergraduate student attainment  

[Excludes early exit awards and students undertaking a BA (Hons) in Social and Political Sciences 
(Social Policy, Sociology and Politics). Criminology students, taught jointly with Sociology, count as 
0.5 FTE.]  

 



 

 
19 

Numbers of undergraduates graduating with 1st or 2.1 

 2014/15 2015/16 2016/7 2017/8 Total 

1st Female 10 9.5 11 9 39.5 

 Male + other 2.5 3 2 2.5 10 

1st or 2:1 Female 43 49.5 40.5 40 173 

 Male + other 17 15 13 8 53 

Women are slightly more likely to gain a first or 2: 1 than men. The difference is small and 
fluctuating, and may not be statistically significant.  

 

(iii) Numbers of men and women on postgraduate taught degrees  

Full- and part-time. Provide data on course application, offers and acceptance rates and 

degree completion rates by gender. 

 

Figure 10: Number and proportions of Taught Postgraduate Students by gender 

 

The majority of taught postgraduate students are female (Figure 10), mirroring the undergraduate 
student body. Benchmarking data (Figure 11) shows that this majority is somewhat greater than 
nationally.  

 

Figure 11: Proportion of PGT students who are female, compared with Russell Group comparators 

UoY SPSW Comparison against Russell Group Comparators 
Proportion of students who are female 

York data: aggregate of student enrolments, 2010/11-2017/18 
Russell Group data: HESA Course Data, 2010/11-2016/17 aggregate 

Grouping 
Social Policy v Social 

Policy 
Social Work v Social 

Work 
Online programmes v 

Politics* 

York  71% 83% 63% 

Russell Group 63% 80% 47% 

* nearest proxy for the focus of the online programmes, which cover Public Management/Public Policy 
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The tables below examine the applications process by gender for all our PGT programmes, to throw 
light on this gender profile. 

Figure 12 (Data Panel): Taught Postgraduate Programmes: applications, offers and acceptances by 
gender 
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As shown in Figure 12, while the proportion of female applicants has reduced, women are more 
likely to be offered a place and (in most years) to accept it. So, whilst the gender gap in applications 
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has decreased, in the offer rate it has widened. Thus the offer stage appears to be important. The 
programme disaggregation below (Figure 13) examines this, first excluding Social Work and Online 
students, as these professional development programmes have a different student profile. 

Figure 13 (Data Panel):  Taught Postgraduate Programmes: applications, offers and acceptances by 
gender, excluding Social Work and Online Programmes  
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As shown above: 

 Applicants are more likely to be female, but the proportion of male applicants has increased. 
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 Slightly more offers were made to women in the earlier years, although not in the latter 
years. 

 Women have been more likely to accept their offer in all years.  
 

Female applicants in employment are more likely to work in the social or welfare sectors. This may 
partly explain the higher offer rate to women, as these sectors map clearly onto our programmes. 
We want to encourage applications from men, and successful male applicants to take up their offer. 
When assessing male applicants, we will consider what they can contribute in the round to the 
postgraduate community, especially if not working currently in social or welfare roles. 
 

We will (Action Point 3): 
 Review our marketing materials to ensure gender balance. 

 Increase the use of male images in post-offer communications, in order to maximise 
male take-up. 

 When assessing male applicants who are in employment, take account of their overall 
professional experience and how their role contributes to programme learning 
objectives. 

For Social Work (Figure 14) the majority of applicants were female, and females were more likely to 
be offered a place in most years. Gender difference in terms of acceptance fluctuates, most likely 
due to small numbers.  
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Figure 14 (Data Panel):  Taught Postgraduate Programmes: applications, offers and acceptances by 
gender, Social Work only  
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(Think Ahead (TA) and Practice Educator (PE) courses are not included in these figures as recruitment is handled externally. 
The Practice Educator course is linked to our partner local authority (LA) employers.) 

Online programmes (Figure 15) show a different picture: with the exception of 2015/6, the majority 
of applicants are male. Whilst the offer rate is consistently higher for women, the acceptance rate 
does not differ by gender in most years, especially recently. 
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Figure 15 (Data Panel):  Taught Postgraduate Programmes: applications, offers and acceptances by 
gender, Online Programmes only  
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Since 2016, there has been an increase in applications for scholarships on the online programmes, 
funded by the Commonwealth Scholarships Commission. The majority of these applicants are male, 
and a higher proportion of these applications appear to be speculative; this is most likely a factor in 
the lower male offer rate. However, we receive sufficient good quality applications from both 
genders to submit a balanced shortlist.  

As part of the Equality and Diversity Committee’s remit, the gender balance within all student 
awards and scholarships, including these, will be audited annually (Action Point 1.1).   
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Taught Postgraduate Programmes: Attainment 

Over the past five years females have been slightly more likely to gain a Distinction, and also more 
likely, by a wider margin, to achieve a Distinction or Merit. However in recent years there was little 
difference between the genders. 

Figure 16 (Data Panel):  Taught Postgraduate Programmes: Distinction and Merit awards by 
gender 
 

 

 

Numbers graduating with Distinction or Merit 

  2014/5 2015/6 2016/7 2017/8 2018/9 Total 

Distinction Female 15 13 3 23 19 73 

 
Male + 
Other 3 3 6 6 6 24 

Distinction 
or Merit Female 35 42 40 55 73 245 

 
Male + 
Other 12 13 13 17 23 78 

 

(iv) Numbers of men and women on postgraduate research degrees 

Full- and part-time. Provide data on course application, offers, acceptance and degree 

completion rates by gender. 
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Figure 17: Number and proportion of Postgraduate Research Students by gender 
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The majority of Postgraduate Research Students are female, increasingly so in recent years (Figure 
17). As at PGT level, this majority is somewhat higher than for the discipline nationally (Figure 18): 

Figure 18: Comparison of the Department of Social Policy and Social Work with Russell Group: PGR 
students by gender 

York data: aggregate of student enrolments, 2010/11-2017/18  

Russell Group data: HESA Course Data, 2010/11-2016/17 aggregate 

 
Grouping Social Policy and Social Work 

York  65%* 

Russell Group 64% 

* York does not offer separate PhDs in Social Policy and Social Work: all awards are ‘Social Policy and Social Work’, but are 
HESA-coded as ‘Social Policy’. Russell Group figure combines Social Policy and Social Work.  

 
There has been little gender difference in terms of applications (Figure 19). Women were more likely 
to be offered a place, although with little difference in the offer rate by gender in 2015/6 and 
2016/17. There is no clear gender pattern in terms of acceptances. The fluctuations between years 
are likely due to small numbers.  
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Figure 19 (Data Panel):  Postgraduate Research students: applications, offers and acceptances by 
gender  
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Looking at Home students (Figure 20), the picture is similar: 
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Figure 20 (Data Panel):  Postgraduate Research students: applications, offers and acceptances by 
gender (Home) 
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For Overseas students (Figure 21), there is less gender fluctuation in applications, but more in the 
offer rate. Females were less likely to accept their offer, albeit to different extents. This may be due 
to external factors such as the availability of scholarship funding, or cultural factors. Further 
investigation is needed, to identify any factors within the department’s control. 
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Figure 21 (Data Panel):  Postgraduate Research students: applications, offers and acceptances by 
gender (Overseas) 
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We will (Action Point 4): 
• Investigate why female overseas students are less likely to take up their place, drawing on 

information from the central Admissions team and from our overseas recruitment agents. 
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(v) Progression pipeline between undergraduate and postgraduate student levels 

Identify and comment on any issues in the pipeline between undergraduate and postgraduate 

degrees.  

During the five years to 2018/19, the pipeline has progressively flattened (Figure 22): at the 
beginning of the period, undergraduate programmes attracted a higher proportion of females than 
postgraduate research programmes but by 2018/19, a similar proportion of females were studying 
at these levels. In 2018/9, 78% of undergraduates, 76% of postgraduate taught students and 79% of 
postgraduate research students were female. Small numbers mean that minor fluctuations can have 
a disproportionate effect, but overall the picture is positive.  

The main issue is not whether we are ‘losing’ females, but why are we not attracting males to our 
degree programmes at every level. Actions noted in previous sections are designed to address this. 

 

 Figure 22: The progression pipeline 

 

 

 

Section 4.1: 1352 words  

 

4.2. Academic and research staff data 

(i) Academic staff by grade, contract function and gender: research-only, teaching and research 

or teaching-only 

Look at the career pipeline and comment on and explain any differences between men and 

women. Identify any gender issues in the pipeline at particular grades/job type/academic 

contract type. 
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Contract types: 
Academic: Research and Teaching (ART) 
Teaching and Scholarship (T & S) 
Research (R) 
Grades: 
Grade 6: Associate Lecturer/ Research Associate 
Grade 7: Lecturer/ Researcher 
Grade 8: Senior Lecturer/ Senior Researcher 
Reader (The grade of ‘Reader’ is a separate rank within Grade 8 to which staff can be appointed by 
internal promotion or external application. 
Professor (Promotion to Professor can be from Grade 8 or from Reader) 

Since 2010, the proportion of female academic staff has been above 65%, rising to 70% in 2019. The 
national discipline benchmark discipline is 64%. Research contracts and Teaching and Scholarship 
contracts together account for this higher than average proportion (Figure 23). As noted earlier, our 
student population is between 76 and 79% female, depending on level, so our staff gender ratio is 
approaching that of our students.  

Figure 23: Academic staff: proportion by gender and contract type 
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Overall, women are well represented at all grades up to grade 8 (Figure 24). One notable trend is a 
decline in the proportion of female Professorial staff, from a peak in 2012, partly due to retirements.  
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Figure 24 (Data Panel): Academic staff by gender and grade, all contract types, proportion and 
numbers 
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 (Note: no readers in department 2010-12) 

 

Numbers of academic staff by grade and number 

  Grade 6 Grade 7 Grade 8 Reader Professor All 

2010 
Female 15.2 16.3 7.5 0 5.2 44.2 

Male 3.1 8.8 6.2 0 4.3 22.4 

2011 
Female 16.1 16.1 5 0 7.3 44.5 

Male 2.6 6.8 6.6 0 3.4 19.4 

2012 
Female 11 18.8 4.5 0 7.3 41.6 

Male 2 8.5 7.2 1 2.5 21.2 

2013 
Female 11.7 21.5 4.7 0 7 44.9 

Male 3 6.6 7.4 2 4.2 23.2 

2014 
Female 13.3 21.6 4.8 1 6.1 46.7 

Male 2.5 6.6 8.9 2 3.2 23.2 

2015 
Female 12.1 21.7 4.2 1 5.6 44.6 

Male 1.7 6.8 5.9 2 5.2 21.6 

2016 
Female 11 20.2 6.2 1 4.3 42.7 

Male 2.6 7 3.6 2 6 21.2 

2017 
Female 8.7 20.7 6.2 0 5.1 40.7 

Male 5 4.8 2.8 2 7 21.6 

2018 
Female 13.2 21.7 6.2 0 4.1 45.2 

Male 3 5.8 3.8 3 7 22.6 

2019 
Female 11.8 17.4 6.8 1 3.7 40.7 

Male 2 5 2.6 2 5.7 17.3 
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Analysis below (Figure 25) by grade, contract type and gender, shows: 

 A reduction in female representation at the top and bottom:  Grade 6 Research posts and 
Research and Teaching Professorial posts. 

 Increased female representation in several types of Grade 6 – Grade 8 contracts. 

 Changes in composition. Changes in research funding and in public service training 
(examined below) have led to a reduction in Research staff at Grades 6-8 and an increase in 
Teaching and Scholarship staff. The majority of the latter appointments have been at Grade 
6. While some have been promoted to Grade 7, only one member of Teaching and 
Scholarship staff is currently at Grade 8 or above. 

Figure 25 (Data Panel): Academic staff by grade, contract type and gender: proportions and 
numbers 
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Research only staff FTE by grade 

  Grade 6 Grade 7 Grade 8 Reader Professor All 

2010 Female 13.4 8.8 3 0 0 25.2 

 Male 1 1.8 1.6 0 0 4.4 

2011 Female 12.9 8.6 2.2 0 0 23.7 

 Male 0 1.8 1.6 0 0 3.4 

2012 Female 8 9.8 1.9 0 0 19.7 

 Male 1 1 2.4 0 0 4.4 

2013 Female 9.2 11.7 1.9 0 0 22.8 

 Male 2 0.6 2.4 0 0 5 

2014 Female 11.6 11.2 1.6 0 0 24.4 

 Male 2 0.6 2.1 0 0 4.7 

2015 Female 9 10.7 1.6 0 0 21.3 

 Male 1.2 1 2.1 0 0 4.2 

2016 Female 7.5 9.2 1.6 0 0 18.3 

 Male 1.6 1 1.8 0 0 4.4 

2017 Female 5.4 7.8 1.4 0 0 14.6 

 Male 2.5 1 0.8 0 1 5.3 

2018 Female 5.9 8.2 2.2 0 0 16.3 

 Male 2 1 1.8 0 1 5.8 

2019 Female 5.6 5.1 3 0 0 13.7 

 Male 2 0 1 0 0.5 3.5 
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ART staff FTE by grade 

  Grade 6 Grade 7 Grade 8 Reader Professor All 

2010 Female 0 5.5 3.5 0 5.2 14.2 

 Male 0 6 4.6 0 4.3 14.9 

2011 Female 0 5.5 2.8 0 6.3 14.6 

 Male 0 4 5 0 3.4 12.4 

2012 Female 0 7 2.6 0 6.3 15.9 

 Male 0 5.5 4.8 1 2.5 13.8 

2013 Female 0 7 2.6 0 6 15.6 

 Male 0 4 5 2 4.2 15.2 

2014 Female 0 9.4 3.2 1 5.1 18.7 

 Male 0 3 6.8 2 3.2 15 

2015 Female 0 10 2.6 1 4.6 18.2 

 Male 0 3 3.8 2 5.2 14 

2016 Female 0 9 4.6 1 3.3 17.9 

 Male 0 4 1.8 2 6 13.8 

2017 Female 0 8.8 4.8 0 4.1 17.7 

 Male 0 1.8 2 2 6 11.8 

2018 Female 0 9.4 4 0 3.1 16.5 

 Male 0 1.8 2 3 6 12.8 

2019 Female 0 6.8 3.8 1 3.1 14.7 

 Male 0 2 1.6 2 5.2 10.8 

 

T&S staff FTE by grade 

  Grade 6 Grade 7 Grade 8 Reader Professor All 

2010 Female 1.8 2 1 0 0 4.8 

 Male 2.1 1 0 0 0 3.1 

2011 Female 3.2 2 0 0 1 6.2 

 Male 2.6 1 0 0 0 3.6 

2012 Female 3 2 0 0 1 6 

 Male 1 2 0 0 0 3 

2013 Female 2.5 2.8 0.2 0 1 6.5 

 Male 1 2 0 0 0 3 

2014 Female 1.7 1 0 0 1 3.7 

 Male 0.5 3 0 0 0 3.5 

2015 Female 3.1 1 0 0 1 5.1 

 Male 0.5 2.8 0 0 0 3.3 

2016 Female 3.5 2 0 0 1 6.5 

 Male 1 2 0 0 0 3 

2017 Female 3.3 4.1 0 0 1 8.4 

 Male 2.5 2 0 0 0 4.5 

2018 Female 7.3 4.1 0 0 1 12.4 

 Male 1 3 0 0 0 4 

2019 Female 6.2 5.5 0 0 0.6 12.3 

 Male 0 3 0 0 0 3 
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We aim to increase the proportion of female staff above Grade 8. To achieve this we will focus on 
(Action Points 6 and 9): 

 sustaining female progression to Grade 7 and 8 

 encouraging mid-career female staff to prepare for promotion to Reader/Professor 
 helping line managers to prepare Teaching and Scholarship staff for promotion 

 ensuring continued good practice in recruitment. 

These issues are discussed further in Section 5.   

Our staff are less ethnically diverse as a group when compared with the University’s staff overall, as 
measured by BME data:  

Table 3: Ethnic diversity 

% BME staff (2019) Social Policy and 
Social Work 

University 

Staff 6 12 

 

We will (Action Point 5.1): 

 Explore how best to increase the diversity of the staff group, in consultation with the 
University’s Equality and Diversity Office and drawing on national comparator data and good 
practice. 

As noted later, we will also review our recruitment material to ensure that it encourage diverse 

recruitment. 

 

(ii) Academic and research staff by grade on fixed-term, open-ended/permanent and zero-hour 

contracts by gender 

Comment on the proportions of men and women on these contracts. Comment on what is 

being done to ensure continuity of employment and to address any other issues, including 

redeployment schemes.   

Tables 4-6 below and Figures 26 and 27 examine Fixed-Term and Open contracts by gender, first 
overall and then by contract type. There are no zero-hour contracts. 
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Table 4: Proportion of academic staff on Fixed-Term contracts (FTC) and Open contract who are 
female, by grade 

  Grade 6 Grade 7 Grade 8 Reader Prof/HoD/Snr Mgt 

  FTC Open FTC Open FTC Open FTC Open FTC Open 

2010 76% 90% 100% 63% 0% 57% n/a n/a 60% 53% 

2011 90% 84% n/a 70% 0% 44% n/a n/a 62% 70% 

2012 100% 82% 50% 70% n/a 39% n/a 0% 65% 77% 

2013 86% 74% 100% 76% 100% 38% n/a 0% 17% 68% 

2014 85% 83% 100% 76% n/a 35% n/a 33% 0% 67% 

2015 88% 89% 100% 75% n/a 42% n/a 33% 72% 50% 

2016 83% 75% 100% 74% n/a 63% n/a 33% 100% 41% 

2017 66% 50% 100% 81% n/a 69% n/a 0% 0% 46% 

2018 86% 50% 100% 78% n/a 62% n/a 0% 0% 40% 

    n/a = no posts of this type 

 

Figure 26: Proportion of Academic staff on Open contracts, by contract function 
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Table 5: Proportion of Academic staff on Open contracts, by contract function 

 
  Research Research and teaching Teaching & scholarship 

  F M F M F M 

2010 18.6 3.4 13.0 13.5 3.8 2.0 

2011 19.2 3.4 13.1 11.3 5.0 3.0 

2012 18.7 4.4 13.4 12.0 5.0 3.0 

2013 17.8 4.0 14.4 14.2 5.3 3.0 

2014 16.1 3.7 17.7 14.8 3.7 3.0 

2015 14.0 3.1 17.7 13.8 3.5 3.3 

2016 12.0 2.8 17.8 13.8 4.5 3.0 

2017 9.8 2.8 17.7 10.8 5.1 3.0 

2018 9.8 4.8 16.5 11.8 5.1 3.0 
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Figure 27:  Proportion of Academic staff on Fixed-term contracts, by contract function 

87%

100% 100%

83%
89%

86%

80%

66%

87%

46%

57% 58%
54%

83%

72%

100%

0% 0%

48%

67%

100% 100%

0%

100% 100%

69%

88%

0%

10%

20%

30%

40%

50%

60%

70%

80%

90%

100%

2010 2011 2012 2013 2014 2015 2016 2017 2018

Fixed-term contract, by contract function, % female

Research Research and teaching Teaching and scholarship

 

 

Table 6: Number of Academic staff (FTE) on Fixed-Term contracts, by contract function 

  Research Research and teaching Teaching 

  F M F M F M 

2010 6.6 1.0 1.2 1.4 1.0 1.1 

2011 4.5 0.0 1.5 1.1 1.2 0.6 

2012 1.0 0.0 2.5 1.8 1.0 0.0 

2013 5.0 1.0 1.2 1.0 1.2 0.0 

2014 8.3 1.0 1.0 0.2 0.0 0.5 

2015 7.3 1.2 0.5 0.2 1.6 0.0 

2016 6.3 1.6 0.1 0.0 2.0 0.0 

2017 4.8 2.5 0.0 1.0 3.3 1.5 

2018 6.5 1.0 0.0 1.0 7.3 1.0 

We note: 

 a substantial decline in the proportion of Open contract Research posts held by women, and 
a small increase in those held by men 

 an increase in the number of women on Open Research and Teaching contracts. One factor 
may be a pro-female gap in appointments to these grades (examined in Section 5) 

 the proportion of Fixed-term Research contracts held by women has varied, but was similar 
at the start and end of this period, roughly matching the overall gender ratio for this 
function   

 a substantial (female) increase in Fixed-term Teaching and Scholarship posts  

Two external factors have shaped these trends. First, since 2008, there has been a sharp reduction in 
government-funded research in some key areas of our work (particularly social security and housing 
policy) affecting long-term patterns of funding that had underpinned our research prior to 2010. This 
has led to a reduction in research-only Open posts and a growing concentration of Fixed-term 
research-only posts. The largely female profile of the department’s research-only staff means that 
these trends have fallen heavily on women. Differences in the timing of change for our research 
units (the Social Policy Research Unit (SPRU) and Centre for Housing Policy (CHP)) have further 
intensified the impact: SPRU was affected sooner than CHP; as SPRU had a greater proportion of 



 

 
39 

female staff, this change affected women more heavily. Subsequently, changes to Open research-
only posts in CHP have affected men more heavily.  

Secondly, professional training for public sector professionals is increasingly delivered via 
government-led initiatives awarded through competitive tendering that result in short, Fixed-term 
contracts. We currently hold a large contract of this nature to deliver a fast-track mental health 
social work MA programme (‘Think Ahead’); this accounts for the increase in Fixed-term Teaching 
and Scholarship posts. The staff concerned usually require professional qualifications in social work: 
as this is predominantly a female profession, these posts have been filled mainly by women. 

While these trends are largely external, we plan to address them and to mitigate their effects. 

Systems are already in place to support individual staff whose contracts are due to end. A recently-
created Head of Department Support Group monitors such staff. Staff who have been in post for 
twelve months or longer receive support for redeployment in line with university policy. Staff whose 
post is due to end meet with their line manager six months in advance, and can register for 
university redeployment; any application made through redeployment is considered in advance of 
wider recruitment. Any vacancy that arises within the Department is circulated internally to allow 
staff at risk of redundancy to declare an interest.   

We do not keep data on the proportion of staff on fixed term contracts who are redeployed within 
the University, but will now do so, to evaluate the effectiveness of this procedure. 
 
Substantial strategic change is also under way within the Department, aimed at increasing job 
sustainability. This includes the development of a more integrated structure, potentially enabling 
wider staff deployment and greater consistency in policy and practice across all contract types. 
 
We will (Action Point 8): 

 Introduce job quality as a guiding principle for DMT discussions about potential new business 
initiatives. The quality and sustainability of jobs will be explicitly considered alongside other 
factors such as potential income generation. 

 Confirm an allocation for citizenship/administrative roles for all contracts, including fixed term 
contracts, in order to support developmental activity that in turn can assist with career 
progression. While this is already in place in principle, it has not always been fully implemented 
or understood. 

 Encourage staff on fixed term contracts to develop a medium term development plan (research 
and/or teaching and scholarship focused, depending on the contract) covering 3-5 years, even 
where this exceeds the duration of the current contract. 

 Investigate how units of comparable size and with comparable mixes of functions have tackled 
the challenges of sustainability for roles that are tied to external research or teaching funding. 

 Monitor the gender balance among fixed term and open contract post holders, and scrutinise 
those areas that appear out of line with the overall gender ratio. 

 Collect and monitor data about redeployment among staff whose contracts come to an end. 

 

(iii) Academic leavers by grade and gender and full/part-time status  

Comment on the reasons academic staff leave the department, any differences by gender and 

the mechanisms for collecting this data.   
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Table 7: Academic Leavers by Grade, Full/part-time and Gender 2010-18 

 Grade 6 Grade 7 Grade 8 
Prof/HoD/ 

Snr Mgt 
 FT PT FT PT FT PT FT PT 

Female 16 14 11 4 2 9 4 5 

Male 2 2 3 2 4 4 2 5 

 

Table 8: Academic leavers by reasons, Full/ part-time and Gender 2010-18 

  
Redundancy or end 

of contract 
Resignation Retirement 

  FT PT FT PT FT PT 

Female 16 10 8 10 5 11 

Male 7 4 5 3 4 6 

 

Table 9: Academic leavers by Contract type and Gender 2011-18 

 ART Research T&S 

  Fixed Term Open Fixed Term Open Fixed Term Open 

Female 3 11 20 26 3 2 

Male 5 11 4 1 0 1 

Tables 7 - 9 show that: 

 There has been a high volume of leavers on Research contracts; this reflects the reduced 
external research funding mentioned above. The female leaver rate has been above the female 
proportion in this staff group. 

 As many men as women have left Open Research and Teaching (ART) positions, and more men 
on these contracts have left when Fixed-term positions are included. The male leaver rate from 
ART posts has been above the male proportion in this staff group. 

 Part-time staff have been more likely to leave: 61% of leavers between 2010 and 2018 were 
part-time, of whom 70% were female. Over one third of part-time leavers left because of 
retirement, with part-time working most likely arranged as part of flexible retirement. Female 
staff at Professor/Head of Department level have been slightly more likely than men to retire. 

Redundancy/end of contract has been the largest single cause of staff leaving. This underlines the 
importance of precarity; as shown above, this has affected gender differently across contract 
function. The individual support and strategic measures identified above (Action Point 8) are 
designed to address this. 

Section 4.2: 1118 words  

Section 4: 2470 words (recommended 2000) 
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5. SUPPORTING AND ADVANCING WOMEN’S CAREERS 

Recommended word count: Bronze: 6000 words   

5.1. Key career transition points: academic staff 

(i) Recruitment 

Break down data by gender and grade for applications to academic posts including shortlisted 

candidates, offer and acceptance rates. Comment on how the department’s recruitment 

processes ensure that women (and men where there is an underrepresentation in numbers) 

are encouraged to apply. 

 

Table 10: Recruitment by role, grade and gender during the period 1/9/2011 – 22/12/2017 

Job type & 
grade 

Gender 
% 

applications 
% 

interviews 
% appointments Appointments 

%Applications to 

%Appointments 

Academic 
Grade 6 

Female 71% 75% 100% 1 +29% 

Male 29% 25%    

Academic 
Grade 7 

Female 57% 70% 75% 9 +18% 

Male 42% 30% 25% 3  

N/A 1%     

Academic 
Grade 8 

Female 34% 22% 50% 2 +16% 

Male 66% 78% 50% 2  

Academic 
Professorial 

Female 100% 100% 100% 1 0% 

Research 
Grade 6 

Female 59% 71% 60% 9 +1% 

Male 41% 27% 33% 5  

Not 
known 

1% 2% 7% 1  

Research 
Grade 7 

Female 71% 100%    

Male 29%     

Research 
Grade 8 

Male 100%     

Teaching 
Grade 6 

Female 66% 76% 80% 4 +14% 

Male 34% 24% 20% 1  

Teaching 
Grade 7 

Female 100% 100% 100% 1 0% 

Support 
Grade 3 

Female 68% 75% 75% 3 +7% 

Male 32% 25% 25% 1  

Support 
Grade 4 

Female 74% 81% 71% 5 -3% 

Male 25% 16% 29% 2  

Other 0% 3%    

Support 
Grade 5 

Female 68% 71% 33% 1 -35% 

Male 32% 29% 67% 2  

Support 
Grade 6 

Female 71% 93% 100% 6 +29% 

Male 29% 7%    
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As Table 10 indicates: 

 the majority of applicants are female, at most grades. For academic staff, this is likely to 
reflect the gender profile within the discipline, which has historically been majority-female 

 the proportion of women appointed, relative to the proportion who apply, varies across the 
grades, with a ‘pro-female’ gap at a number of academic grades  

 numbers of appointments are small, and so care is needed in drawing conclusions from this 
data 

We follow university recruitment procedures, including ensuring that chairs of panels have had 
training on recruitment and selection, and that all panel members are trained in equality and 
diversity and unconscious bias. We are not aware of any bias in recruitment, and it is not clear if the 
pro-female gap at certain grades reflects unconscious bias or a difference in the quality of the 
applications. We need to be alert to the possibility of bias, and plan the actions below to support 
this. We want to ensure that a diverse range of applicants, including men, are encouraged to apply. 

We have also looked at a ‘non-standard’ appointment process, for the Head of Department in 2013. 
An internal search yielded no candidates; external recruitment was then carried out via an executive 
search company which approached possible candidates, interviewed long -listed candidates and was 
present at the short-list interviews: 

 

Table 11: Head of Department external recruitment (April 2013) 

 Recruitment stage Female Male 

Approached but not interested/did not apply 24% 76% 

Longlisted 25% 75% 

Interviewed 0% 100% 

Appointed 0% 100% 

Appointments 0 2 

Table 11 indicates bias towards male candidates at each step of the process, with male candidates 
more likely to be approached, longlisted and shortlisted. Two male appointments were made as a 
result of this process, one for the Head of Department position, the other for a Professor position. 

This picture reinforces our determination to ensure that objectivity and equity are key 
considerations in all appointment processes.  

We will (Action Point 9): 

 Commit to a set of ten Good Practice principles for shortlisting and interviewing, based on 
AdvanceHE guidelines. 

 Introduce trained unconscious bias observers to participate in shortlisting and interviewing, in 
order to reinforce good practice in recruitment and contribute to embedding the principles of 
equality and diversity in departmental culture. 

 Carry out an annual check on completion of mandatory training. 

 Review our recruitment material to ensure that it provides clear and positive messages to 
encourage a diverse range of applicants, including men.  



 

 
43 

(ii) Induction 

Describe the induction and support provided to all new academic staff at all levels. Comment 

on the uptake of this and how its effectiveness is reviewed. 

New starters meet with their line manager, the HoD and departmental manager.  They are referred 
to information on the University and departmental intranet, including the departmental Staff 
Handbook and an Induction Checklist. New staff are encouraged to attend university-wide briefings.  
A SAT member carried out 10 interviews with those starting in the previous 12 months, to gain 
feedback on their perceptions of this process:  

 While the majority (6) felt that the Induction was good enough, 3 felt that it was poor, and 1 
that there was no induction.   

 Some information was missing from the process or not consistently covered; this included 
issues that are especially relevant to female staff, including the support available for career 
progression and policies concerning harassment. Information about the process for 
requesting constraints to the teaching timetable, is not currently included prior to starting in 
post.  

 Some new staff were offered a mentor but this did not happen consistently. 
 

We will (Action Point 10): 

 Offer new starters a meeting or a phone call with their line manager before taking up post 

 Issue the Constraints form (for timetabling teaching) as part of the initial set of pre-start 

information, so that constraints such as caring responsibilities can be taken on board  

 Offer all new starters a mentor 

 Include information on the career progression process in the Induction process, and on 

harassment/ unacceptable behaviour policy. 

 Treat induction as a process which begins when the offer has been accepted (pre-arrival) 

and continues in the early months. There will be a three and six month review with the line 

manager. 

 Include staff taking up a new post internally in the induction process. 

 Give responsibility to a named member of the support staff for overseeing the Induction 

process, checking that it has been completed and seeking feedback on its effectiveness. 

 

(iii) Promotion 

Provide data on staff applying for promotion and comment on applications and success rates 

by gender, grade and full- and part-time status. Comment on how staff are encouraged and 

supported through the process.  

We follow university promotions procedure. This includes an opportunity to complete an Individual 

Circumstances form explaining any factors that may have affected performance, including caring 

responsibilities, part-time working and career breaks.  

The table below shows promotion activity by gender: 
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Table 12: Academic promotion applications and outcomes in the Department of Social Policy and 
Social Work by gender 2010-18 

 

Promotion 
sought* 

Number of applications 
(number of successful applications) 

Female  Male 

Grade 7 10 (10) 3 (3) 

Grade 8 4 (4) 4 (4) 

 Reader* 2 (1) 3 (3) 

Professor* 3 (2) 5 (4) 

* Staff at Grade 8 can apply for promotion to Reader, or direct to 
Professor. Applications can be made without specifying one or the 
other; in these cases we have assumed Professor was sought.  

89% of female applications for promotion and 93% of male applications were successful during 
2010-18. Female colleagues formed the majority of promotion applications at Grade 7 but male 
colleagues did so for Reader and Professor, a trend which helps explain the relative shortage of 
female staff above Grade 8. 56% of applications overall were by female staff, from an overall 
academic staff population of over 65% female. Information is not available about those who 
considered applying for promotion but were discouraged from doing so; this information will now be 
collected and analysed by gender. 

Since 2017, the Head of Department has convened a Departmental Promotions Advisory Board to 
provide support for promotion applications. Academic staff can prepare a draft application for 
consideration by the Board, and receive written and verbal feedback on it.  Feedback was initially 
provided by line managers, but is now provided by the Head of Department, to ensure consistency. 
Feedback covers the Board’s views on readiness, and on how to strengthen the application. The 
table below shows applications that came to the Board in 2018/19: 

Table 13: Applications considered by the Promotions Advisory Board 2018/19 
 

Gender Promotion Sought Recommendation 
Outcome of application to the 

University 

Female Reader/Prof Application timely Successful application 

Female Grade 8 Application timely Successful application 

Female Grade 8 Application premature Colleague withdrew application 

Male Reader/Prof Application timely Successful application 

Male Grade 8 Application timely Successful application 

 

Findings from CS 2019 show that female academic staff are less likely to agree that they understand 
the support provided for promotion, and that it is effective. 
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Table 14:  Academic staff: perceptions of support for promotion (CS 2019) 
 

Q: I understand the support the department provides for the University promotion process 

Agree/Strongly agree Disagree/Strongly disagree 

F: 20 (36%) F: 19 (34%) 

M: 11 (48%) M: 2 (9%) 

Q: The support the department provides for the University promotion process is effective 

Agree/Strongly agree Disagree/Strongly disagree 

F: 5 (9%) F: 20 (36%) 

M: 5 (22%) M: 4 (17%) 

The findings also show that men are slightly more likely to consider applying for promotion, and 
more likely to make an application: 

Table 15: Academic staff: Consideration of promotion (CS 2019) 

Q: Have you ever considered applying for promotion? 

Yes No/ Not sure 

F: 32 (57%) F: 13 (23%) 

M: 15 (65%) M: 5 (21%) 

Q: If you have considered it, did you apply? 

Yes No 

F: 19 (59%) F: 13 (41%) 

M: 11 (73%) M:  4 (23%) 

Departmental gender pay gap figures, below, indicate an overall 18.5% (£10,032) gap in favour of 
men, reflecting that lower grades are predominantly female and highest grades predominantly male. 
However, at Professorial /HoD level the gap favours women, reflecting success in graining promotion 
within that grade. The gap is also in favour of women at Grades 3, 7 and 8, while it favours men at 
Grades 4, 5, 6 and Reader.  We will continue to monitor this data, and to consider it when reviewing 
progress on career progression and promotion. 
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Table 16: The gender pay gap in the Department of Social Policy and Social Work, FTE salary,    
2019-20 

Category 

 

% Gap 
Positive figure: in 
favour of men 
Negative figure: in 
favour of women 

Difference (£s) 

All staff 18.5% £10,032 

Grade 3 -2.6% £497 

Grade 4 1.2% £291 

Grade 5 8.1% £2,575 

Grade 6 2.9% £1,128 

Grade 7 -2.8% £1,312 

Grade 8 -5.8% £3,146 

Reader 2.9% £1,818 

Professor/HoD -7.8% £5,910 

 

Comments suggest that women perceive that it takes longer for women to be promoted. The 
available data shows that women who moved up to Grades 7, 8 and Reader took longer to do so on 
average than men (6 months, just over two years and two years respectively), but that female 
professorial and HoD staff arrived there more quickly. Women tend to be older on promotion in all 
but Grade 7.  
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Figure 28: Average age and time in grade at promotion, 2010-18, Department of Social Policy and 
Social Work 

 

In summary then, the pool of academic promotion applicants is somewhat more male than the 
overall staff group; women have a marginally lower success rate and tend to be older on promotion; 
and women are less confident than men that they understand the promotion process, and that it is 
effective.  

We aim to increase the proportion of women above Grade 8. To achieve this we need to support a 
continued flow of female progression to Grades 7 and 8, and encourage mid-career female staff to 
prepare for promotion to Reader/ Professor. We therefore need to improve female awareness of, 
and confidence in, departmental support for promotion. We also need to help line managers 
support staff in Teaching and Scholarship posts: feedback from the first post-PDR line managers’ 
meeting indicated that staff are unsure how to advise T and S staff, and need to gain knowledge 
about this.   
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Awareness (6.1) 

 Hold an annual Promotions Week to act as a focus for disseminating information about 
the promotions process and the support available. This will include practical sessions on, 
for example, constructing a CV and using evidence in promotions applications. It will also 
provide clarification about the implications of part-time contracts for career progression, 
as the AS Survey results indicate that this is a concern (Section 5.3.iii). 

 Provide fuller information in the Staff Handbook and as part of the Induction process for 
new staff (Action Point 10) about the promotions process. The line manager’s role in 
providing support for promotion will also be covered in the new Line Manager Handbook. 

 Provide support on completing the Individual Circumstances form (used by staff to request 
particular factors be taken into account in assessing their promotion application, e.g. 
periods of maternity leave). 

 
PDR process (6.2) 

 Encourage academic staff to submit their CV as part of the performance review process 

 Provide briefing for line managers on trends in career progression and gender, to 
encourage awareness of the need to assist female staff in considering/ planning for 
progression. 

 Encourage line managers to focus on the longer term as well as the current year, to assist 
planning for progression, and to consider all aspects of the role. 

 Provide advice to line managers about how best to support career progression for 
Teaching and Scholarship staff  

 
Senior oversight (6.3) 

 Collect data about discouraged applications, and analyse by gender 

 Carry out an annual review by a small group of senior staff of the career trajectory/ 
promotion readiness of each member of staff, via scrutiny of CVs 

 Line Managers Group to review the outcome of the PDR round annually, and share good 
practice. 

 Share information about forthcoming departmental opportunities via regular updates to 
all staff, to ensure that they are advertised equitably. 

Support (6.4) 

 Set up a career progression support group, inclusive in approach, comprising staff who are 
willing to provide advice and act as role models to assist with preparing for promotion. 

    Provide examples, as part of encouragement for career planning, about how female staff 
have progressed within the department, covering a range of routes and backgrounds. 

 Review the case for a peer-led Early Career Network, to support those at this stage of their 
career. 

 Ensure that  line managers  promote the University’s recently introduced Mentoring 
programme, following feedback from within the department about its value for career 
planning 

● Confirm that the allowance made available for developmental activity (referred to in 
Section 5.3.iii) can be used for life coaching to support career planning. 

Professional support staff 

Although consideration of promotion for support staff is not required for this application, several 
issues came up in the course of the SAT’s work, and we feel it important to include them.  
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Since promotions for support staff are available only via applications to posts, promotion can involve 
leaving the department, and indeed the University encourages support staff to plan their career in 
relation to the wider university.  In the most recent university staff survey (2017) the department’s 
support staff were the least engaged group. Feedback indicates that there is concern about career 
progression. One issue concerns the University’s ‘Rewarding Excellence scheme’, which recognises a 
sustained achievement over and above the requirements of the job. There are perceptions of a little 
too much reliance on self-nomination, rather than via line managers’ consideration within the PDR 
process. 

We will (Action Point 7): 

● Carry out a review of how best to support career progression for professional support 
staff, drawing on good practice from other departments and across the sector. 

● Apply departmental good practice concerning career progression to support staff, 
including ensuring that barriers to career progression for support staff are identified and 
discussed at departmental level. 

● Make use of projects and of university level training as a means for support staff to 
acquire wider skills. 

● Develop a mechanism to enable chairs of committees and the administrator who 
supports them to provide mutual feedback. 

● Ask line managers of support staff to consider the Rewarding Excellence scheme during 
the annual performance review scheme; and encourage academic staff to notice over 
and above performance from support staff. 

● Lobby the University for more clarity about the relationship between this scheme and 
the PDR process. 

 

(iv) Department submissions to the Research Excellence Framework (REF) 

Provide data on the staff, by gender, submitted to REF versus those that were eligible. 

Compare this to the data for the Research Assessment Exercise 2008. Comment on any 

gender imbalances identified. 

 

Table 17: REF submissions by gender, 2014 and 2018  

2014 REF Submission Data 

 % staff returned 

 Female Male 

All eligible staff 67% 76% 

Academic & Professor 
contracts only 

71% 76% 

2008 RAE Submission Data 

All staff with research in 
contract 

71% 77% 

Academic & Professor 
 contracts only 

95% 83% 

In the 2014 REF, female staff were less likely to be submitted than male staff (a 9% gap); this may 
reflect that Grade 6 and 7 research staff were predominantly female, and that university level 
decisions affected the likelihood of these staff being submitted. However, restricting the analysis 
only to staff on Research and Teaching (ART) contracts and/or at Professorial level (those who are 
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most likely to be operating as independent researchers as defined by REF 2021) still shows a gap of 
five percentage points. 

In the 2008 RAE, taking all staff with research in their contract, female staff were less likely to be 
submitted than male staff (a 6% gap). However, restricting the analysis in the same way as above 
reverses the picture, with 95% of female staff submitted against 83% of male staff.  

Gender analysis of submissions for the mock REF 2021 indicates no significant differences, but as the 
data were not collected for this purpose they do not provide a clear picture. Everyone with research 
in their contracts is automatically entered, and so there is no room for discrimination at that stage. 
Those on research-only contracts will be entered if deemed to be independent researchers, as 
principal investigator on a significant grant. Decisions about which research-only staff are entered 
reflect university criteria and so, again, there is little room for discrimination.  

We have built inclusivity and equity into our preparations as follows: 

● Every member of staff with research in their contract has been involved in scoring research 
outputs. 

● A REF sub-group oversees the preparations and reports to the Departmental Research 
Committee, helping to ensure that decision-making and governance is transparent. 

Information about research grant application and success rates by gender (Section 5.3 v) provides 
some additional reassurance that there are no marked gender biases at work. 

We will (Action Point 11): 
● Carry out a gender analysis of the eventual submission for REF 2021. 
● Ensure that gender analysis is planned into any subsequent equivalent exercises, 

including mock REF exercises. 

Section 5.1: 1493 words 

5.2. Career development: academic staff 

(i) Training  

Describe the training available to staff at all levels in the department. Provide details of 

uptake by gender and how existing staff are kept up to date with training. How is its 

effectiveness monitored and developed in response to levels of uptake and evaluation? 

Staff access university training courses via a Learning Management System or advertised via email. 
University-level courses on equality and diversity and unconscious bias are mandatory. Training in 
recruitment and selection is mandatory for those chairing recruitment panels. The Departmental 
Manager monitors uptake of mandatory courses annually; it is generally close to 100%.  The 
department runs specific training sessions if there are new requirements, for example on fieldwork 
safety or grant-writing. 

Data have not been collected to date concerning training uptake by gender, but for 2018/19, the 
proportion of requests was almost exactly in line with gender in each type of contract: 
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Table 18: Internal training course requests by gender 2018-19 

Training requests % by female staff % by male staff 

Research contracts 79 21 

Research and Teaching contracts 59 41 

Teaching and Scholarship contracts 83 17 

Training needs are discussed during the PDR process. The Head of Department’s PR reviews the PDR 
forms and passes information about training needs to the Departmental Training Officer, who 
identifies any common needs requiring bespoke training. Training requests are approved by line 
managers and then should be evaluated by line managers.  

While these arrangements are clear, we want to improve their effectiveness by clarifying the  line 
manager’s role;  monitoring the uptake and effectiveness of training; and giving more attention in 
PDR discussions to university-led developmental opportunities (coaching and mentoring) as well as 
training. Anecdotal feedback indicates that university-wide mentoring schemes are proving 
beneficial for career progression among some female staff. 

Feedback from support and academic staff during the AS process identified the need for training in 
transgender awareness, to increase confidence among support staff and to support teaching on 
gender issues. 

Perceptions of part-time and fixed term staff about access to training are considered in Section 5.2 
(iii).  

We will (Action Point 12): 

 Clarify line manager responsibility for encouraging staff to request training, and for 
reviewing its effectiveness  

 Use a checklist as part of the PDR process, covering coaching, mentoring and training, 
to confirm if these options have been discussed and the results of the discussion.  

 Scope the range of university-led developmental options (e.g. coaching and mentoring) 
and draw up a departmental plan and budget to support this activity 

 Review how best to provide training or other support to foster trans-awareness among 
academic and support staff. 

 Monitor take-up of training (mandatory and non-mandatory), coaching and mentoring 
by gender and contract type, and report on the findings to the Equality & Diversity 
Committee. 

 

(ii) Appraisal/development review  

Describe current appraisal/development review schemes for staff at all levels, including 

postdoctoral researchers and provide data on uptake by gender. Provide details of any 

appraisal/review training offered and the uptake of this, as well as staff feedback about the 

process.   

The annual Performance Development and Review (PDR) process provides a structured forum for 
reflection on career progression and development needs, via one-to-one discussion with a senior 
colleague of both short-term objectives and longer term plans. Discussion also covers other factors, 
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such as caring responsibilities.  Take-up among staff covered by this process (everyone not on 
probation or about to leave) is 100%. Since 2019, all reviewers meet together with the HoD at the 
end of the annual cycle to identify patterns in development needs, inform career development 
support and identify barriers to career progression.  

Newly appointed staff have probation periods in line with standard university procedures, with a 
minimum of two probation review meetings with their line manager. Meetings are recorded on a 
Probation Review Form, signed by the staff member and their line manager. 

A new line manager structure was introduced during 2019/20 for certain parts of the department, 
and is now being implemented across it. Line managers now carry out PDR discussions, and thus 
need a clear understanding of this role and its contribution to career progression. 

Feedback (CS 2019) indicates that there is room for managers and leaders in the department to be 
more supportive of staff progression. Suggestions include putting more emphasis on identifying 
barriers to progression and how these might be mitigated.   Action point 6.2 addresses this. 

Feedback also suggests that women are less confident than men that the performance appraisal 
process values the full range of their skills and experience: 

 

Table 19: Perceptions concerning the appraisal process (CS 2019) 

Q: The department values the full range of an individual’s skills and 
experience  (e.g. research, citizenship, administration and research 
support) when carrying out appraisals 

Agree/Strongly agree Disagree/Strongly disagree 

F: 29 (52%) F: 12 (21%) 

M: 15 (65%) M: 3 (15%) 

 

We will take the following steps to embed the role of line managers within the PDR process 
(Action Point 13): 

• Include guidance in the new Line Manager’s Handbook about their role within the PDR 

process, and how to use this process effectively as a contribution to planning for career 

progression. 

• Monitor the newly introduced post - PDR line manager meeting, to assess how 

effectively it provides for strategic oversight on career development issues 

• Ensure that line managers discuss all aspects of an individual’s role, including noting 

achievements in each area. 

• As noted at Section 5.1.iii, we will also strengthen the effectiveness of the PDR process 

in supporting career progression and promotion, through the following measures 

(Action Point 6.2): 

• Encourage staff to submit a CV as part of PDR 

• Provide briefing for line managers about trends in career progression and gender 

• Encourage line managers to focus on the longer term as well as the current year, to 

assist planning for progression, and to consider all aspects of the role 

• Consider allocation of work tasks for T and S staff to enable them to demonstrate the 

higher level attainments required for promotion to Grade 8 and above. 
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(iii) Support given to academic staff for career progression  

Comment and reflect on support given to academic staff, especially postdoctoral researchers, 

to assist in their career progression.  

Academic staff receive support for career progression via the PDR process (Section 5.3.ii), the 
promotions process (Section 5.1.iii) and (for staff with research in their contract) through 
comprehensive assistance with research grant applications (Section 5.3.iv). A single departmental-
wide model has recently been introduced for supporting conference attendance and developmental 
activity: all staff employed for 12 months or more and who work at least 0.5 FTE are now covered by 
an annual financial allowance. Staff who work less than 0.5 FTE or who have a shorter contract also 
have an allowance, confirmed individually depending on circumstances. Arrangements for 
considering additional funding requests are now more consistent, using a rotating panel of senior 
staff.  Since caring responsibilities can be a constraint on conference attendance and other 
development activity: 

 

We will (Action Point 14): 
 Make clear that applications for additional funding can cover childcare costs, when these 

involve additional arrangements outside of normal working hours that would otherwise 
create a barrier to development opportunities. 

 
Staff can apply for development leave under a departmental ‘Research Excellence Support’ scheme, 
which releases them from teaching, research and/or administrative duties for a specified period. 
This period is planned with regard to the individual, the purpose of the leave and developmental 
needs. Applications are considered by the Departmental Research Committee which helps to 
structure the support provided and consider any impact on colleagues. 
 
Early career researchers including postdoctoral staff can apply to an enhanced version of this 
scheme - ‘Career Development Support Leave’ - which also allows them to apply for a named 
mentor and for additional training support packages. Postdoctoral staff typically also have mentor 
support built into their post, in line with the policies of funders such as the British Academy and 
ESRC. The department’s Research Facilitator oversees support for grant applications, offering one to 
one support for early stage researchers.  The department subscribes to the Researcher Development 
Concordat.  
 
Opportunities for research mentoring have been further strengthened through the introduction of 
Research Theme Lead roles. The seven theme leaders provide research leadership, playing a key role 
in mentoring colleagues aligned to their themes in the development of research ideas; advising on 
funding opportunities and collaborations; providing feedback on funding applications; supporting 
research activity;  and commenting on draft publications. The role of Research Theme Lead is a 
relatively new one; we will continue to share learning within DRC about how the Leads can best 
support staff, and especially early career researchers.  
 
As identified elsewhere in this submission we will further strengthen support for career 
development:   
 

We will: 
 Improve support for promotion (Action Points 6.1 and 6.4). 

 Secure greater job sustainability for those on time-limited contracts, including the 
development of medium-term career plans, even where these exceed the duration of the 
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current contract (Action Point 8.3) 

 Offer a mentor to all new academic staff as part of the induction process (Action Point 
10.3). 

 Encourage staff to consider developmental opportunities (coaching and mentoring) as 
well as training (Action Point 12.2). 

 Share information about forthcoming departmental developmental opportunities, such as 
citizenship roles, via regular updates to all staff, to ensure that they are advertised 
equitably (Action Point 25.1). 

 Introduce job-sharing and some deputy roles for administrative and citizenship posts 
(Action Points 25.4 and 25.5) . 

 Improve workload allocation which will enable a more planned approach to development 
opportunities including citizenship roles (Action Point 27). 

Feedback (CS 2019) identified concerns about the implications of part-time working and of fixed-
term appointments for career progression. Women are more likely than men to say that part-time 
staff are disadvantaged in terms of career progression, while in respect of fixed- term contracts 
there is a less marked gender difference.   

Table 20: Career progression: part-time and fixed term contracts (CS 2019) 

Q: Staff who work part-time are not disadvantaged in terms of career 
development opportunities 

Agree/Strongly agree Disagree/Strongly disagree 

F: 8 (23%) F: 23 (41%) 

M: 5 (22%) M: 5 (22%) 

Q: Staff on fixed term contracts are given the same career opportunities 
as those on open contracts 

Agree/Strongly agree Disagree/Strongly disagree 

F: 13 (23%) F: 24 (43%) 

M: 5 (22%) M: 9 (39%) 

Perceptions about different types of career development support throw further light on these 
issues. Those who hold part-time or fixed-term contracts are more positive than those on full-time 
and open contracts about the extent to which they are encouraged to take up development 
opportunities such as training.  However, those who hold fixed- term posts are substantially less 
likely than those on open contracts to agree that they have opportunities to represent the 
department internally or externally. This suggests that we need to focus more on offering this type 
of opportunity to those on fixed-term contracts. Changes to the workload model, including 
confirmation that all contracts will include an allocation for citizenship/ administrative roles (Action 
Point 8.2), should help substantially, as will the introduction of job shares and deputies (Action 
Points 25.4 and 25.5)   
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Table21: Encouragement to take up career development opportunities (CS 2019) 

Q: I am actively encouraged by my line manager/ department  to take up career 
development opportunities (e.g. training: internal or external) 

Agree/Strongly agree Disagree/Strongly disagree 

Part- time: 17 (81%) Part-time: 2 (10%) 

Full-time: 27 (53%) Full-time: 11 (22%) 

Fixed term contract: 14 (74%) Fixed term contract: 2 (11%) 

Open contract: 22 (50%) Open contract: 14 (30%) 

  

Q: I am given opportunities to represent the department internally or externally (e.g. 
on committees, as a chair or as speaker at a conference) 

Agree/Strongly agree Disagree/Strongly disagree 

Part- time: 13 (62%) Part-time:4 (19%) 

Full-time: 30 (59%) Full-time: 8 (16%) 

Fixed term contract: 5 (26%) Fixed term contract: 5 (26%) 

Open contract:  31 (67%) Open contract:  8 (17%) 

Actions identified earlier to address career progression are also relevant to the findings in this 
section:  

We will: 
Provide clarification about the implications of part-time contracts for career progression 
(Action Point 6.1) 
● Provide examples, as part of encouragement for career planning, about how female staff 

have progressed within the department, covering a range of routes and backgrounds, 
including part-time contracts (Action Point 6.4). 

 

(iv) Support given to students (at any level) for academic career progression 

Comment and reflect on support given to students at any level to enable them to make 

informed decisions about their career (including the transition to a sustainable academic 

career). 

Undergraduates: Social Policy  

The proportion of undergraduate students in positive destinations (graduate-level employment or 
further study) six months after study is lower for Social Policy than for the University as a whole, for 
both male and female graduates. The gap for female graduates is greater. 
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Table 22: Social Policy graduates: ‘positive destinations’ 

2010/11 - 2016/17 (latest year for which data is available) 

Positive destination scores 
(Destinations of Leavers from 
Higher Education Survey) 

University Social Policy and 
Social Work 

Male 81.7% 71.4% 

Female 82.4% 66.7% 

While we are currently 7th within the Russell Group for Social Policy employability, with a 
destination score of 78%, the average for the last five years combined was only 67.5 %; this measure 
would place us considerably lower in the rankings.  
 

Figure 29: Positive destinations: York compared with other universities (Social Policy departments) 
2020 (Years 2015/6 data) 
 

 

Source: Sunday Times Rankings 

The charts below show the picture in more detail, first by year and then for the period as a whole, 
drawing on data from the Destinations of Leavers from Higher Education Survey (DLHE). 
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Figure 30: Positive and negative destinations for Social Policy undergraduates 2010/11 - 2016/17 

 

 

Most of the gap relates to graduate-level employment rather than to further study. The reasons for 
this are likely to be complex, and beyond our immediate control. We do however have opportunities 
to influence the careers support offered within the University, and have therefore focused on this. 
This support includes: 

● Individual discussions with supervisors. Not all supervisors necessarily know what to discuss.  
● Events and one-to-one advice provided by the University Careers Service. Take-up is low. For 

example, take-up of York Strengths, a developmental programme for undergraduates, was 
only 13% in 2019 among Social Policy students, and 29% for Social Work students. While the 
latter figure compares favourably with the University average for the same year (17%) we 
want to do better, and to at least match the rising annual university targets in future.  

 
The value of focusing on the support provided is underlined by findings from the NSS (2019), 
indicating a gap between Social Policy students and the University as follows:  
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Table 23: NSS results: questions concerning advice on career choices and further study.  
 

NSS questions 2019 University score (%) SPSW score (%) 

Good advice is available for 
making career choices 

73.23  57.58 

Good advice is available on 
further study opportunities 

76.35 62.34 

 
We will set a target of halving these gaps by the end of the Action Plan period. 

We also want to increase students’ awareness of the employability skills that they develop during 
their degree. We will take actions to increase engagement and awareness for all our 
undergraduates. This should automatically increase female engagement, given that they make up 
the majority of our students. This should in turn set stronger foundations for improving female 
employability outcomes.   
 

We will (Action Point 15): 
● Identify the employability skills embedded in each module. This will assist students with 

identifying which skills they have developed, and giving examples to potential employers. 
● Give more guidance to supervisors on how to support preparation for career progression, 

to improve consistency, emphasising the key role of the second year, and the importance 
of engaging with university career support programmes such as ‘York Strengths’  

● Encourage students to take part in ’York Strengths’ 
● Hold a session about options for further study with second year undergraduates, as well as 

third years. 
● Obtain student feedback to help understand the reasons for the current disappointingly 

low take-up of Careers events and appointments. Proposals will be developed in 
consultation with the Staff Student Forum on content, timing and format, to ensure that 
the advice is targeted as effectively as possible.  

 
Social Work 

In Social Work, there is little difference between positive and negative outcomes between men and 
women, and the proportions in positive destinations reflect those for the University overall.  

 

Figure 31: Positive and negative destinations for Social Work students 2010/11 - 2016/17 
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There is however a wider issue that deserves attention: nationally, data from Skills for Care shows 
that 81% of  social workers are female, but only 67% of those in senior roles. We do not have exact 
figures for our social work graduates, but we can see these trends in surrounding Local Authorities. 
Social work students demonstrate competence by way of meeting the Professional Capabilities 
Framework; Domain 9 is about Professional Leadership.  This gives us an opportunity to promote 
Leadership Skills with our students during their placements.  

We will (Action Point 16): 
● Work with the Local Authorities in our Teaching Partnership to develop opportunities 

during placements for students to sample work at a more strategic level, spend time with 
senior female staff and explore routes for progression in placement organisations. 

● Include Leadership in the Skills Days taught on campus as part of the Social Work 
programme. 

● Evaluate students’ responses to their preparation for leadership. 

Postgraduate students 

For postgraduates, the DLHE data is too limited, even grouping students together across a 7 year 
period, to provide insight into our PGT and PGR Social Policy Graduates. We see higher numbers 
reporting from the Social Work Masters programme; but with only one male respondent during this 
period it is not possible to draw any gender-related conclusions.  

Like undergraduate students, postgraduate taught students have discussions about careers choices 
with supervisors on a one-to-one basis during supervision meetings, and can access events and 
advice provided by the university Careers Service.  

For PGR students, university support is provided by the Research Excellence Training Team. A focus 
group held organised by the SAT indicated that this support is seen as strong. Feedback from PRES 
2019 and from the focus group indicates, however, that there is scope to strengthen departmental 
support for PhD students in three ways: via greater dialogue with supervisors about career options; 
by increasing students’ opportunities to present papers and posters at academic conferences; and 
via holding staff presentations about career routes. There is also scope for PhD students to take a 
more active part in the department’s Research Theme activity.  

We will therefore (Action Point 17): 

 Reinforce with supervisors their role in assisting PGR students with career planning, and 
that this should be discussed from the outset of the relationship.  

 Ask supervisors to work with students to identify opportunities to present papers and 
posters at academic conferences. 

 Hold presentations by staff on career options and paths, demonstrating different types of 
routes. 

 Encourage PGR students to attend Research Theme meetings, in order to increase 
integration into the department’s research community. 

 

(v) Support offered to those applying for research grant applications 

Comment and reflect on support given to staff who apply for funding and what support is 

offered to those who are unsuccessful. 
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We have a comprehensive system of support for research grant applications, underpinned by seven 
Research Theme Leaders and coordinated through the Department Research Committee.  

 Support includes: 
● Internal peer review, including from Research Theme Leads.  
● Discussion with the line manager to plan workload implications, including any necessary 

cover. 
● Individual support from the departmental Research Facilitator, with more intensive support 

for Early Career Researchers on issues such as costing and funders’ requirements. 
● Signposting by the Research Facilitator to support on specialised issues such as GDPR and 

ethics. 
● A dedicated area of the intranet. 
● An individual annual allowance for professional development and training including 

attending conferences (Section 5.2 (iii)).   

New colleagues with research in their contracts meet with the Director of Research and Research 
Facilitator to discuss their research aspirations and departmental policies. 

 65% of staff eligible to submit applications are currently female. During 2015-19, research 
application and success rates were broadly in line with the gender composition of this group, 
indicating that women and men were equally likely to be active and successful. 62% of applications 
were submitted by female staff, and 67% of named PIs were female. Male PIs made slightly more 
applications on average, and for a slightly higher average value (F = £105K; M = £123K). The average 
award value was however higher for females (F = £81.9K; M = £66.7K). 

 When applications are unsuccessful, staff are encouraged to consider other possible avenues for 
submission, but support in these cases can be ad hoc. There is scope to provide more systematic 
support:  
 

We will (Action Point 18): 
● Where bidders submit grant applications within prescribed timescales, Research Theme 

Leads will provide advice and feedback both pre and (if not successful) post-application. 
● As noted elsewhere in this application (Action Point 6.4) consideration will be given to 

setting up an Early Career Research Network, to provide additional peer support.   

Section 5.2: 1987 words 

5.3. Flexible working and managing career breaks 

Note: Present professional and support staff and academic staff data separately 

(i) Cover and support for maternity and adoption leave: before leave  

Explain what support the department offers to staff before they go on maternity and adoption 

leave. 

For all types of staff, university policy is for discussions to be held prior to the leave period between 
the individual and their line manager or Head of Department about working arrangements, support, 
and workloads on return. Feedback (CS 2019) indicates some room for improvement in respect of 
academic staff: 
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Table 24: Perceptions of departmental support before maternity leave (CS 2019) 

Q. To what extent do you agree that the department provided adequate support 
during preparation for your maternity leave? 

 Agree/ Strongly 
agree 

Disagree/ strongly 
disagree 

Professional and support staff 3 (100%) 0 (0%) 

Academic staff 6 (54%) 2 18(%) 

One academic member of staff who had multiple periods of maternity leave reported not having had 
any such discussions.  We will introduce a more formal, planned approach. 

We will (Action Point 19.1): 
● Hold a three-way planning meeting in advance of the maternity/ adoption leave period between 

the member of staff, the line manager and the Deputy HoD to work out a Support Plan for the 
period during leave and on return.   

 
Support during leave will include Keeping in Touch arrangements. Support on return might include 
research or scholarship leave for academic staff; reduced workload in specific areas; and mentoring 
arrangements. Guidance will be provided about the type of support available, and about the 
opportunity to request an advocate, if not already in place. The decisions taken at the meeting will 
be recorded. 
 

(ii) Cover and support for maternity and adoption leave: during leave 

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

 

Feedback (CS survey 2019) again indicates varied experiences: 

Q. To what extent do you agree that the department provided adequate support during 
your maternity leave? 

 Agree/ Strongly agree Disagree/ strongly disagree 

Professional and support staff 2 (67%) 0 (0%) 

Academic staff 5 (45%) 1 (9%) 

Qualitative comments indicate that academic staff would benefit from a more formal advocacy role 
to ensure that they do not miss out on opportunities that come up while they are away. The actions 
outlined above, including arranging for an advocate, should help with this.  

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

Explain what support the department offers to staff on return from maternity or adoption 

leave. Comment on any funding provided to support returning staff.   

Arrangements for return to work should include a meeting with the returner either shortly before or 
on return to work, but this is not currently a formal policy. Requests for part-time work are reviewed 
positively. A risk assessment for Pregnant and Breastfeeding Employees is instigated by the 
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designated administrator. Information about breastfeeding and baby-changing facilities is included 
in the Staff Handbook, but is not specific to the department.  The departmental approach to 
supporting those returning from leave is not set out in the Staff Handbook, and there is a lack of 
clarity about what staff can expect. 

Feedback indicates some dissatisfaction among academic respondents, although one person felt 
that support had improved following a subsequent period of leave.  

Table 26: Perceptions of departmental support on return from maternity leave (CS 2019) 

Q. To what extent do you agree that the department provided adequate support on 
return from maternity leave? 

 Agree/ strongly agree Disagree/ strongly 
disagree 

Professional and support staff 3 (100%) 0(0%) 

Academic staff 4 (36%) 3 (27%) 

 

We will (Action Points 19.2 - 19.5): 
● Produce guidance about the departmental arrangements for supporting staff before, during 

and after maternity/ paternity leave, and include it in the Staff Handbook. 
● Specify in the guidance that a meeting will be held on return between the person returning 

and their line manager to review the Support Plan drawn up prior to their leave and identify 
any adjustments to it that may be needed. A note will be made of the decisions made at this 
meeting. 

● Obtain feedback when staff return from maternity/ adoption leave on their experience at all 
stages of their leave, in order to monitor the effectiveness of these arrangements and 
specifically of the support plan. 

● Provide information about breast-feeding facilities and baby-changing facilities that is specific 
to the department. 

 

(iv) Maternity return rate  

Provide data and comment on the maternity return rate in the department. Data of staff 

whose contracts are not renewed while on maternity leave should be included in the section 

along with commentary. 

Table 27: Maternity leave return rate, 2010-19 

 Maternity cases  Average length of 
leave (days) 

Returners Non-returners 

Academic staff 
Grades 6-8 

25 290 19 6 

Professional 
support staff 

2 240 2 0 

Totals 27 265 21 (78%) 6 (22%) 



 

 
63 

Provision concerning return from maternity leave is the same for staff on Open and Fixed term 
contracts. All but one of the staff who took maternity leave during this period were on Open 
contracts. No-one had their contract terminated during maternity leave.  

(v) Paternity, shared parental, adoption, and parental leave uptake 

Provide data and comment on the uptake of these types of leave by gender and grade. 

Comment on what the department does to promote and encourage take-up of paternity leave 

and shared parental leave. 

Between October 2010 and July 2018 two academic members of staff reported taking paternity 
leave, and one member of staff reported taking adoption leave (CS 2019). These respondents either 
agreed that support before, during and after was adequate or did not express a view.  Qualitative 
comments indicate some lack of awareness about parental and carers’ leave, especially the latter:  

Table 28: Awareness of university policies on parental and carers’ leave (CS 2019) 

Q. I am aware of the University policies on parental leave 

F: 32 (57%) M: 13 (57%) 

Q. I am aware of the University policies on carers’ leave 

F: 18 (32%) M: 8 (35%) 

Information about these types of leave is referred to in the departmental Staff Handbook but only in 
the form of links to university pages. 

We will (Action Point 20): 
● Include information about parental and carers’ leave in the Induction process, and in 

the Staff Handbook, and provide a refresher briefing about it. 
● Make clear in the Handbook that the forms of support available during and after 

maternity leave also apply to parental leave. 

 

(vi) Flexible working  

Provide information on the flexible working arrangements available.   

The Department is very supportive of flexible working. Reflecting this, 41% of staff in SPSW work 
part-time, which is significantly higher than the average for the University (30%) and the Faculty 
(28%). 

Feedback (CS 2019) confirms that this is perceived as a departmental strength: “...requests for 
flexible working are mostly approved, and very much welcomed and appreciated. This is a clear asset 
of working in the department.” The quantitative data supports this positive picture: 
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Table 29: Perceptions of ability to work flexibly (CS 2019) 

Q. To what extent do you agree or disagree with the following statement: the 
department enables me to work flexibly when I need to 

Agree/strongly agree Disagree/ strongly disagree 

F: 30 (91%) 1 (3%) 

M: 9 (90%) 0 (0%) 

Q. Have you ever requested a period of flexible working while in the department, 
including flexitime? (Include both formal and informal arrangements)? 

Yes: accepted Yes: refused 

F: 33 (59%) 0 (0%) 

M: 10 (43%) 1 (4%) 

Teaching staff can ask for caring responsibilities to be taken into account by submitting a Teaching 
Constraints Form. Among respondents (CS 2019) who had teaching in their contract and who also 
had caring responsibilities, half had completed a Teaching Constraints form. Feedback indicated 
some uncertainty about what kinds of issues can be considered.  There is also scope for inequities, 
as requests for changes to teaching patterns have been agreed over time, and decision-making may 
lack consistency.  

We will (Action Point 21): 
● Draw up and communicate a set of agreed principles for decisions on timetable constraints 

requests, to help balance competing needs and to allow for a more transparent approach 
to the support of flexible working. This will include examples of the kind of 
accommodations that can be made. 

 

(vii) Transition from part-time back to full-time work after career breaks 

Outline what policy and practice exists to support and enable staff who work part-time after a 

career break to transition back to full-time roles. 

There have not been any cases in the last few years of staff transitioning from part-time to full-time 
roles after a career break.  In order to ensure that staff are aware that they can request this: 

We will (Action Point 22): 
● Include information about this option in the Staff Handbook. 
● make clear that a trial period of full-time working can be  arranged on request 
● hold a review meeting, one year after returning from a career break, to discuss options for 

the future, including this one. 

Section 5.3: 619 words 
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5.4. Organisation and culture 

(i) Culture 

Demonstrate how the department actively considers gender equality and inclusivity. Provide 

details of how the Athena SWAN Charter principles have been, and will continue to be, 

embedded into the culture and workings of the department.   

The department is committed to the values of equality and diversity, and to embedding them fully in 
its policies and practice. This is reflected in, for example, its approach to teaching, in the REF, which 
has prioritised an inclusive approach, and in its long-standing commitment to widening participation. 
Indeed, the department houses the University’s Research Champion for Equality and Justice. 
Nevertheless, work for Athena SWAN has highlighted that further progress is needed. While the high 
response rate to CS 2019 (82%) suggests substantial interest, the findings also indicate a gender 
‘confidence gap’ concerning the department’s commitment to equality and diversity.  The gap is 
smaller for how able staff feel to discuss these issues with their line manager and department: 

Table 30: Equality and diversity within the Department of Social Policy and Social Work (CS 2019) 

Q: The department takes equality and diversity seriously 

Agree/Strongly agree Disagree/Strongly disagree 

F: 32 (57%) F: 11 (20%) 

M: 21 (91%) M: 1 (4%) 

Q: I can openly discuss any concerns about equality issues with the 
department/ my line manager 

Agree/Strongly agree Disagree/Strongly disagree 

F: 38 (68%) F: 8 (14%) 

M: 16 (70%) M: 2 (9%) 

While the more positive scores concerning open discussion are encouraging, more needs to be done 
to instil confidence in how seriously the department takes these issues:  

 “There is a feeling that the department certainly has potential to be a leader in equality and diversity 
matters but there needs to be a more proactive approach” (CS 2019). 

 Our Action Plan sets a target for increased female confidence, from 57 % to 75%. The rationale is 
that this is mid-way between the current and desired confidence levels, which it might not be 
realistic to reach in one go.  

One key step will be to assign responsibility for these issues to a new Equality and Diversity 
Committee. Another is the development of a new departmental Statement of Values concerning 
Equality and Diversity.  

While the departmental houses substantial academic expertise in equality, diversity and 
intersectionality, this has not generally been given a high profile. We will now hold seminars to 
showcase this expertise and raise its profile; these events will be open to the faculty and university, 
to influence good practice more widely. 
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We are also emphasising equality and diversity in how we work with students. The initial supervisor 
meeting now asks students to raise any issues that they consider may affect their studies, such as 
caring responsibilities. We make individual timetabling changes where possible, to accommodate 
such commitments. A current review of the curriculum is addressing equality and diversity, and the 
department will be part of a university pilot on  ‘Inclusive Teaching’; this will explore the  experience 
of studying with the Department, including academic and pastoral support and the curriculum, and 
will identify areas where cross-faculty or central measures could improve the student experience.  

We also want to explore the experience of BME students. Although we have not yet been able to 
access comprehensive data, there are indications that our BME students’ attainment may be lower. 
We also know that BME Social Work students do less well on their placements, and have recently 
won research funding to explore this. 

We will (Action Point 1): 

 Set up the Equality & Diversity Committee, in order to  i) scrutinise and direct progress 

against the AS Action Plan, and ii) carry out annual gender audits, examining the gender 

ratio  in the following areas:  

o UG and PGT recruitment  

o student scholarships and awards 

o UG: achievement of Firsts and 2: 1s 

o staffing at all grades, and in particular above Grade 8 

o the gender balance among fixed term and open contract post holders 

o take-up by gender of training, coaching and mentoring 

o the gender profile of  departmental committees 

o the impact on gender of the workload model 

o KEI activity 

 Within the committee, identify priorities on issues that intersect with gender, including 

ethnicity and attainment. 

 Monitor the focus and effectiveness of the committee 

 Embed the Departmental Statement of Values into the appraisal process and in student 

awareness. 

 Make the Statement visible by posting it in prominent places, physically and virtually. 

 Introduce an Equality and Diversity Annual Nominations scheme, for students and staff. 

 hold periodic seminars on aspects of equality, diversity and intersectionality, drawing on 

academic  expertise within the  department. 

 Ensure, via the Equality and Diversity Committee, that university policies on equality and 

diversity are well-reflected in departmental policies, for example including guidance on the 

menopause and the role of line managers in supporting staff. 

We will also (Action Point 23): 

● Develop the way in which core and options modules in UG programmes address diversity, 

difference and structural inequalities. 

● Learn from the findings of the Inclusive Teaching Project in order to plan and implement 

changes to the curriculum and to student support. 
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In addition, actions will be taken on two issues, discussed below, which are likely to have a bearing 
on female confidence in the department’s commitment to gender equality: 

 policies relating to harassment  (Action Point 24) 

 the workload allocation policy (Action Point 27), including for part-time and Fixed- term 

staff. 
  

(ii) HR policies  

Describe how the department monitors the consistency in application of HR policies for 

equality, dignity at work, bullying, harassment, grievance and disciplinary processes. Describe 

actions taken to address any identified differences between policy and practice. Comment on 

how the department ensures staff with management responsibilities are kept informed and 

updated on HR polices. 

HR policies are set centrally by the University, implemented by the department and shared in a 
departmental Staff Handbook. New policies are circulated during the year. During 2019-20, and as 
part of a more integrated approach, a revised line management structure was introduced for some 
sections of the department; by 2020-21 this will be department-wide. The new structure will enable 
clearer accountability, and ensure that all senior staff have line management responsibility. This 
change will increase consistency in how policies are applied, especially processes concerning 
equality, dignity at work, bullying, harassment, grievances and discipline. Further steps taken to 
achieve consistency include: 

 Monthly meetings between the Head of Department and HR. 
 A single departmental HR plan. 

 A re-focused Deputy Head of Department role with an emphasis on staff policies and work 
allocation. 

 A new Line Managers’ Committee and a Performance Development and Review Committee, 
to identify common themes following the annual performance review round. 

 'Lessons learned' exercises carried out on substantial grievance cases. 

To embed consistency further: 

We will (Action Point 24.1): 
● produce a guide for line managers, identifying their key responsibilities, highlighting 

policies for promoting equality and dignity at work, and for addressing bullying and 
harassment. 

Feedback (CS 2019) indicates some concerns about the departmental climate and perceived likely 
response concerning harassment:  

 

 

 

 

 



 

 
68 

Table 31: Departmental climate concerning harassment (CS 2019) 

Q: The climate in the department is conducive to working free from 
harassment, bullying or offensive behaviour 

Agree/Strongly agree Disagree/Strongly disagree 

F: 35 (63%) F: 12 (31%) 

M: 18 (78%) M: 3 (13%) 

Q: I am confident that the department would deal effectively with any 
complaints about harassment, bullying or offensive behaviour 

Agree/Strongly agree Disagree/Strongly disagree 

F: 28 (51%) F:13 (23%) 

M: 10 (43%) M: 3: (13%) 

Qualitative feedback drew further attention to these issues, especially in respect of sexual 
harassment: staff who become involved in supporting colleagues or students may lack a clear sense 
of external support, can feel overburdened, and are sometimes unclear information about 
timescales. A small number of cases are perceived to have had a substantial impact on individual 
staff who offer support. A SAT Working Group was convened to explore these issues, including the 
Head of Department and the HR contact. The University’s Head of Equality and Diversity was also 
consulted. 

It seems likely that concerns about these issues are contributing to the gender ‘confidence gap’ in 
relation to the department’s commitment to equality and diversity. We need to instil confidence 
that the procedures are robust.  

We will (Action Points 24.2 - 24.5): 

 Review how best to support staff involved in sexual harassment cases, especially in terms of 
a) where to direct those involved for support, b) where responsibility lies for informing 
those affected of the processes being carried out and c) how best to provide disclosure 
training. The review will be carried out by the Deputy Head of Department, who will also be 
the Chair of the Equality and Diversity Committee. 

 Act as a departmental pilot for communication of a new university policy to be launched 
during 2020 on Dignity at Work and Study. This will address the handling of complaints 
about harassment. 

 The Deputy Head of department (F) / a male alternate to be the first point of contact if staff 
have concerns about inappropriate behaviour involving another staff member. 

 Where a member of staff has been involved in a particularly challenging and time-
consuming case, they will be encouraged to make the Deputy HoD aware so that 
compensation can be considered via adjustments to workload. 

 

(iii) Representation of men and women on committees  

Provide data for all department committees broken down by gender and staff type. Identify 

the most influential committees. Explain how potential committee members are identified 
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and comment on any consideration given to gender equality in the selection of 

representatives and what the department is doing to address any gender imbalances. 

Comment on how the issue of ‘committee overload’ is addressed where there are small 

numbers of women or men. 

During the last three years, women have accounted for slightly more than half of overall 
departmental committee membership, rising to 61%. For the three most influential committees 
(Management Team, Research Committee and Teaching Committee) the proportion of female staff 
is lower, rising from 48% to 52%. Until recently, two of them were chaired by women, one of whom 
has now been promoted to Faculty Research Lead. Three committees have had over 65% female 
input during this period. Two of these (Ethics Committee and Exceptional Circumstances Committee) 
are committees which deal mainly in case-work, sometimes in high volumes. 
 

Table 32: Male-female ratios on the main departmental committees: 2017/18 – 2019/20 (as at 
January 2020) 

Committee 2017-18 
F:M (Chair) 

2018-19 
F:M (Chair) 

2019-20 
F:M (Chair) 

Overall percentage 
female membership 
2017/18 – 19/20 

Departmental 
Management Team 

7:9 (M) 7: 7 (M) 5:3 (M) 50% 

Departmental Research 
Committee 

10:9 (F) 10:9 (F) 10:9 (F) 52% 

Departmental Teaching 
Committee 

5:6 (F) 5:4 (F) 6:7 (F) 48% 

Board of Studies All teaching-related academic staff are members (M) 

Examinations Board All teaching-related academic staff are members (F) 

REF Sub-Committee 2:3 (M) 3:2 (M) 3:3 (M) 46% 

Graduate Research 
Committee 

    3:1 (M) 75% 

Exceptional 
Circumstances 
Committee 

3:3 (F) 4:2 (F) 5:1 (F) 66% 

Research Ethics 
Committee 

10:3 (F) 8:4 (M) 8:2 (M) 74% 

Operations Group N/A 6:3 (F) 3:2 (F) 64% 

Overall percentage 
female membership per 
year 

53% 58% 61%   

Membership is considered by the Head of Department and Deputy Head. However, there is scope 
for a more systematic approach.  Opportunities to gain experience of this kind do not always fall 
evenly.  Some staff on part-time and time-limited contracts think that development opportunities 
are limited by their contract status (CS 2019), and constraints on taking up citizenship roles such as 
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committee membership are likely to be part of this picture. Getting the balance right in terms of 
offering opportunities while not overloading those in more junior, time-limited or part-time roles 
has been tricky. 

To enable a more considered approach:   

We will (Action Point 25.2 - 5): 
●    Analyse the gender balance of committee membership via an annual review by the Equality 

and Diversity Committee. This will include reviewing the gender weighting in those 
committees where there is a heavy caseload. 

●    Ask line managers to discuss departmental committee membership as part of reviewing 
career development plans and aspirations during PDR meetings. 

●    Introduce job shares for some committee and citizenship roles, where viable, in order to 
increase access to development opportunities for part-time staff. 

●    Consider the viability of introducing a deputy for a limited number of key administrative 
roles, subject to staff resources and competing demands. 

●    In addition, and as noted earlier (Action Point 8.2) we will: 
● Confirm an allocation for citizenship/ administrative roles for all contracts. 

 

(iv) Participation on influential external committees  

How are staff encouraged to participate in other influential external committees and what 

procedures are in place to encourage women (or men if they are underrepresented) to 

participate in these committees?  

Departmental staff participate in both faculty and university-level university governance. Five senior 
members of staff sit on faculty committees as a result of their position in the department, of whom 
four are female. In addition, three further members of departmental staff, all female, currently sit 
on university committees. 

There is currently no systematic process for nominating staff to university committees. This is a 
substantial gap, considering the significance of this type of experience for career development.   

Information has been gathered about research-related appointments external to the University as 
part of REF 2021, but this was a one-off exercise which does not provide a comprehensive picture. A 
register of External Examiner appointments shows that six men and five women currently fill these 
roles. To allow for external participation to be more thoroughly tracked: 

We will (Action Point 26): 

 Map departmental input to university roles as a part of ongoing workload review. 

 Include a review of participation at this level in the annual cross-departmental post PDR 
meeting. 

 Lobby the University to provide more transparent arrangements for recruitment to 
university-level committees. 

 Collect information about appointments external to the University, by gender, as part of 
the next Culture Survey. 

 

(v) Workload model  

Describe any workload allocation model in place and what it includes. Comment on ways in 

which the model is monitored for gender bias and whether it is taken into account at 
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appraisal/development review and in promotion criteria. Comment on the rotation of 

responsibilities and if staff consider the model to be transparent and fair.   

For campus-based teaching staff a workload model has been in place since 2013. This is based on 
assumptions about teaching, administrative and research activities, calculated on a pro-rata basis 
depending on contract type and hours. Feedback (CS 2019) indicates that while there is little gender 
difference in understanding how the model operates, women are more likely than men to disagree 
that the model is fair when allocating administration, teaching and marking. The most significant 
difference, though, is that women are much more likely to disagree that ‘emotional labour’ (informal 
and formal support) is fairly distributed.  

Table 33: The departmental workload model (CS 2019) 

Q: How well do you understand the workload model in SPSW? 

Very well/Well enough Not well/ not at all 

F: 11 (61%) F: 7 (39%) 

M: 7 (59%) M: 4 (41%) 

Q: The workload model is fair when allocating administrative roles 

Agree/ Strongly agree Disagree/ Strongly disagree 

F: 6 (26%) F:9 (39%) 

M: 7 (50%) M: 5 (36%) 

Q: The workload model is fair when allocating teaching 

Agree/ Strongly agree Disagree/ Strongly disagree 

F: 10 (43%) F: 9 (39%) 

M: 10 (71%) M: 2 (14%) 

Q: The workload model is fair when allocating marking 

Agree/ Strongly agree Disagree/ Strongly disagree 

F: 8 (35%) F: 7 (30%) 

M: 9 (64%) M: 3 (21%) 

Q: The workload model is fair when allocating research 

Agree/ Strongly agree Disagree/ Strongly disagree 

F: 3 (13%) F: 9 (39%) 

M:3 (21%) M: 7 (50%) 

 

 



 

 
72 

Q: Do you believe there is an equal distribution of ‘emotional labour’ 
(informal and formal support) to peers and/ or students in the department? 

Agree/ Strongly agree Disagree/ Strongly disagree 

F: 5 (9%) F: 25 (45%) 

M: 2 (9%) M: 5 (22%) 

 

In 2019, all workload models were reviewed, staff were consulted and a new workload model will be 
introduced in 2020 for all staff. This aims to be more transparent, comprehensive and 
comprehensible; and to directly address issues of equality and diversity.  

The new Equality and Diversity Committee and a Workload Committee will monitor its 
implementation, and assess its impact on gender. The newly formed Line Managers Committee will 
offer the chance for managers to discuss challenges concerning workload, ‘emotional labour’ and 
career development. The wider spread of line management, alongside greater scrutiny through 
these committees, should improve awareness and enable more effective support. 

We will (Action Point 27): 

 Introduce a new transparent, comprehensive and comprehensible workload model during 
2020. 

 Monitor the implementation of this model, including via an annual equality and diversity 
audit. 

 

(vi) Timing of departmental meetings and social gatherings  

Describe the consideration given to those with caring responsibilities and part-time staff 

around the timing of departmental meetings and social gatherings. 

The department does not have formal core hours, but all committee meetings are held during the 
hours of 10.00am - 4.00pm. 94% of staff overall, and 80% of those with dependent children, agreed 
(CS 2019) that they could fit work meetings around caring responsibilities.  

We will (Action Point 28): 

 Ensure that meetings are arranged taking into account when staff are able to attend, and 
usually within the hours of 10.00 am - 4.00 pm. 

Social gatherings have usually consisted of an evening event after the annual departmental away-
day. More recently, a Christmas party was held in the afternoon with increased attendance from 
those with children, and with positive feedback about the timing.   

(vii) Visibility of role models 

Describe how the institution builds gender equality into organisation of events. Comment on 

the gender balance of speakers and chairpersons in seminars, workshops and other relevant 

activities. Comment on publicity materials, including the department’s website and images 

used. 
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Over the past three years the department has actively addressed gender balance in its promotional 
materials and at outward-facing events. The departmental brochure (aimed at undergraduate 
recruitment) has been revised; whereas in the previous brochure (2016) only 10% of the student 
images were of men, in the revised version (2019) 40% of the images are of men.   

Admissions Tutor posts are split evenly (currently 5 women and five men); this reflects where 
programme leader roles fall rather than being a conscious gender split. Male and female 
staff participate equally in Post-Offer Visit Days, and so the male role is greater than would be 
expected given the overall gender balance. Given the importance of attracting men to study with us, 
we will maintain this approach. Open Days involve more female than male staff (12 and 5 
respectively in the 2020 rota). We will work towards gender balance here too, as part of creating a 
climate which encourages men to apply. 

There is still work to do, as discussed earlier, (Action Points 2, 3 and 4) to increase male 
representation in post-offer communications and to improve representations of diversity in the 
brochure and web site.  

No records have been kept to date concerning speakers invited to participate in departmental 
seminar series, and so there is a lack of data about gender.  
 
 

We will (Action Point 29): 

 Introduce more profiles of male students and alumni on our web pages. 

 Introduce staff blogs on the website to showcase a range of research projects and methods, 
and to reflect diversity in terms of gender and ethnicity. 

 Monitor the gender balance in Open Days and Visit Days. 

 Set up a departmental log of invited speakers, and monitor it for gender balance. 

 
Opportunities have also been noted elsewhere in this application to promote female role models as 
part of support for career progression for academic staff and PGR students:  
 

We will (Action Points 6.4 and 17.3) 

 Develop a group of staff who are willing to provide informal advice/ act as role models to 
assist academic staff, especially junior female staff, with thinking about and preparing for 
promotion.  

 Provide examples, as part of encouragement for career planning, about how female staff 
have progressed within the department, covering a range of routes and backgrounds. 

 Hold career planning sessions with PGR students, including the opportunity to hear from 
alumni and from staff, especially female staff and those who have followed non-standard 
routes. 

 

(viii) Outreach activities  

Provide data on the staff and students from the department involved in outreach and 
engagement activities by gender and grade. How is staff and student contribution to outreach 
and engagement activities formally recognised? Comment on the participant uptake of these 
activities by gender.  
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Departmental outreach includes: 

 Open Days and related admissions work. Where staff have a substantive role, such as 

Admissions Tutor, this is recognised in their workload allocation. 

 Contributions to university – level outreach initiatives with schools which involve bringing 

pupils to the campus. (Resource constraints and the fact that Social Policy and Social Work 

are not A Level subjects mean that the department does not generally visit individual 

schools).  One member of staff (male) has given time to these university initiatives in 

successive years.  This input has not been formally included in workload allocations, but now 

will be. 

 Two members of staff (female) have been leading innovative outreach work with care 

leavers. 

 Knowledge Exchange and Impact (KEI) activity, via a departmental KEI strategy, and strategic 

lead. A number of early career female colleagues have received ESRC Impact Accelerator 

Account funding to undertake knowledge exchange activities and these form an important 

part of our REF Environment statement. To date, this activity has not been systematically 

monitored by gender. 

 

We will: (Action Point 30): 
● Include outreach admissions work with schools and care leavers in the workload model. 
● Include gender analysis in reporting/ monitoring arrangements for KEI. 
● Include a KEI plan in all successful research grant applications. 

 

Section 5. 4: 1830 words 

Section 5: 5929 (recommended 6000) 

 

6. FURTHER INFORMATION 

Recommended word count: Bronze: 500 words   

Please comment here on any other elements that are relevant to the application. 

In the final stages of preparing this submission we have had to consider how Covid 19 may affect 
both the issues discussed within it, and our plans for addressing them. We have considered two sets 
of implications, in particular. 

First, the pressures arising from the current situation seem likely to create additional challenges for 
gender equality. Caring responsibilities may fall unevenly, with women taking more of the burden, 
and this may in turn affect the scope for activities, such as research and citizenship, which are 
important for career progression. There are already some indications that journal article submissions 
by women have fallen. The priority being given to accelerated preparation for online teaching may 
also affect time for those activities that have traditionally laid foundations for promotion. Working 
patterns may change in unpredictable ways, both for students and staff. Those with caring 
responsibilities may find that they need to work at different times of day, and that assumptions 
about established practices such as core working hours  are no longer as relevant, at least in the 
short term.  

These challenges reinforce the importance of many of the objectives set in this submission, and of 
making progress towards them. The work of our new Equality and Diversity Committee in 
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monitoring progress will therefore be crucial; priority will be given to reviewing and mitigating any 
challenges resulting from our necessary response to the Covid 19 pandemic. 

The second set of implications concerns priorities and resourcing. The dates in the Action Plan at 
Section 6 and the priorities (indicated via an asterisk) were set before the current crisis began. They 
will need to be kept under review, to ensure in particular that priorities for action reflect the 
emerging situation and its impact on important measures of equality and diversity.  Some flexibility 
will also be needed within the department to take account of any policy changes that emerge from 
the institution in the coming months: there are already indications of likely (positive) policy changes 
affecting some of the key issues in this submission. We will review the Plan in Autumn 2020, and 
adjust it if necessary. We will ensure that these adjustments do not impact on our overall 
commitment to the process, whilst also being realistic and focused. 

Finally, we need to note that in some respects access to data has been constrained by lock-down, 
and has affected some final steps in adjusting/ confirming the data in some sections. 

Section 6: 403 words (recommended 500 words) 

7. ACTION PLAN 

The action plan should present prioritised actions to address the issues identified 

in this application. 

Please present the action plan in the form of a table. For each action define an 

appropriate success/outcome measure, identify the person/position(s) responsible 

for the action, and timescales for completion.  

The plan should cover current initiatives and your aspirations for the next four years. 

Actions, and their measures of success, should be Specific, Measurable, Achievable, 

Relevant and Time-bound (SMART). 

See the awards handbook for an example template for an action plan.   
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7. ACTION PLAN 
 

 

Action 

point 

(Section 

of the 

report) 
 
*Priority 

for 

action 

Objective Rationale Action already 

taken 

Further action planned Responsibility Timescale Success measure 

1.* 

(3) 

(5.6.1) 

1. Embed equality 

and diversity into 

the governance 

and culture of the 

department, as an 

evolution of the 

SAT. 

Currently no ongoing 

forum for considering 

E and D issues, other 

than the SAT.  

AS survey responses 

indicate a gender gap 

in terms of confidence 

that the department 

takes equality and 

diversity seriously: F: 

57%: M: 91% 

New E and D 

committee will anchor 

this work and help 

situate gender in an 

intersectional 

approach. 

Athena SWAN is a 

standing item at 

strategic 

committees. 

Plans for launch of 

Equality and 

Diversity 

Committee drawn 

up. 

Departmental 

Statement of 

Values drawn up 

and disseminated 

to staff. 

Learning 

agreement 

generated with 1st 

year UG students, 

covering values. 

1.1. Set up Equality & Diversity 

Committee (EDC), as an evolution of the 

SAT, to: 

i) scrutinise and direct progress against 

the AS Action Plan. 

ii) carry out annual gender audits, 

examining the gender ratio  in the 

following areas:  

- UG and PGT recruitment  

- student scholarships and awards 

- UG: achievement of Firsts and 2: 1s 

- the gender balance in recruitment 

appointments, staffing at all grades and 

in terms of  fixed term/ open contracts 

- take-up by gender of training, coaching 

and mentoring 

gender profile of  departmental 

committees 

- the impact on gender of the workload 

model 

- KEI activity. 

 

HoD and 

Deputy HoD 

(Chair of E& 

DC). 

E&DC in place 

by mid 2020, 

and 

programme of 

annual audits 

drawn up for 

implementatio

n from 2021. 

Review of its 

effectiveness 

after one year. 

Actions on 

Statement of 

Values, 

Nominations 

Scheme and 

occasional 

seminars by 

September 

2021. 

E&DC has been 

established and is 

carrying out the 

annual gender 

audits identified in 

this plan. 

Follow -up survey 

indicates at least 

75% female 

confidence by 2024 

that equality and 

diversity are taken 

seriously within the 

department. 

Feedback from 

staff and students 

indicates at least 

75% of staff and 

students are aware 

of the 

departmental  

values.  
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1.2. Identify priorities on issues that 

intersect with gender, including ethnicity 

and attainment. 

1.3. Monitor the focus and effectiveness 

of the EDC. 

1.4. Embed the Departmental Statement 

of Values into the appraisal process and 

in student awareness. 

1.5. Make the Statement visible 

by posting it in prominent places, 

physically and virtually 

1.6. Introduce an Equality and Diversity 

Annual Nominations scheme, for 

students and staff. 

1.7. Hold seminars on aspects of equality, 

diversity and intersectionality, drawing 

on academic expertise within the 

department. 

1.8. Ensure, via the Equality and Diversity 

Committee, that university policies on 

equality and diversity are well-reflected 

in departmental policies, for example 

including guidance on the menopause 

and the role of line managers in 

supporting staff. 

2. 

(4.1.ii) 

Maintain at least 

the current UG 

gender ratio, and 

mitigate against any 

widening of gender 

disparity, by 

encouraging more 

men to apply. 

Students are 

predominantly 

female, although with 

a marginally greater 

proportion of male 

students than the 

Russell Group 

benchmark. While 

Recent changes to 

promotional 

material have 

improved the 

representation of 

diversity, but 

scope to do more. 

Majority of images, 

2.1. Review the images and examples in 

marketing materials and post-offer 

communications to achieve gender 

neutrality; and improve the 

representation of diversity. 

Marketing 

Committee 

with support 

from central 

university 

Marketing. 

By start of 

academic year 

2021-22. 

All marketing 

material and 

events, and the 

departmental 

website, is 

gender- balanced, 

measured by a 

roughly equal 

2.2. Include male students or 

practitioners in all promotional events 

for social work courses. 
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societal and discipline 

–related factors play a 

large role, this 

imbalance has 

implications for the 

diversity of the 

student group and for 

the labour supply into 

relevant caring 

professions. 

No clear evidence of 

bias towards females 

in offer rates and 

take-up rates. Action 

will therefore focus on 

increasing the male 

application rate.  

quotes, 

ambassadors and 

student blogs are 

still female. 

 

Admissions Tutors 

and input to Open 

Days and visit days 

are well-balanced 

by gender. 

 

The Social Work 

‘SUPA Group’ have 

recently had some 

training in 

unconscious bias, 

and their role in 

recruitment is kept 

under review. 

2.3. Ask the University to make more use 

of male student ambassadors from our 

subject areas. 

representation of 

men and women 

in the images 

used.  

 

Marketing 

material is being 

carefully assessed 

and redeveloped 

with this objective 

in mind.  

 
Maintain at least 
the current 
proportion of male 
students (22%). 
 

Increase the 

proportion of male 

applicants above 

the current level of 

20%. 

2. 4. Use staff blogs on the website to 

showcase a range of research projects 

and methods, reflecting diversity in 

terms of gender and ethnicity. 

2.5. Ensure that the Social Work SUPA 

group continues to receive appropriate 

training in unconscious bias training. 

3. 

(4.1.iii) 

 

Maintain at least 

the current PGT 

gender ratio and 

mitigate against 

any widening of 

gender disparity, 

by encouraging 

more males to 

apply. 

Students are 

predominantly 

female. Males less 

likely to apply and (in 

some years) to take 

up their place. 

 

 

 

 

 

 3.1. Review marketing materials to 

ensure gender balance. 

Marketing 

Committee 

with support 

from 

university 

Marketing. 

 

 

By start of 

academic year 

2021-22. 

All marketing 

material is 

gender- balanced, 

measured by a 

roughly equal 

representation of 

men and women 

in the images 

used. 

 
Maintain at least 
the current 
proportion of male 
students (24%).  
 

 

3.2. Increase the use of male images in 

post-offer communications, in order to 

maximise male take-up. 

3.3. When assessing male applicants who 

are in employment, take account of their 

overall professional experience and how 

their role contributes to programme 

learning objectives. 

Programme 

leaders. 
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4.  

(4.1.iv) 

Understand why 

acceptance rates 

are lower among 

female overseas 

PGR applicants. 

Female overseas offer 

holders less likely to 

take up their place. 

 4. Investigate why female overseas 

students are less likely to take up their 

place, drawing on information from the 

central Admissions team and from our 

overseas recruitment agents. 

 

Admissions 

Tutor. 

By start of 

academic year 

2021-22. 

Clear picture of 

the underlying 

reasons, and 

identification of 

the extent to 

which these lie 

within 

departmental 

influence. 

 

Actions in place to 

address the latter.  

5. 

(4.2.i) 

Explore how best 

to increase ethnic 

diversity among 

the academic staff 

group. 

Low  level of ethnic 

diversity within 

current staffing 

 5. Explore how to increase the diversity 

of the staff group, in consultation with 

the University’s E and D Office and 

drawing on national comparator data 

and good practice. 

E&DC. By end of 

2022. 

Analysis 

undertaken and 

plan developed. 

6.* 

(4.2.i) 

 

(5.1.iii) 

Sustain female 

promotion to 

Grade 8 and 

improve it above 

Grade 8. 

 

Encourage T and S 

promotion routes 

above Grade 7. 

There is a 

comparatively weak 

female pipeline above 

Grade 8, and a T and S 

pipeline above Grade 

7 is yet to open up. 

 

Female staff 

significantly less likely 

to agree that they i) 

understand the 

promotion process, 

and ii) that it is 

Promotions 

Committee 

recently 

established, with 

encouragement for 

staff to submit 

draft applications 

for feedback. 

 

Clear annual 

communication 

issued about 

applying for 

6.1. Increase awareness of promotion 

policies and the support available: 

- hold an annual Promotions Week 

- describe the support available in the 

Staff Handbook 

- provide advice on completing the 

University Individual Circumstances form 

as part of the promotion process 

- provide clarification about the 

implications of part-time contracts for 

career progression. 

Promotions 

Committee.  

 

 

 

 

 

 

 

 

 

 

 

Steps relating 

to the PDR 

process to be 

in place for the 

2020 PDR 

cycle. 

 

Other actions 

to be carried 

out/ instigated 

during 

academic year 

202/21. 

By 2024: 

 

-improve 

awareness and 

perceived 

effectiveness of 

support for 

promotion to at 

least 75%, with no 

gender disparity. 

 

-increase female 

staffing at Reader 
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effective  

i) F: 36%; M: 48% ii) F: 

9%; M: 22%. 

 

New line manager 

structure provides 

opportunity to embed 

good practice. 

 

Informal process likely 

to be important for 

encouraging 

confidence for career 

progression among 

female staff. 

 

Overall aim is to focus 

on removing barriers 

which constrain 

female staff from 

applying to the higher 

grades. 

promotion. 

 

Annual post-PDR 

line manager 

meeting instigated 

in 2019 to identify 

common themes 

and barriers to 

career progression.   

6.2. PDR process 

- encourage staff to submit a CV as part 

of PDR 

- Provide briefing for line managers 

about trends in career progression and 

gender 

- encourage line managers to focus on 

the longer term as well as the current 

year, to assist planning for progression, 

and to consider all aspects of the role 

- provide advice to line managers about 

how best to support career progression 

for Teaching and Scholarship staff. 

Promotions 

Committee 

and line 

managers. 

and professorial 

grades to at least 

50%, by 2024. 

 

 

6.3. Senior oversight 

-collect data about discouraged 

applications 

- carry out annual review by senior staff 

of  each member of the department and 

through wider discussions at the Senior 

Managers Committee 

-Line Managers Group to review the 

outcome of the PDR round annually, and 

share good practice 

- Share information about forthcoming 

departmental opportunities via regular 

updates to all staff, to ensure that they 

are advertised regularly. 

 

Promotions 

Committee 

and Line 

Managers 

Group. 
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6.4. Support 

- set up a career progression support 

group, inclusive in approach, drawing on 

role models 

- Provide examples, as encouragement 

for career planning, of  how  female staff 

have progressed within the department, 

covering a range of routes and 

backgrounds, and including part-time 

contracts  

- Review the case for a peer-led Early 

Career Network 

- Ensure  line managers promote the 

University’s recently introduced 

Mentoring programme, following 

feedback from within the department 

about its value for career planning 

-confirm that the allowance made 

available for developmental activity (ref. 

Section 5.3.iii) can be used for life 

coaching to support career planning. 

Promotions 

Committee. 

7*. 

(5.1 iii) 

Investigate ways to 

assist professional 

support staff with 

career 

progression. 

Few opportunities for 

departmental support 

staff to progress 

without leaving the 

department; in most 

recent university 

survey, departmental 

support staff gave the 

lowest score for 

employee 

engagement/ being 

valued as part of the 

University community.  

 7.1. Carry out a review of how best to 

support career progression for 

professional support staff, drawing on 

good practice from other departments 

and across the sector. 

Department 

Manager. 

By end of 

2021. 

By 2022: 

 

-all support staff 

have either 

i)contributed to a  

departmental or 

university project  

or 

 ii) had university-

level training of a  

developmental 

kind  

- follow-up focus 

group has 

identified 

7.2. Apply departmental good practice 

concerning career progression to support 

staff, including ensuring that barriers to 

career progression for support staff are 

identified and discussed at departmental 

level. 

7.3. Make use of departmental/ 

university projects and of university-level 

training as a means for support staff to 

acquire wider skills. 
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7.4. Develop a mechanism to enable 

chairs of committees and the 

administrator who supports them to 

provide mutual feedback. 

perceptions 

among support 

staff of the effects 

of the actions 

taken, leading to 

further planned 

actions. 

7.5. Ask line managers to consider the 

Rewarding Excellence scheme during the 

annual performance review scheme; 

encourage academic staff to notice over 

and above performance from support 

staff. 

7.6. Lobby the University for more clarity 

about the relationship between the 

Research Excellence scheme and the PDR 

process. 

8. * 

(4.2.ii) 

Increase job 

sustainability. 

Job uncertainty and 

insecurity arising from 

fixed term contracts, 

and research 

contracts attached to 

external funding, has 

fallen substantially on 

female staff. 

Strategic change is 

under way to 

increase job 

sustainability, 

including the 

development of a 

more integrated 

departmental 

structure 

Citizenship is 

already included in 

all types of 

academic 

contracts, but this 

is not always 

implemented/ 

understood. 

Staff on fixed term 

contracts report 

good level of 

encouragement to 

 8.1. Introduce job quality as a guiding 

principle for decisions about potential 

new business initiatives. 

DMT. By end of 

2021. 

By 2021: 

 

- documented job 

quality guiding 

principles are in 

place. 

 

-there is a 

database of 

redeployment 

among fixed term 

staff and others at 

risk.  

 

By 2024, 

perceptions by 

fixed term staff of 

opportunities to 

represent the 

department 

internally and 

8.2. Confirm an allocation for citizenship/ 

administrative roles for all contracts. 

Deputy HoD. 

8.3. All staff on fixed term contracts to 

have a medium career development plan 

covering 3-5 years, even where this 

exceeds the duration of the current 

contract. 

Department 

Manager. 

8.4. Investigate how units of comparable 

size and with comparable mixes of 

functions have tackled the challenges of 

sustainability for roles that are tied to 

external research or teaching funding. 

DMT. 

8.5. Monitor the gender balance among 

fixed term and open contract post 

holders, and scrutinise those areas that 

appear out of line with the overall  

gender ratio. 

E&DC. 

 

 

 

 

 



 

 
83 

undertake training, 

but low level of 

opportunity to 

represent the 

department 

internally or 

externally: (26%). 

8.6. Collect and monitor data about 

redeployment among staff whose 

contracts come to an end. 

Department 

Manager, for 

E&DC. 

externally have 

risen from 26% to 

at least 60%. 

9.* 

(5.1.i) 

Maintain 

objectivity and 

equity in 

recruitment. 

Proportion of female 

appointments 

sometimes above the 

proportion of 

applications. No 

evidence of bias, but 

need to continue 

ensuring objectivity. 

Some indications in 

non-standard 

appointment 

procedures of 

possible bias. 

 9.1. Commit to a set of ten Good Practice 

principles for shortlisting and 

interviewing, based on ECU guidelines. 

E&DC. By end of 

2021. 

Periodic review of 

recruitment data 

shows no 

evidence of 

gender bias. 
9.2. Introduce trained unconscious bias 

observers to participate in shortlisting 

and interviewing. 

9.3. Carry out an annual check on 

completion of mandatory training. 

9.4. Review recruitment material to 

ensure that it provides clear and positive 

messages to encourage a diverse range 

of applicants, including men. 

10. 

(5.1.ii) 

Strengthen and 

improve 

consistency of 

induction 

arrangements. 

Feedback from 

interviews with recent 

starters although 

induction 

arrangements are 

clear in principle, they 

are patchy in practice. 

Staff Handbook 

and Induction 

Checklist 

introduced. 

10.1. Offer new starters a meeting with 

their line manager before taking up post. 

Department 

Manager. 

By September 

2020. 

Feedback from 

new starters 

indicates 

improvement 

from 40% to 100% 

satisfaction. 

10.2. Issue the Constraints form (for 

timetabling teaching) as part of Induction 

information. 

10.3. Offer all new starters a mentor. 

10.4. Include information on career 

progression in the Induction process, and 

on harassment/ unacceptable behaviour 

policy. 

10.5. Include staff taking up a new post 

internally in the induction process. 

10.6. Give responsibility to a named 

member of the support staff for 

overseeing the Induction process and 

seeking feedback about it. 
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10.7. Treat induction as a process rather 

than one-off checklist, with a 3 and 6 

month review. 

Line manager. 

11. 

(5.1 iv) 

Analyse REF 2021 

in respect of 

gender. 

Female staff 

somewhat less likely 

to be submitted in 

2008 and 2014. Initial 

analysis of mock REF 

for 2021 indicates no 

significant bias in 

terms of gender, but 

not enough data to 

provide a clear 

picture. 

 11.1. Carry out a gender analysis of the 

eventual submission for REF 2021. 

DRC. By end of 

2022. 

Future exercises 

include gender 

audit, planned 

from the outset. 11.2. Ensure that gender analysis is 

planned into any subsequent equivalent 

exercises, including mock REF. 

12. 

5.3 (i) 

Increase oversight 

of training uptake 

and effectiveness. 

 

Introduce training 

on trans-gender 

awareness. 

Checks in place to 

monitor completion of 

mandatory training, 

but less attention is 

given to reviewing the 

uptake and 

effectiveness of other 

sorts of training. 

Anecdotal feedback 

suggests that 

recently-introduced 

university-wide 

mentoring schemes 

are proving beneficial 

for career progression 

among some female 

staff. 

 

Requests from 

academic and support 

staff for more training 

on trans-gender 

issues. 

Specific training 

identified and 

provided for within 

department when 

need becomes 

apparent. 

We want to focus 

further on 

coaching and 

mentoring as well 

as training, as 

these types of 

support have the 

potential to assist 

our career 

progression aims.  

12.1. Clarify line manager responsibility 

for encouraging staff to request training, 

and for reviewing its effectiveness.  

Deputy HoD. 

 

By September 

2020. 

 

 

 

 

PDR forms include 

a completed 

checklist covering 

coaching, 

mentoring and 

training in 100% 

of cases.  

 

Departmental 

plan and budget 

for developmental 

support (coaching, 

mentoring) is in 

place.  

 

Annual audit of 

take-up of training 

coaching and 

mentoring in 

place, and 

conclusions/ 

actions identified 

as a result. 

12.2. Use a checklist as part of the PDR 

process, covering coaching, mentoring 

and training, to confirm if these options 

have been discussed and the results of 

the discussion.  

Department 

Manager/ PA 

to HoD. 

Annually. 

12.3. Scope the range of developmental 

options (e.g. coaching and mentoring) 

and draw up a departmental plan and 

budget to support this activity. 

Deputy HoD. During the 

academic year 

2020/21. 

12.4. Review how best to provide 

training or other support to foster trans-

gender awareness among academic and 

support staff. 

E&DC. By start of 

academic year 

2021. 

12.5. Monitor take-up of training 

(mandatory and non-mandatory), 

coaching and mentoring by gender and 

contract type, and report on the findings 

Department 

Manager. 

Annually. 
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to the Equality & Diversity Committee. 

13. 

(5.3.ii) 

Clarify and 

strengthen the 

role of line 

managers in 

appraisal and 

development 

review. 

New line management 

structure in place 

from 2019 which 

provides opportunity 

to embed this role. 

Female staff less 

confident that the 

department values 

the full range of their 

activities via the PDR 

process: F: 52%; M: 

65%. 

Post PDR line 

manager meeting 

introduced to 

review common 

themes and 

barriers. 

 13.1. Include guidance in the new Line 

Manager’s Handbook about their role 

within the PDR process, and how to use 

this process effectively as a contribution 

to planning for career progression. 

Department 

Manager. 

 

By start of 

academic year 

2020/21. 

 

 

 

 

November 

2020. 

Feedback from 

line managers 

indicates that 

100%/min 90% 

are informed 

about and able to 

carry out this role. 

 

Follow-up survey 

indicates increase 

in confidence that 

department 

values full range 

of their activities 

in appraisal, to at 

least 75% by 2024, 

with no gender 

disparity. 

13.2. Monitor the newly introduced post 

- PDR line manager meeting, to assess 

how effectively it provides for strategic 

oversight on career development issues. 

HoD/ deputy 

HoD. 

13.3. Ensure that line managers discuss 

all aspects of an individual’s role, 

including noting achievements in each 

area. 

14.* 

(5.3.iii) 

Support for 

conference 

attendance/ 

development 

opportunities for 

those with 

childcare 

responsibilities. 

Single departmental 

model introduced for 

supporting conference 

attendance and 

developmental 

activity: annual 

allowance plus 

opportunity to apply 

for additional funding. 

Childcare outside of 

normal hours may be 

a barrier to taking up 

opportunities. 

 14.  In line with university AS 

commitment, make clear that 

applications for additional funding can 

cover childcare costs, when these involve 

additional arrangements outside of 

normal working hours that would 

otherwise create a barrier to 

development opportunities. 

Department 

Manager. 

September 

2021. 

Clear information 

provided on the 

intranet about 

this option.  

15.* 

(5.3.iv) 

Support for career 

progression: UG 

students. 

Low take up of 

university careers 

support and 

The introduction of 

more welfare 

support within 

15.1. Identify the employability skills 

embedded in each module.  

DTC. For start of 

academic year 

2020/21. 

Take-up of York 

Strengths 

increases to above 
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Increase take-up 

by all 

undergraduates of 

university careers 

support. 

 

Aim to close the 

gender gap in 

terms of positive 

destinations 

reporting, via 

more effective 

academic 

supervision.  

employability events. 

 

Gender gap in terms 

of positive 

destinations 

(employment) for 

social policy 

graduates. 

 

NSS scores on career-

related questions are 

lower than for the 

University: 

Advice on career 

choices:  

73% /57% 

Advice on further 

study: 

76% / 62%. 

departments 

(Welfare Officers) 

provides an 

opportunity to 

focus academic 

supervision more 

clearly on support 

for employability. 

 

15.2. Give more guidance to supervisors 

on how to support preparation for career 

progression, to improve consistency. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

the institutional 

target by 2023 

NSS scores on 

careers support 

questions to 

increase by 2024 

so that the 

current dept/ 

university gap is 

halved, at least, to 

65% (advice on 

career choices) 

and to 69% 

(advice on further 

study). 

 

 

15.3. Encourage students to take part in 

’York Strengths’. 

15.4. Hold a session about options for 

further study with second year 

undergraduates, as well as third years. 

 

15.5. Obtain feedback from students 

about reasons for low take-up of Careers 

events and appointments. 

Chair of BoS. 

16.* 

(5.3.iv) 

Support for career 

progression in  

Social Work: 

 

Strengthen 

preparation for 

leadership roles in 

the social work 

profession. 

 

National data 

indicates that females 

are less likely to be 

represented in senior 

management roles. 

 16.1. Work with the Local Authorities in 

Teaching Partnership to develop 

exposure to leadership skills during 

placements. 

Placement 

Coordinators/ 

Programme 

Leader. 

 

By September 

2021. 

 

 

 

At least 60% of 

students indicate 

increased capacity 

for leadership 

roles, as 

measured by 

student 

evaluation results. 

 

  

16.2. Include Leadership in the plans for 

Skills Days taught on campus as part of 

the Social Work programme. 

 

Programme 

Leader. 

By September 

2020. 

 

16.3. Evaluate students’ responses to 

their preparation for leadership. 

 

By end of 

academic year 

2020/21. 

17.* 

(5.3 iv) 

Support for career 

progression:  PGR 

students. 

Feedback from PRES 

2019 and AS Survey 

indicate scope to 

 17.1. Reinforce with supervisors their 

role in assisting PGR students with career 

planning. 

Director of 

Graduate 

School. 

Arrangements 

in place by 

January 2021. 

Parity with Faculty 

scores in PRES 

2021 for 
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Strengthen 

support for career 

progression. 

strengthen 

preparation for 

academic (and non-

academic) careers. 

Receiving advice 

about  career options: 

SPSW: 30%; Faculty : 

36% 

Presenting at 

conferences: 

SPSW: 35% 

Faculty: 55%. 

17.2. Ask supervisors to work with 

students to identify opportunities to 

present papers and posters at academic 

conferences. 

questions about 

receiving advice 

on career options 

and presenting at 

conferences 

(an increase from 

30% to 36% and 

from 35 to 55%).  

In the light of this 

experience set 

fresh targets for 

2024.  

17.3. Hold career planning sessions with 

PGR students, including the opportunity 

to hear from alumni and from staff, 

especially female staff and those who 

have followed non-standard routes. 

 

DRC. 

17.4. Encourage PGR students to attend 

Research Theme meetings. 

PGR 

Supervisors. 

18. 

(5.3 v) 

Strengthen 

support when 

research grant 

applications are 

unsuccessful. 

Comprehensive 

support in place for 

research grant 

applications, but 

support for 

unsuccessful 

applications is less 

systematic. 

 18. Where bidders submit grant 

applications within prescribed 

timescales, Research Theme Leads 

provide advice and feedback both pre 

and (if not successful) post-application. 

Research 

Theme Leads. 

From 

September 

2020. 

100% of 

applications that 

are submitted 

within prescribed 

timescales receive 

feedback before 

submission and 

(where not 

successful) post 

submission. 

19.* 

(5.5 i- 

iii) 

Introduce a more 

formal, planned 

approach for 

supporting staff 

on maternity and 

adoption leave. 

Staff who have been 

on maternity leave 

generally feel well-

supported, but there 

is scope for 

improvement in 

satisfaction by 

academic staff. 

Satisfaction rates: 

before the leave 

period: 54%  

- during: 45% satisfied 

- on return: 36% 

 19.1. Introduce a three-way planning 

meeting in advance of the maternity/ 

adoption leave period between the 

member of staff, the line manager and 

the Deputy HoD to work out a Support 

Plan for the period during leave and on 

return. 

Deputy HoD. 

 

 

From 

September 

2020. 

At least 75% 

satisfaction 

(before, during 

and on return) by 

2024. 

19.2. Produce guidance about the 

departmental arrangements for 

supporting staff before, during and after 

maternity/ paternity leave, and include it 

in the Staff Handbook. 

 

Department 

Manager. 

By September 

2020. 
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satisfied. 

Positive feedback 

seems to be based on 

positive relationships 

with individual line 

managers, so a 

potential weakness if 

this relationship isn’t 

in place. 

19.3. Specify in the guidance that a 

meeting will be held on return between 

the person returning and their line 

manager to review the Support Plan 

drawn up prior to their leave and identify 

any adjustments to it that may be 

needed. A note will be made of the 

decisions made at this meeting. 

 

19.4. Obtain feedback when staff return 

from maternity/ adoption leave on their 

experience at all stages of their leave, in 

order to monitor the effectiveness of 

these arrangements and specifically of 

the support plan. 

Department 

Manager 

reporting to 

E&DC. 

From 

2021/22. 

19.5. Provide information about breast-

feeding facilities and baby-changing 

facilities that is specific to the 

department. 

Department 

Manager. 

By September 

2020. 

20.* 

(5.5.v) 

 

 

Increase 

awareness of 

parental and 

carers’ leave. 

Feedback in the AS 

Survey indicates some 

lack of awareness of 

the options for 

parental and carers’ 

leave; 

 

Parental leave: 

F: 57%; M: 57% 

 

Carers leave: 

F: 32%; M: 35% 

 

Introduction of new 

line manager 

arrangements provide 

an opportunity to 

 20.1. Include information about parental 

and carers’ leave in the Induction 

process, and in the Staff Handbook, and 

provide a refresher briefing about it. 

Department 

Manager. 

By September 

2020. 

At least 75% 

awareness by staff 

of both types of 

leave by 2024.  

20.2. Make clear in the Handbook that 

the forms of support available during and 

after maternity leave also apply to 

parental leave. 
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ensure that staff that 

need this information 

are aware of it. 

21.* 

(5.5 vi) 

Flexible working: 

improve 

consistency 

concerning 

decisions on 

teaching 

constraints. 

Currently some scope 

for inequity/ 

inconsistency in how 

requests for teaching 

constraints to be 

taken into account are 

managed. 

 

 21. Draw up and communicate a set of 

agreed principles for decisions on 

timetable constraints forms, to help 

balance competing needs and to allow 

for a more transparent approach to the 

support of flexible working.  

E&DC. By September 

2020. 

Principles being 

implemented, and 

have been fed 

into workload 

discussions with 

individual 

members of staff. 

By 2024, 75% staff 

report confidence 

in transparency of 

the principles and 

how they are 

applied.   

22.* 

(5.5 vi) 

Transition from 

part-time to full-

time work after 

career breaks. 

Not clear if staff are 

aware that they can 

make requests to 

transition from part-

time to full-time work 

after career breaks.  

 22.1. Include information about this 

option in the Staff Handbook. 

Department 

Manager. 

By September 

2020. 

Review meeting 

being held in 

100% of cases. 22.2. Make clear that a trial period of 

full-time working can be arranged on 

request. 

22.3. Hold a review meeting, one year 

after returning from a career break, to 

discuss options for the future, including 

this one. 

23.* 

(5.6.i) 

Strengthen how 

equality and 

diversity is 

addressed in the 

UG curriculum and 

Equality and diversity 

are integral to the 

curriculum but there 

is scope to embed 

these themes further, 

Review currently 

under way of the 

UG curriculum. 

Currently working 

up an Inclusive 

23.1. Develop the way in which core and 

options modules in UG programmes 

address diversity, difference and 

structural inequalities. 

DTC. 

 

 

 

 

By September 

2022. 

 

 

Success measures 

to be identified 

and applied as a 

result of the work 

done for the 
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in student 

support. 

and to learn more 

about the experience 

of BME students. 

Teaching pilot 

project with the 

Faculty Learning 

Enhancement 

Project Team, to 

learn more about 

the experience of 

BME students. 

23.2. Learn from the findings of the 

Inclusive Teaching Project in order to 

plan and implement changes to the 

curriculum and to student support. 

 Inclusive Teaching 

Project. 

24.* 

(5.6 iv) 

Strengthen 

consistent 

application of HR 

policies, especially 

in respect of 

equality and 

dignity at work, 

bullying and 

harassment. 

 

Recent changes have 

introduced more 

consistent and 

department-wide HR 

policies, but scope to 

ensure that line 

managers are aware 

of and able to 

implement them. 

 

Feedback indicates 

scope to improve 

 i) perceptions of the 

departmental climate, 

and  

ii) confidence in deptl 

action on complaints. 

 

i) M: 78% positive. F: 

63% 

ii) M: 43%: F: 51%. 

 

 

Changes already 

introduced include 

the introduction of 

a more integrated 

line management 

structure, Staff 

Handbook, new 

deputy HoD role 

and new senior 

committees.  

 

Some work done 

for Athena SWAN 

specifically on 

processes in 

relation to sexual 

harassment 

complaints, leading 

to a decision to 

review and clarify 

procedures. 

24.1. Produce guide for line managers 

identifying their key responsibilities, and 

highlighting policies for promoting 

equality and dignity at work, and for 

addressing bullying and harassment. 

E&DC. 

 

 

 

 

 

During 

academic year 

2020/21. 

 

 

 

 

 

Line managers are 

meeting regularly 

to discuss 

challenges and 

current issues 

concerning policy 

and practice in 

these areas. 

 

By 2024: 

-75% of staff 

agree that 

departmental 

climate is 

conducive to 

working free from 

harassment, 

bullying and 

offensive 

behaviour, with 

no significant 

gender difference 

-75% of staff are 

confident about 

how complaints 

will be dealt with, 

with no significant 

gender difference. 

24.2. Review and clarify procedures for 

dealing with harassment cases.   

24.3. Act as a departmental pilot for 

communication of new university policy 

on Dignity at Work and Study.  

 

24.4. Deputy Head of department / a 

male alternate  to be the first point of 

contact if staff have concerns about 

inappropriate behaviour involving 

another staff member. 

24.5. Where a member of staff has been 

involved in a particularly challenging and 

time-consuming case, they will be 

encouraged to make the Deputy HoD 

aware so that compensation can be 

considered via adjustments to workload. 
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25. 

(5.6.v) 

Ensure that 

developmental 

opportunities are 

advertised 

equitably; 

integrate 

departmental 

committee 

membership more 

fully into career 

planning, and with 

regard to gender. 

Developmental 

opportunities such as 

citizenship roles are 

sometimes considered 

in an ad hoc way: 

scope for a more 

consistent and 

equitable approach. 

Also  

scope for a more 

considered approach 

to planning 

committee 

membership as part 

of career 

development, and to 

extend opportunities 

for those in part-time 

roles to get this 

experience. 

 

 

 

DMT membership 

has been brought 

in line with the 

gender profile of 

the department. 

We also want to 

achieve this for all 

committees. 

The most 

problematic is 

likely to be the 

Departmental 

Research 

Committee, 

because of the 

current relative 

shortage of 

women above 

Grade 8. Our work 

on career 

progression should 

help to address 

this.  

25.1. Share information about 

forthcoming departmental 

developmental opportunities, such as 

citizenship roles, via regular updates to 

all staff, to ensure that they are 

advertised equitably. 

Department 

Manager. 

Annually from 

2021. 

Committee 

membership 

across all 

committees 

reflects the 

gender balance 

among academic/ 

professional 

support staff to 

the extent 

possible. 

 

Job share and 

deputy roles for 

part-time staff 

have been tested 

via at least one of 

each type, by 

2022.  

25.2. Analyse the gender balance of 

committee membership via an annual 

review.  

 

E&DC. 

25.3. Ask line managers to 

discuss departmental committee 

membership as part of reviewing career 

development plans and aspirations 

during PDR meetings. 

 

HoD. 

25.4. Introduce job shares for some 

committee and citizenship roles, where 

viable, in order to increase access to 

development opportunities for part-time 

staff. 

Deputy HoD. 

25.5. Consider the viability of introducing 

a deputy for a limited number of key 

administrative roles, subject to staff 

resources and competing demands. 

Deputy HoD. 

26. 

(5.6.vi) 

Include university 

citizenship roles in 

career planning. 

No systematic process 

for nominating staff to 

university 

committees; relies on 

ad hoc approaches 

and contacts. 

 26.1. Map departmental input to 

university roles as a part of ongoing 

workload review. 

Deputy HoD. From 

September 

2020. 

 

 

 

 

 

By 2021 

 

 

 

By 2023, 

University 

citizenship roles 

are included in the 

workload 

management 

process. 

 

Gender audit of 

appointments 

external to 

university carried 

26.2. Include a review of participation at 

this level in the annual cross-

departmental post PDR meeting. 

 

HoD. 

26.3. Lobby the University to provide 

more transparent arrangements for 

recruitment to university-level 

committees. 

 

Deputy HoD. 
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26.4. Collect information about 

appointments external to the University, 

by gender, as part of the next Culture 

survey. 

Department 

Manager, 

reporting to 

E&DC 

 

 

From 2021. 

out by 2023. 

27.* 

(5.6.vii) 

Scrutinise and 

manage workload 

implications by 

gender. 

Feedback from the AS 

Survey indicates some 

lack of understanding 

of the workload 

model, and concerns 

about fairness which 

are more marked 

among female staff. 

In the most recent 

university survey, the 

SPSW score for 

fairness was 38%, 

compared with a 

faculty average of 

56%. 

Comprehensive 

work currently 

being carried out 

to develop a new 

cross-

departmental 

workload model. 

27.1. Introduce a new transparent, 

comprehensive and comprehensible 

workload model. 

HoD and 

Deputy HoD. 

 

By the end of 

2020/21. 

 

 

Follow up survey 

indicates close to 

100% awareness 

of the model, and 

perceptions of 

fairness that 

match the Faculty 

average (an 

improvement 

from 38% to at 

least 56%). 

27.2. Monitor the implementation of this 

model, including via an annual equality 

and diversity audit. 

E&DC. Annually. 

28. Ensure that 

meetings can be 

managed around 

caring 

responsibilities. 

Positive feedback in 

CS 2019 about being 

able to manage 

meetings alongside 

caring responsibilities, 

but a slightly lower 

score for those with 

dependent children. 

 28.  Ensure that meetings are arranged 

taking into account when staff are able 

to attend, and usually within the hours of 

10.00 am - 4.00 pm. 

Deputy HoD From 

academic year 

2020-21 

At least 90% agree 

that can fit 

meetings around 

caring 

responsibilities, 

including those 

with dependent 

children. 

29. 

(5.6.ix) 

Improve diversity 

and gender 

balance within role 

models. 

Some aspects of 

promotional material 

skewed towards 

females; scope for 

more active portrayal 

on web pages of 

diverse role modules 

(staff and students) 

and for non-binary 

Improvements 

made in some 

promotional 

materials. 

Gender balance is 

reasonably even at 

Open Days and 

among admissions 

tutors. 

29.1. Introduce more profiles of male 

students and alumni on our web pages. 

Marketing 

Committee. 

By September 

2021. 

 

 

 

Images and 

profiles in 

promotional 

material are 

equally of women 

and men. 

 

Invited speakers 

list demonstrates 

29.2. Introduce staff blogs on the website 

to showcase a range of research projects 

and methods, and to reflect diversity in 

terms of gender and ethnicity. 

29.3. Monitor the gender balance in 

Open Days and Visit Days. 

 

Department 

Manager, 

reporting to 

Annually. 
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representation.  29.4. Set up a departmental log of invited 

speakers, and monitor it for gender 

balance. 

E&DC. From 

academic year 

2021/22. 

gender balance.  

30. 

(5.6.x) 

Improve planning 

and monitoring of 

outreach work. 

Admissions outreach 

work with schools not 

currently included in 

workload planning. 

 

Comprehensive 

approach to planning 

and managing 

Knowledge Exchange 

and Impact work, but 

doesn’t currently 

include gender 

analysis. 

 30.1 Include Admissions outreach work 

with schools and care leavers in the 

workload model. 

Deputy HoD. 

 

 

 

 

From 2021 

 

 

100% of 

successful 

research grant 

applications 

include a plan for 

achieving KEI. 

 

Action plan 

developed to 

address any 

disparity 

identified via 

gender audit. 

30.2. Include gender analysis in 

reporting/ monitoring arrangements for 

KEI. 

 

 

KEI Strategic 

Lead. 

 

30.3. Include KEI plan in all successful 

research grant applications. 

KEI Strategic 

Lead. 

 


