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ATHENA SWAN BRONZE DEPARTMENT AWARDS  

Recognise that in addition to institution-wide policies, the department is working 

to promote gender equality and to identify and address challenges particular to the 

department and discipline.  

ATHENA SWAN SILVER DEPARTMENT AWARDS  

In addition to the future planning required for Bronze department recognition, 

Silver department awards recognise that the department has taken action in 

response to previously identified challenges and can demonstrate the impact 

of the actions implemented. 

Note: Not all institutions use the term ‘department’. There are many equivalent 

academic groupings with different names, sizes and compositions. The definition 

of a ‘department’ can be found in the Athena SWAN awards handbook.  

COMPLETING THE FORM 

DO NOT ATTEMPT TO COMPLETE THIS APPLICATION FORM WITHOUT 
READING THE ATHENA SWAN AWARDS HANDBOOK. 

This form should be used for applications for Bronze and Silver department awards. 

You should complete each section of the application applicable to the award level 

you are applying for. 
 

Additional areas for Silver applications are highlighted 

throughout the form: 5.2, 5.4, 5.5(iv) 

 

If you need to insert a landscape page in your application, please copy and paste the 

template page at the end of the document, as per the instructions on that page. Please 

do not insert any section breaks as to do so will disrupt the page numbers. 

WORD COUNT 

The overall word limit for applications are shown in the following table.  

There are no specific word limits for the individual sections and you may distribute 

words over each of the sections as appropriate. At the end of every section, please 

state how many words you have used in that section. 

We have provided the following recommendations as a guide. 
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Department application Suggested Utilised 

Total 12200 12199 

Recommended word count   

1.Letter of endorsement 500 500 

1.1 Letter from Incoming Head of Department       200              199 

2.Description of the department 500 456 

3. Self-assessment process 1,000 854 

4. Picture of the department 2,000 2038 

5. Supporting and advancing women’s careers 6,500 7165 

6. Case studies 1000  987 

7. Further information 500 0 

 

Name of institution University of Exeter  

Department Biosciences (Streatham)  

Focus of department STEMM  

Date of application 28th April 2017  

Award Level Silver  

Institution Athena SWAN 
award 

Date: November 2014 Level: Bronze 

Contact for application 
Must be based in the 
department 

Dr Robert Wilson  

Email R.J.Wilson@exeter.ac.uk  

Telephone +44 (0) 1392 725322  

Departmental website http://biosciences.exeter.ac.uk/  

Formatting notes: 

Word counts exclude references to Action Points within the text, tables, and future silver action 
objectives.  

[BAX.X] = Bronze Action reference number in the Bronze Action Plan 

[SAX.X] = Silver Action reference number in the Silver Action Plan 

 

 
Blue boxes contain Silver 2017-2021 Action Plan objectives created to address the data 

and analysis presented in the preceding section.  
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Acronym Table 

AL Academic Lead 

BASWG Biosciences Athena SWAN Working Group 

CEMPs College of Engineering, Maths and Physical Sciences 

CLES College of Life and Environmental Sciences 

CLES PVC The Pro-Vice Chancellor and Executive Dean of CLES (Professor 
Dan Charman) 

DoE Director of Education 

DoR Director of Research 

DPDR Director of Postdoctoral Researchers 

DPGR Director of Postgraduate Researchers 

E&D Equality and Diversity 

E&R  Education and Research pathway staff 

E&S  Education and Scholarship pathway staff 

ECR Early Career Researcher (Postdoctoral staff member on research-
only pathway) 

ECRN Early Career Researcher Network 

ECU Equality Challenge Unit 

EDI Biosciences Equality, Diversity and Inclusivity Committee 

GW4 Great Western 4 Universities (Exeter, Bristol, Bath, Cardiff) 

HoD Head of Department 

HRBP Human Resources Business Partner 

LSI Living Systems Institute 

PDP Professional Development Programme 

PDR Performance Development Review 

PGR Postgraduate Researcher (i.e. PhD students) 

PGT Postgraduate Taught 

PS Professional Services and Support Staff 

PVC Pro-Vice Chancellor 

R&S Recruitment and Selection 

Research-only/R-
only 

Research pathway staff (i.e. usually ECRs) 

SHS Sport and Health Sciences department 

SMG Strategic Management Group 

SWARM Simple Workload Allocation and Resource Management 

UEMS University of Exeter Medical School 

UoE University of Exeter 
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1. LETTER OF ENDORSEMENT FROM THE HEAD OF DEPARTMENT 

 
 

Professor Sarah Gurr 

Department of Biosciences 

Geoffrey Pope Building 

Stocker Road 

Exeter EX4 4QD 

+44 (0) 1392 723791  

S.J.Gurr@exeter.ac.uk 

 

28th April 2017 

 

Equality Charters Manager  

Equality Challenge Unit  

First Floor,  

Westminster Tower,  

3 Albert Embankment,  

London SE1 7SP 

 

Dear Equality Charters Manager,  

I write to express sincere support for our Silver Athena SWAN Charter application. My involvement 
in Athena SWAN began as a Plant Sciences committee member at Oxford, where I co-wrote the 
successful application for Silver in April 2012. At Exeter, I have advocated for Athena SWAN 
throughout the Department, and on the Biosciences Senior Management Group and College 
Executive Group. Our Equality, Diversity and Inclusivity committee addresses all characteristics in 
response to the Charter’s expanded principles, and through regular emails and presentations at 
staff meetings, we have emphasised the Charter’s importance for enhancing our productive 
scientific community and inclusive culture. This work supports the delivery of the University’s 
strategic vision to ‘Make the Exceptional Happen’, through attracting, developing, retaining and 
rewarding outstanding individuals. 

Since becoming Head of Department (HoD) in July 2015, I have promoted a culture of kindness, 

respect and care, where staff and students are valued and supported to achieve academic 

excellence. Our monthly newsletter to staff and PGRs congratulates all members of our 

community on their achievements. We have increased the proportion of staff completing Equality 

and Diversity training from 70% to over 90%. 

Following our Bronze award in April 2015, we have particularly supported the career progression 

and inclusion in the Department of Early Career Researchers. I allocated £4000 towards our Early 

Career Researcher Network (ECRN), and appointed a Director of Postdoctoral Researchers with 

workload hours allocated, to provide additional mentorship for these staff. This support increased 

the frequency of ECRN events from two in 2014/15 to ten in 2015/16. Three events have taken 

place so far in 2016/17, and more are planned. Attendance regularly exceeds 20 with positive 

feedback.  
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Our Department strongly supports female career progression, with five of our fifteen permanent 

female academics promoted since 2014. Our actions included introducing a transparent system for 

advertising and allocating leadership and management positions, resulting in diversification of 

seniority in roles, and hosting a promotions workshop which led to increased understanding of the 

promotions process. To support our female staff to undertake senior leadership positions in future, 

since 2013/14 Biosciences has supported ten individuals from all pathways through the Aurora 

Leadership Development Programme, including three technicians working in our Department, with 

positive feedback from participants.  

We have supported students’ wellbeing and progression into academia by encouraging students to 

give annual presentations on their research to academics and students. In 2016 we launched 

Inclusivity inductions for new students, and our Director of Postgraduate Researchers enhanced 

postgraduate welcome and mentoring events in response to feedback from our mentoring survey. 

We proactively highlight our female role models, encouraging three staff to participate in Exeter’s 

Soapbox Science events, which have engaged over 3400 people. Since participating in 2016, Dr 

Champion’s Soapbox Science video has been viewed over 220 times, and her ‘Researcher in 

Focus’ blog over 179 times. 

Although we still face challenges, in particular in female recruitment, as I complete my term as 

HoD I am delighted that our staff and students are increasingly supported and engaged in the 

Department.  

Yours faithfully, 

 

 

 

[Word count = 500] 

 

 

 

 

 

 

 

 

Disclaimer statement: 

The information presented in this application (including qualitative and quantitative data) is an 

honest, accurate and true representation of the institution or department. 
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1.1. LETTER OF ENDORSEMENT FROM THE INCOMING HEAD OF DEPARTMENT 

 
Dr James Wakefield 

Department of Biosciences 

Geoffrey Pope Building 

Stocker Road 

Exeter EX4 4QD 

+44 (0) 1392 724670  

J.G.Wakefield@exeter.ac.uk 

Equality Charters Manager  

Equality Challenge Unit  

First Floor,  

Westminster Tower,  

3 Albert Embankment,  

London SE1 7SP 

 

Dear Equality Charters Manager, 

 

As incoming HoD (July 2017), I write to endorse our application for a Silver Athena SWAN Charter 

Award. 

 

As a scientist and father of two girls, I am deeply aware of the importance of inclusivity in academia. 

For fifteen years my research group has comprised men and women from a wide range of 

nationalities, backgrounds and career stages. In my roles as Director of Education, Academic Lead, 

and Associate Academic Dean for Students, I have experienced the challenges facing our students, 

and our staff as they seek to provide an outstanding educational experience as part of the 

University’s core value of ‘Community’. 

 

Our commitment to the Charter is fundamental to achieving these aims, and I look forward to helping 

our Equality, Diversity and Inclusivity Committee in implementing the Silver Action Plan. I fully 

support their measures to enhance inclusivity, work-life balance, and engagement throughout 

Biosciences. In particular, I pledge full support to priority actions to increase recruitment of female 

academics; to diversify and improve the gender balance of leadership and management role 

holders; to train, mentor and support all our staff and students, particularly our early career 

researchers; and to publicise widely the achievements of all staff and students. 

           

     Yours faithfully,  

  

[Word count = 199] 

[Total word count used section 1 = 699/700] 
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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. 

Biosciences at the University of Exeter is part of the College of Life and Environmental Sciences 

(CLES). CLES includes 4 STEMM subjects across 5 departments: Biosciences, Psychology, 

Geography, and Sport and Health Sciences (SHS) in Exeter, and a combined Biosciences and 

Geography department in Penryn (CLES Cornwall; Fig. 2.1). All CLES departments hold Athena 

SWAN awards and share good practice in monthly CLES Inclusivity meetings [BA6.4, BA9.1, BA9.2]. 

Biosciences is one of the largest and most research-active departments at Exeter, with over 200 

staff and 800 students (Table 2.1). Since 2008, we have increased academic and research staff 

from 75 to 136 (37% female). Since July 2015, Professional and Support Services (PS) staff have 

been line-managed centrally within central ‘Professional Homes’, following extensive consultation 

as part of Exeter’s ‘PS transformation’. This structure limits Biosciences’ influence over and 

involvement with PS staff career progression, inductions, training and support. Following Equality 

Challenge Unit guidance we have included a high-level overview of policies affecting these staff. 

However, PS staff have been represented on the Biosciences Athena SWAN Working Group since 

its inception in 2012, and consulted during the application process to ensure their inclusion in 

Departmental culture, as 69 PS staff are physically located in Biosciences buildings (Table 2.1). 

Table 2.1: Numbers of staff and students based in Biosciences, 2015-16 academic year. 

Staff Group Total Female Male 

Professional Services 69 39 (57%) 30 (43%) 

Academic staff 68 20 (29%) 48 (71%) 

Research staff 68 30 (44%) 38 (56%) 

PGR students 127 73 (57%) 54 (43%) 

PGT students 13 9 (71%) 4 (29%) 

Undergraduate students 690 438 (63%) 252 (37%) 

Figure 2.1: University of Exeter: Three STEMM Colleges and CLES Departments 



 

 
9 

 

Four undergraduate programmes and one postgraduate taught (PGT) programme are taught by 

Biosciences. Two undergraduate programmes are taught jointly with other STEMM disciplines, and 

Biosciences also teaches students from the university-wide Flexible Combined Honours programme 

(Table 2.2).  

Table 2.2: Numbers of students taught by Biosciences on undergraduate and PGT 

programmes, 2016-17. (fractions show part-time students; numbers do not sum to 100% where 

students do not identify as female or male) 

Programme name Total Female Male 

BSc Biological Sciences 443 299 (67%) 144 (33%) 

BSc Biochemistry 138 79 (57%) 59 (43%) 

BSc Biological and Medicinal 

Chemistry 

38 17 (45%) 21 (55%) 

BSc Human Biosciences 22.5 13 (58%) 9.5 (42%) 

BSc Medical Sciences 

(coordinated by UEMS) 

365.5 239 (65%) 126.5 (35%) 

BSc Natural Sciences 

(coordinated by CEMPS) 

57 32 (56%) 24 (42%) 

BSc Flexible Combined Honours 36 24 (67%) 12 (33%) 

MSc Food Security and 

Sustainability 

11 8.5 (77%) 2.5 (23%) 

 

Biosciences staff occupy four buildings closely situated on Streatham campus (Fig. 2.2), including 

the Living Systems Institute (LSI). The LSI is an interdisciplinary venture between CLES and two 

other STEMM Colleges (Fig. 2.1), opening in 2017 to pioneer novel research into disease. The 

new institute has been designed to promote collaboration, with new areas for departmental social 

events. The Geoffrey Pope Building and Hatherly Buildings include popular communal staff rooms.  

Professor Sarah Gurr became HoD in July 2015, and manages Biosciences with two deputy HoDs 

(HoD advisory group: one female, two male) and members of the Strategic Management Group 

(SMG: total two female, eight male). Athena SWAN has been embedded in departmental 

management committees since our Bronze application. One female and one male member of the 

SMG are current members of the SAT (HoD and Director of Education (DoE)), and five SMG 

members in total have been SAT members since 2011, ensuring its views are represented. 

Professor Gurr’s term as HoD is due to complete in July 2017.  

Since July 2011, Biosciences has been organised around six broad, interacting groups, each headed 

by Academic Leads (ALs). ALs provide mentoring and support for career progression, manage 

appraisals and workloads, and represent staff to senior management. Staff can change AL group by 

request to the HoD (see section 5.3.3). 

[Section 2 Word Count: 456/500] 
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3. THE SELF-ASSESSMENT PROCESS 

Recommended word count: Bronze: 1000 words  |  Silver: 1000 words 

Describe the self-assessment process. This should include: 

(i) A description of the self-assessment team 

 

Our Athena SWAN Working Group (BASWG) was re-named the Equality, Diversity and Inclusivity 

committee (EDI) in January 2016. The EDI includes staff and students with and without caring 

responsibilities, single and in relationships, in all career paths and stages, and in full and part time 

employment (Fig. 3.1, Table 3.1) [BA9.4]. 

 

 

 

Figure 2.2: Biosciences Buildings on Streatham Campus: Geoffrey Pope (Main), Hatherly 

Laboratories, Living Systems Institute, Henry Wellcome Building for BioCatalysis. 
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Table 3.1: Roles in the Athena SWAN self assessment and action plan of the EDI members, 

including our centrally-based professional services and undergraduate members. 

Name and 

Gender 

Identity (F = 

Female;  

M = Male) 

EDI Lead Role(s): Details, including work basis, grade, 

pathway, experience of work and work-life 

balance, and committee joining details and 

date (Volunteered, or Part of role Duties - 

PoD). 

Kitty 

Adhamy-

Nichol (F) 

Professional Services 

Development, Support 

and Inclusion Co-Lead, 

and University Gender 

and Race Equality Group 

Representative.  

Full time Professional Services (early career) – 

centrally based.  

Dual-career partnership; recent experience of 

PS recruitment and progression processes. 

PoD 18/08/2014. 

Jonathan Ball 

(M) 

Industrial relations view 

point / lead; Researcher 

Support and Development 

Co-Lead. 

Full time Research Fellow (early career). 

Dual-career family/partnership; worked in 

industry for 7 years as postgraduate.  

Volunteered 01/01/2015. 

Sara Burton 

(F) 

Undergraduate Lead and 

Equality and Diversity Co-

Lead 

Full time Senior Lecturer (E&S) 

Experience of caring responsibilities; Senior 

Tutor; Employability Officer; Returner to 

Biosciences after break. 

Volunteered 01/10/2014 

Figure. 3.1. Members of the Biosciences EDI committee based in the Department. 
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Richard 

Cross (M) 

Postgraduate 

Representative and Co-

Lead 

Full time Postgraduate Research (PGR/PhD).  

Volunteered 01/04/2015. 

Helen Dawe 

(F) 

Culture and Inclusivity 

Lead and Academic Staff 

Development and 

Progression Co-Lead 

Full time Senior Lecturer (E&R) and 

Intercalating medicine degree programme Lead. 

Experience of caring responsibilities and 

promotions process. 

Volunteered 01/10/2015. 

Andrew 

Griffiths (M) 

Equality and Diversity 

Lead (role focusing on 

issues generally not 

specifically relating to 

gender equality i.e. 

sexuality/stonewall, 

disability/two ticks etc.) 

Full time Lecturer (E&S) and Biosciences 

Welfare Representative. 

Recent recruitment and change from Fixed-

Term to Open-Ended contract. 

PoD 01/01/2016. 

Sarah Gurr 

(F) 

Departmental Policy Lead Full time Professor (E&R) and Head of 

Department. 

In a dual-career partnership. Experience of 

caring responsibilities. 

PoD 01/07/2015. 

Alison Hill (F) Flexible Working and 

Career Breaks Lead and 

Academic Staff 

Development and 

Progression Lead 

Part time Senior Lecturer (E&S). 

Tutor - Flexible-Combined Honours and PGT. 

Experience of caring responsibilities and career 

breaks.  

Volunteered 01/09/2014. 

Samantha 

Mitchell (F) 

Professional Services 

Development, Support 

and Inclusion Lead 

Full time Technical Services (mid-career) 

Laboratory Manager; 

Single career family/partnership; experience of 

caring responsibilities, flexible working, career 

breaks.  

Volunteered 08/10/2015. 

Sophie Nichol 

(F) 

Departmental 

Undergraduate Equality, 

Diversity and Wellbeing 

Representative; member 

of Biosciences Student-

Staff Liaison Committee 

Full time First Year Undergraduate 

Provides feedback to committee on EDI and 

Welfare in undergraduate population. 

Volunteered 01/09/2016. 

Jennifer 

Porrett (F) 

Taking minutes, 

Professional Services 

Development, Support 

and Inclusion Co-Lead 

Part time Professional Services (early-career), 

Department Administrator 

Recent experience of recruitment; experience of 

part time study; works flexibly. 

PoD 01/09/2016. 

Cosima 

Porteus (F) 

Researcher Support and 

Development Lead, and 

Part time Associate Research Fellow (Early 

Career). 

Dual-career partnership, experience of caring 

responsibilities, career break and flexible 
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Flexible Working and 

Career Breaks Co-Lead 

working. 

Volunteered 19/09/2014. 

Mark 

Ramsdale (M) 

Undergraduate Co-Lead/ 

Education lead and link to 

biosciences senior 

management team. 

Full time Senior Lecturer (E&S) and Director of 

Education 

Dual-career partnership; recent experience of 

promotions process. 

PoD 01/07/2015. 

Eduarda 

Santos (F) 

PGR Lead and Athena 

SWAN Co-Lead 

Full time Senior Lecturer (E&R), Director of 

PGRs.  

Dual-career partnership; experience of career 

breaks, caring responsibilities and promotions. 

PoD 10/2012 

David 

Studholme 

(M) 

Lead for surveys and 

focus groups, 

Departmental Policy Co-

Lead and Culture and 

Inclusivity Lead. 

Full time Associate Professor (E&R), Academic 

Lead, Deputy Director PGRs.  

Dual-career partnership; caring responsibilities, 

promotion and flexible working. 

Volunteered 01/06/2015. 

Robert 

Wilson (M) 

Biosciences - EDI Lead / 

Chair; Athena SWAN 

Writing/Core Group Lead; 

CLES Inclusivity 

Committee - 

Representative of 

Biosciences. 

Full time Senior Lecturer (E&R)  

Chair of EDI 

Dual-career partnership; experience of caring 

responsibilities and flexible working. 

Volunteered 01/09/2014.  

 

(ii) An account of the self-assessment process 

 

The SAT formed in July 2012, and has included since formation both key decision-makers and 

members in all career paths and study/career stages, to ensure that views from across staff and 

students are represented and acted upon. Biosciences achieved its Bronze Athena SWAN award 

from the submission led by Dr Eduarda Santos in November 2014. Since then the committee has met 

25 times: monthly for 1½ hours during term time, within departmental core hours (between 0930-

1530) [BA1.2; BA6.1; SA1.1]. 

Since December 2014 the self-assessment process has been led by Dr Robert Wilson, with Dr 

Santos remaining on the group to ensure continuity and transmission of best practice. The work of 

the committee is formally recognised within the College and Department workload model, with 200 

hours allocated per year (Table 3.2) [BA1.8]. The EDI collectively decides how to distribute these 

hours annually. CLES and Biosciences have allocated staff resources to support EDI activities, 

including recruiting a Biosciences administrator whose role includes membership of the EDI [SA1.1]. 

Dr Wilson reports to the monthly CLES Inclusivity Group (formerly CLES Athena SWAN working 

group), sharing best practice with representatives of all CLES departments and senior college 

managers (Fig. 3.2). In February 2017 he advised members of the University’s Business School on 

setting up Self-Assessment for Athena SWAN [BA9.1; BA9.2; SA1.3]. 
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The Biosciences HoD has 

been an SAT member since its 

formation, reflecting both 

personal commitments of our 

former and current HoD, and 

the importance of Athena 

SWAN principles to 

Biosciences. Terms of 

Reference require 

representation from senior 

roles (HoD, DoE, Research 

Committee and PGR 

Directors). Senior membership 

enables direct communication 

to implement actions at the 

highest levels. We have two 

representatives on the 10-person Strategic Management Group, one on the 7-person Academic Lead 

(AL) group, four on the 9-person Education Management Group, and four on the 15-person Research 

and Impact Committee. Our Terms of Reference were revised in January 2015 and autumn 2016 

following liaison with other SATs in the University, to ensure that the EDI’s role, frequency of 

meetings, and makeup represent best practice and the intersectional focus of 2015 AS Principles 

[SA1.4]. 

We share and edit the application, records of activities and our action plan using our online OneDrive. 

Our meetings cover a wide range of issues, but specific months include updates from our leads on 

their data analysis and actions’ impact (Table 3.4) [BA1.1; BA1.2]. Between EDI meetings, the team 

communicates via email or meeting separately in their lead subgroups [SA1.1].  

Table 3.2:  Biosciences EDI Committee membership and allocated workload resource 

 
Female Male Workloaded Resources 

Year No. % No. % Total estimated 

committee hours* 

Chair workloaded 

hours**  

2012-13 11 69% 5 31% 240 200 

2013-14 11 61% 7 39% 270 200 

2014-15 19 66% 10 34% 435 200 

2015-16 21 60% 14 40% 262.5 200 

2016-17 10 63% 6 38% 240 200 

Total 72 63% 42 37% 1710 1000 

*Estimated hours for committee members to attend committees (10 x 1.5 hour meetings per annum) 

(allocated as part of ‘SWARM’ workload scholarship hours – section 5.6.5).  

** Workloaded hours allocated to chair of committee to divide amongst subcommittee for activities 

outside of the committee and to write the Athena SWAN application. 
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Membership is organised on a rolling basis to ensure key roles are represented, that understanding 

and experience of the charter is propagated through the department, and that staff and students have 

the opportunity to participate at a time which best accommodates workloads and/or studies. Self-

nomination is periodically promoted to staff and students via email. Since its inception in 2012, 58 

individuals have sat on the committee, dedicating over 1700 hours to AS in the Department (Table 

3.2). There is also a high sense of continuity, with six members in total in place since Bronze 

submission in November 2014 [BA9.4; SA1.1]. 

The committee decides each member’s responsibilities in Action Plan implementation and writing 

charter applications. Current roles were revised in September 2016, so that each area was under the 

responsibility of a lead and co-lead whose professional and personal experiences were most suited to 

the role [BA1.1; BA1.2]. Dr Wilson has provided termly updates and information to Biosciences at 

staff meetings, as well as regular email updates of upcoming events and initiatives. Biosciences has 

an active Athena SWAN webpage with links to events, role models, and support [BA6.5]. For and 

since Bronze we have extensively consulted with our staff and students (Table 3.3) [BA1.3; BA1.4; 

BA1.5; BA1.6; BA1.7; 1.9; BA1.10].  

All students have been given an induction about gender in STEMM and Athena SWAN since 2013, 

and about the wider inclusivity agenda since September 2016 [SA1.2].  

We thank our critical friends from King’s College London: Lucy Ward and Ashley Vidulich, for their 

constructive feedback on our application, and the GW4 (Bristol, Bath, Exeter, and Cardiff) Athena 

SWAN group for sharing best practice among institutions [SA1.3].  

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

Following submission, the EDI committee will continue to follow its well-established programme of 

meeting monthly during term time to deliver and review actions, monitor and evaluate core data, 

and collect additional data via surveys and focus groups. 200 workloaded hours will continue to be 

allocated annually to the Chair, on top of workloaded committee hours for all members (Table 3.2). 

Our allocation of Leads and Co-Leads in September 2016 aims to build resilience into our 

committee and aid succession planning (Table 3.4). Leads will have the opportunity to change 

roles annually, and induct new co-leads as membership rotates. Our HoD and key Departmental 

role holders will remain as committee members, ensuring representation on all key Departmental 

committees. Our reporting structures will remain as in Fig. 3.4. We will continue to keep staff and 

students updated on ongoing work using ongoing actions for communication [SA1.1; SA1.2; 

SA1.3; SA1.4]. [Section 3 Word Count = 854/1000 words] 

Silver Action Objectives: 

SA1.1 To maintain the impactful work of the EDI and its membership, with a fair, equitable 
and transparent distribution of roles and agendas on the committee. 

SA1.2 Ensuring high awareness of and engagement with Athena SWAN and EDI in the 
department through clear communication of objectives, actions and initiatives to the wider 
department. 

SA1.3 Share and learn best practice in recruiting, retaining, and progressing staff and 
students internally and externally. 

SA1.4 Ensure Athena SWAN remains embedded within Departmental management 
structures and informs the Department's strategic plans. 
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Table 3.3: Biosciences EDI consultations 2012 - Present 

 

Consultation Date Target Uptake  Impact

Athena SWAN Student 

Survey 1 (Dr 

Morgenroth)

Jun-12 Undergraduates 157 biosciences students (102 

female (64%) 55 male (36%). 

Findings informed Bronze actions 2.1; 2.2; 

2.3; 2.4; 2.5; 2.9; 2.10; 2.11; 2.12; 2.14; 

2.15; 2.17.

Parents and Carers 

survey

Sep-14 Staff and PGRs 66 participants, 65% female (43). 

28% of staff and PGR population, 

38% female population, 18% of male 

population.

Findings informed silver actions: 5.1; 5.2; 

6.1.

Employee 

Engagement survey 

Nov-14 Staff 473 participants from CLES. Survey 

findings couldn’t be broken down by 

discipline, but were analysed in 

CLES ASWG.

Findings informed ECR focus groups in 

2015, and successful CLES campaign for 

2016 Employee Engagement survey 

results to be available at discipline level.

Staff Athena SWAN 

survey 

Apr-15 Staff 45 responses (25 female = 56%). 

37% of staff population, 50% of 

female population, 27% male 

population.

Findings informed silver actions for staff. 

Athena SWAN Student 

Survey 2 (Dr 

Morgenroth)

Jun-15 Undergraduates 105 (Biosciences) participants, 77 

female (73%), 

Findings recorded impact of Bronze 

actions 2.1; 2.2; 2.3; 2.4; 2.5; 2.9; 2.10; 

2.11; 2.12; 2.14; 2.15; 2.17. Survey found a 

decrease in gendered differences in 

feelings of fit and confidence.

Early Career 

Researcher Focus 

Group

Jun-15 Research Staff 

only

13 attendees, 9 (69%) female. Findings informed silver actions: 4.1; 

4.3;4.4; 4.5; 4.7; 4.9; 6.4; 6.7.

Staff mentoring survey Sep-15 Staff and PGRs 53 staff (26 female, 27 male; 

including 14 female and 5 male 

research staff) and 15 PGR students 

(10 female, 5 male). 

Findings informed silver actions 4.2 and 

4.3.

Interview with 

maternity leave 

returner 

Nov-15 Staff Interview with Biosciences returned 

alongside other returners across 

CLES. 

Findings informed review and 

demonstrated impact of leave guidelines. 

Informed silver actions 5.1; 5.2; 6.1.

Athena SWAN Student 

Survey 3 (Professor 

Barreto)

Nov-16 Undergraduates 58% of first year Biosciences 

students responded (66 female, 42 

male). 

Findings informed silver actions: 2.1-2.8; 

6.3 and 6.9. Males reported more 

confidence than females. Females 

reported more stress than males about 

discussing work. 

ECR feedback 

session in ECRN 

presentation

Nov-16 Research-Only 

Staff

6 attendees (5 female) in addition to 

Kitty Adhamy-Nichol, Rob Wilson and 

Director of Postdocoral Staff.

Findings informed silver actions: 3.3; 4.3; 

4.4; 4.7; 6.4.

Employee 

Engagement Survey

Nov-16 Staff 74% participants across Biosciences 

Streatham and Cornwall.

Findings informed Athena SWAN 

application and analysis.

Role Models Survey 

(Dr Morgenroth)

Jan-17 Undergraduates 365 Participants across the University 

(breakdown by discipline not 

recorded).

Findings currently being collated, to be 

disseminated to EDI in May 2017 and 

actions created. 

CLES One Step 

Beyond Mentoring 

Scheme Review 

Questionnaire

Mar-17 Staff 24 Participants (54% female) across 

CLES, including Biosciences mentor 

and mentee responses. 

Findings currently being collated, to be 

disseminated to EDI in May 2017 and 

actions created. 
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 Table 3.3.1. EDI committee reporting schedule, showing responsibility and dates for 

review of actions 2016/17 – 2020/21 

 
Key:

Lead area

Lead Co-Lead Sep Oct Nov Dec Jan Feb Mar Apr May June July Aug Action and Data areas responsible for:

UG and PGT Leads Sara Burton Mark 

Ramsdale

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

courses

4.1 (ii) Numbers of undergraduate students by gender

4.1 (v) Progression pipeline between undergraduate and 

postgraduate student levels

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

career progression

5.6 (viii) Outreach activities

PGR Leads Eduarda 

Santos

Richard 

Cross

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

degrees

4.1 (v) Progression pipeline between undergraduate and 

postgraduate student levels

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

career progression

Equality and Diversity 

Leads

Andrew 

Griffiths

Sara Burton 5.1 (iii) Promotion

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

status

5.6 (ii) HR policies

Athena SWAN Leads Rob Wilson Eduarda 

Santos

2. Review data on the total number of academic staff, 

professional and support staff and students by gender.

3. Review the self-assessment team membership, roles, process 

and plans for the future of the self-assessment team

Culture and Inclusivity 

Leads

David 

Studholme

Helen Dawe 5.6.  (i) Culture

5.6 (v) Workload model

5.6. (vi) Timing of departmental meetings and social gatherings

5.6. (vii) Visibility of role models

Departmental Policy 

Leads

James 

Wakefield

David 

Studholme

1. set priorities for future areas for action.

4.2 (i) Academic staff by grade, contract function and gender: 

research-only, teaching and research or teaching-only. 

4.2 (ii) Academic and research staff by grade on fixed-term, open-

ended/permanent and zero-hour contracts by gender

5.1 (iv) Department submissions to the Research Excellence 

Framework (REF)

5.6 (iii) Representation of men and women on committees

5.6. (iv) Participation on influential external committees

Researcher Support 

and Development 

Leads

Cosima 

Porteus

John Ball - 

TBC

5.1 (i) Recruitment

5.1 (ii) Induction

5.3 (iii) Support given to academic staff for career progression

Academic Staff 

Development and 

Progression Leads

Alison Hill Helen Dawe 5.3 (i) Training

5.3 (ii) Appraisal/development review  

5.3 (iii) Support given to academic staff for career progression

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

applications

Flexible Working and 

Career Breaks Leads

Alison Hill Cosima 

Porteus

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

before leave

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

during leave

5.5 (iii) Cover and support for maternity and adoption leave: 

returning to work

5.5 (iv) Maternity return rate

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

uptake

5.5 (vi) Flexible working

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

career breaks

Professional Services 

Development, 

Support and Inclusion 

Leads

Sam 

Mitchell

Jenny 

Porrett

5.2 (i) Induction

5.2 (ii) Promotion

5.4 (i) Training

5.4 (ii) Appraisal/development review

5.4 (iii) Support given to professional and support staff for career 

progression

No EDI committee meetings are held in April or August as these months correspond with school holidays.

Update committee on overall data analysis, action creation, and application section updates.

Review progress in committee subgroup against actions' targets and impact measures, identify future actions, and update action plan.

Action Plan: Reviewing and Reporting schedule: 
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4. A PICTURE OF THE DEPARTMENT 

Recommended word count: Bronze: 2000 words  |  Silver: 2000 words 

For benchmarking, we have sourced HESA data for 2015/16 where available, or ECU data for 

2014/15 for more detailed analysis of gender with other personal or role characteristics. Staff data 

is an annual snapshot taken on 31st July, with 2016/17 data up to January 2017. 

[Word count = 45] 

4.1. Student data  

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

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

The Exeter and INTO University partnership offers a Foundation and Diploma programme 
providing academic and English language preparation for international students before enrolling on 
undergraduate and postgraduate courses. Over the past 7 years, 19 students (47% female) 
progressed to a Biosciences undergraduate course at Exeter.  

[Word count = 45] 

(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. 

Since 2009/10 undergraduate numbers have risen substantially (Table 4.1), driven largely by 

increased numbers of full time female students (Fig. 4.1B). Since 2009 our proportion of female 

undergraduates has risen from 57% to 63% (Table 1), and since Bronze to above the benchmark 

(Fig. 1A). To achieve this, our actions included ensuring gender-mixed staff and student role 

models were visible at open days, promoting female role models online and in a gender-balanced 

prospectus, and prominently promoting Athena SWAN on Biosciences’ website [BA2.1; BA2.9; 

BA2.10; BA2.11]. 

Table 4.1: Total number of undergraduate students from 2009/10 to 2016/17. For breakdown by 
full time and part time students see Fig. 4.1. 

Year Female Male Total % Female % Male 

2009/10 283.5 213.0 496.5 57% 43% 

2010/11 254.0 190.0 444.0 57% 43% 

2011/12 263.5 193.0 456.5 58% 42% 

2012/13 286.5 207.0 493.5 58% 42% 

2013/14 359.0 253.0 612.0 59% 41% 

2014/15 417.5 240.5 658.0 63% 37% 

2015/16 438.0 252.0 690.0 63% 37% 

2016/17 408.5 235.0 643.5 63% 37% 

Benchmark       58% 42% 

Part-time students represent only a small proportion of undergraduates, but since 2013/14 every 

year has included both male and female part-time undergraduates (Fig. 4.1C). We have increased 
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part-time student numbers by actively promoting part-time study at open-days, and in our website 

and prospectus by creating profiles of part-time student role models who have successfully 

completed their studies alongside caring responsibilities [BA2.12; BA2.15; SA2.5; SA 2.7]. 

Figure 4.1: Changes since 2011 in A) the proportion of male and female undergraduate students; B) the 
total number of male and female full time undergraduates; and C) the total number of male and female part 
time undergraduates. 
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The greater proportion of female than male undergraduates results both from consistently higher 

proportions of female applicants (Fig. 4.2A) and a higher proportion of offers to female than male 

applicants (Fig. 4.2B). The proportions of male and female applicants receiving offers who accept 

are very similar (Fig. 4.2C). 

 
Since 2009, the proportion of students registered on 4-year programmes has increased from 11% 

to 25%, with an almost threefold increase in the proportion of female undergraduates enrolled on 

4-year programmes (Table 4.2). The 4-year programmes have a higher entry tariff and higher 

requirements for marks in years 1-2, demonstrating the high level of attainment among our female 

undergraduates. 
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Table 4.2: Number of full-time undergraduates taking 4-year degree programmes, and these 
values as a proportion of overall full-time undergraduate numbers. 

Year Female Male Total % Female % Male Total 

    Enrolled on 4-year programmes 

2009/10 30 25 55 11% 12% 11% 

2010/11 36 22 58 14% 12% 13% 

2011/12 46 30 76 18% 16% 17% 

2012/13 59 31 90 21% 15% 19% 

2013/14 79 42 121 22% 17% 20% 

2014/15 112 47 159 27% 20% 24% 

2015/16 129 51 180 30% 20% 26% 

2016/17 113 50 163 28% 21% 25% 

 

Further evidence of high attainment among our female undergraduates is shown by their higher 

achievement than male students of First (I) Class degree Classifications (Fig. 4.3A); and awards of 

First or Upper Second Class (II.I) classifications that are at least on a par with their male 

colleagues (Fig. 4.3B). We believe this demonstrates the impact of actions implemented as a 

result of our 2012 and 2015 student surveys (see section 5.3.4) [BA2.5; BA2.8; BA2.13; BA.2.14; 

SA2.5; SA2.7].  

 

 

 

 

 

Silver Action Objectives: 

2.5 Increase undergraduate students ‘feelings of wellbeing, fit, and confidence in response 
to Dr Morgenroth's student survey results. 

2.7 Maintain above benchmark female undergraduate and postgraduate populations. 
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 [Word count = 364] 

(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. 

The gender balance among PGT students is sensitive to the small number registered (average 21 

students per year since 2011/12). Nevertheless, the average in the past 5 years of 56% female 

and 44% male is above the national benchmark (Table 4.3, Fig. 4.4). Since 2010/11, 3 female and 

3 male PGT students have been registered part time [BA2.1; BA2.15; SA2.7]. 

 

Admissions data show a greater proportion of male than female applicants to PGT courses (Fig. 

4.4A), and the ratio of offers to applications has been similar between male and female applicants 
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(Fig. 4.4B). In 2013 we highlighted Professor Gurr online as a champion for the MSc in Food 

Security, as a measure to increase numbers of female applicants [BA8.5]. Even though 

proportions of female applicants did not increase, since 2014/15 a greater proportion of female 

than male applicants have accepted their places (Fig. 4.4C), and more than 70% of PGT students 

have been female. 

 

 

Table 4.3: Total number of postgraduate taught students from 2009/10 to 2016/17. 

Year Female Male Total % Female % Male 

2009/10 13.5 26.0 39.5 34% 66% 

2010/11 18.0 25.5 43.5 41% 59% 

2011/12 17.5 17.5 35.0 50% 50% 

2012/13 15.0 14.5 29.5 51% 49% 

2013/14 5.5 11.5 17.0 32% 68% 

2014/15 8.0 3.0 11.0 73% 27% 

2015/16 8.5 3.5 12.0 71% 29% 

2016/17 8.5 2.5 11.0 77% 21% 

Benchmark       54% 46% 



 

 
24 
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Notwithstanding the small numbers of PGT students, there is some suggestion that since 2011 the 

proportion of females achieving Distinction or Merit classifications has been less than that of male 

students (Fig. 4.5). 

80-90% of both male and female PGT applications come from International students (Table 4.4A), 

and we were interested to examine possible intersectionality between international background, 

gender and attainment. We obtained data for applications from 2014/15 onwards, and on 

headcount from 2013/14 onwards [SA2.8]. The ratio of offers to applications was higher for 

Home/EU (76-100%) than International applicants (60-71%), but did not seem to differ between 

sexes (Table 4.4B). However, acceptances by Home/EU applicants were higher among male 

prospective PGTs; whereas acceptances by International applicants were higher among female 

prospective PGTs (Table 4.4C). As a result, a higher proportion of female than male PGTs are 

from international backgrounds (Fig. 4.6) [SA2.7].  

 

[Word count = 289] 

Figure 4.5: The proportion of A) Distinction and B) Distinction or Merit awards among female 
and male PGTs in Biosciences since 2011/12. 
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Table 4.4. Breakdown of PGT applications by gender and fee status  
Female Male 

  
Home/EU International Home/EU International 

A) Total number of applications 
  

2014/15 12.5 61 12.5 71 

2015/16 11 58 6.5 106 

2016/17 9 63 8.5 103.5 

B) Ratio of Offers to Applications 
  

2014/15 76% 62% 76% 63% 

2015/16 91% 71% 100% 70% 

2016/17 89% 70% 65% 71% 

C) Ratio of Accepts to Offers 
  

2014/15 26% 16% 37% 2% 

2015/16 50% 10% 54% 0% 

2016/17 63% 11% 18% 3% 

 

Silver Action Objectives: 

2.7 Maintain above benchmark female undergraduate and postgraduate populations. 

2.8 Increase female PGT results to be in line with male students’ degree classifications. 
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(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. 

 

Since Bronze submission in 2013/14, the proportion of female postgraduate research (PGR) 

students has remained higher than the national benchmark (Table 4.5, Fig. 4.7A). 

 

Table 4.5: Total number of PGR students from 2009/10 to 2016/17. For breakdown by full time 

and part time students see Fig. 4.7. 

Year Female Male Total % Female % Male 

2009/10 46.0 37.0 83.0 55% 45% 

2010/11 44.9 31.0 75.9 59% 41% 

2011/12 44.6 43.2 87.8 51% 49% 

2012/13 51.0 51.0 102.0 50% 50% 

2013/14 58.0 49.5 107.5 54% 46% 

2014/15 63.0 51.5 114.5 55% 45% 

2015/16 72.5 54.0 126.5 57% 43% 

2016/17 77.0 68.0 145.0 53% 47% 

Benchmark 
   

52% 48% 

 

In common with undergraduates, numbers of PGR students have risen substantially since 2011 

(Table 4.5), with the increases particularly in numbers of full-time female students (Fig. 4.7B). Part-

time students represent a small proportion of PGRs, but numbers of female part-time PGRs have 

shown a slight increase (Fig. 4.7C). We and the Doctoral College have put measures in place to 

ensure these students are welcomed and supported in the department (see section 5.3.4) [BA2.2; 

BA2.3; BA2.4; BA2.7; BA3.10].  

 

Since 2011/12 approximately half of PGR applicants have been female (49%), but in the past 

three years we have seen a declining proportion of female applications (Fig. 4.8A). Over the same 

time period, the ratio of offers to applications is higher for female than male applicants (55% 

versus 45%; Fig. 4.8B), and the ratio of acceptances to offers is also higher for female than male 

applicants (88% versus 84%; Fig. 4.8C): although there is considerable variation between years 

[SA2.1; SA2.2; SA2.4; SA2.5; SA2.6; SA2.7]. 

 

From 2014/15 to 2016/17, 60% of PGR applications (63% female, 56% male) were from Home/EU 

students, and 40% were from International students (Table 4.6A). Offers were granted to a higher 

proportion of Home/EU than International students (Table 4.6B), and in turn Home/EU students 

were more likely to take up places that were offered (Table 4.6C). In contrast with the PGT data, it 

appears that, among international PGR applicants, male candidates were more likely than female 

candidates to accept places that were offered (Table 4.6C). However, overall the proportion of 

international PGR students in Biosciences is similar for both male and female PGRs (10-18%) 

(Fig. 4.9). 
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Silver Action Objectives: 

2.1 Increase our understanding of the drivers for undergraduate and PGT retention into 
further study. 

2.2 To ensure we are effectively supporting our PGR students to progress into a career in 
research or academia. 

2.4 To increase the proportion of undergraduate students progressing to postgraduate study, 
via increasing the visibility of research and academia as a career option, and the options 
available for their progression to it. 

2.6 Reverse the decline in the number and proportion of female PGR applications. 

2.7 Maintain above benchmark female undergraduate and postgraduate populations. 

 

2.6 Reverse the decline in the number and proportion of female PGR applications. 
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Table 4.6. Breakdown of PGR applications by gender and fee status.  
Female 

 
Male   

  Home/EU International Home/EU International 

A) Total number of applications     

2014/15 23.5 16 16.5 10 

2015/16 19.5 7 19.5 9 

2016/17 19.5 13.5 20 25 

B) Ratio of Offers to Applications     

2014/15 79% 38% 88% 20% 

2015/16 95% 14% 64% 33% 

2016/17 69% 15% 75% 12% 

C) Ratio of Accepts to Offers     

2014/15 100% 33% 93% 50% 

2015/16 100% 0% 88% 67% 

2016/17 100% 0% 100% 33% 

 

 [Word count = 279] 
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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.  

DLHE surveys of students completing in 2012-2014 show for undergraduates, 149 females and 79 
males entering further study within six months of graduating, and for PGTs 11 females and 7 
males progressing to further study. Proportions of undergraduates and PGTs entering higher 
education were greater for females than males (though with variable proportions in PGTs because 
of the low numbers registered) (Fig. 4.10), indicating the success of our Bronze actions. We will 
continue to encourage progression of female taught students to further study [BA2.9; BA2.13; 
BA2.14; BA2.15; SA2.1; SA2.4; SA.2.5; SA2.6; SA2.7; SA2.8]. 

 [Word count = 83] 

 

 

 

Silver Action Objectives: 

2.1 To increase our understanding of the drivers for undergraduate and PGT retention into further 
study. 

2.4 To increase the proportion of undergraduate students progressing to postgraduate study, via 
increasing the visibility of research and academia as a career option, and the options available for their 
progression to it. 

2.5 Increase undergraduate students ‘feelings of wellbeing, fit, and confidence in response to Dr 
Morgenroth's student survey results. 

2.6 Reverse the decline in the number and proportion of female PGR applications. 

2.7 Maintain above benchmark female undergraduate and postgraduate populations. 

2.8 Increase female PGT results to be in line with male students’ degree classifications. 

Figure. 4.10. DLHE data showing the proportion of A) undergraduate (UG) and B) PGT students 
progressing to further study, of those finishing between 2012 and 2014. 
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4.2. Academic and research staff data 

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

and research or teaching-only 

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

men and women. Identify any gender issues in the pipeline at particular 

grades/job type/academic contract type. 

 

 

Numbers of academics in Biosciences have also increased since 2009/10 (Fig. 4.11A). From 

2009/10 to 2011/12, female numbers increased more quickly than male, and the proportion of 

female staff increased from 37% to 44% (the national benchmark) (Fig. 4.11B). However, during a 

continued increase in staff numbers since 2012/13, the proportion of female staff has returned to 

37%, as overall female academic and research staff numbers remained around 50, while male 

staff numbers increased (Fig. 4.11A), despite extensive work during recent recruitment campaigns 

to remove unconscious bias from our recruitment processes (see section 5.1.1).  

 

SILVER APPLICATIONS ONLY 

Where relevant, comment on the transition of technical staff to academic roles. 
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There is no clear trend in the number of staff working part time since 2009/10 (Fig. 4.12A). On 

average, about 10-15% of staff in the department work part time, although female staff are more 

likely to be working part time (approximately 15-30% of female staff) than their male colleagues 

(approximately 5-10%) (Fig. 4.12B). 

 

Figure 4.12: Changes since 2009/10 in A) Role count of total, male and female academic and 

research staff working part time; B) the proportion of staff that were working part time. 

 

 

 

The University has 3 academic career paths (Table 4.7). Published criteria for promotion for each 

pathway (with requirements pro-rata for part-time staff) have been revised and publicised in recent 

promotions workshops and staff presentations. The career pathways are equivalent, and 

movement between them is possible. 
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Table 4.7. Academic career grades and pathways at the University of Exeter. 

 Research  

(Research-only) 

Education and 

Scholarship (E&S) 

Education and 

Research (E&R) 

Grade E Associate Research 

Fellow 

Associate Lecturer  

Grade F Research Fellow Lecturer 

Grade G Senior Research 

Fellow 

Senior Lecturer 

Grade H Associate Professor 

Professor Professor 

 

Numbers of staff in Research-only and Education and Research (E&R) career paths have 

increased substantially since 2011/12, whereas numbers of Education and Scholarship (E&S) staff 

have shown a slight increase (Fig. 4.13A, C, E). The proportion of female E&R staff increased 

from 16% in 2009/10 and has remained around 20% since 2011/12 (Fig. 4.13B). Numbers of E&S 

staff are relatively small, with proportions of female E&S staff between 57% and 83% (currently 

63%) (Fig. 4.13D). The proportion of female Research staff has decreased to 43% (Fig. 4.13F), 

apparently resulting from increased numbers of male Research staff between 2014/15 and 

2016/17 with little accompanying increase in female Research staff (Fig. 4.13E).  

Around three quarters of Biosciences female staff hold Research-only roles (70-76% since 

2011/12), one sixth hold E&R roles (16-19%), and one tenth hold E&S roles (7-12%) (Fig. 4.14A). 

A lower proportion of male staff hold E&S roles (currently 3%). The proportion of male staff holding 

Research-only roles has increased, but is still lower (57%) than the equivalent proportion for 

female staff (73%). The proportion of male staff holding E&R roles has decreased slightly (from 

48% to 40%) (Fig. 4.14B) but male staff are still more than twice as likely as female staff to hold an 

E&R role (40% versus 17%).  Since Bronze, we have focused on improving inclusion of our large 

pool of Research staff in the culture of the Department, and on providing support for their 

progression into open-ended positions in STEMM industries and E&R positions in academia at our 

institute and others, and we will continue to develop, apply and monitor actions focused on these 

areas (see section 5.3.iii) [BA5.1; BA5.2; BA5.3; BA5.4; BA5.5; BA5.6; BA5.8; BA5.9; SA4.3; 

SA.4.4]. 
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Figure 4.13. Academic staff by career path. Left hand panels show the total number of A) 

Education and Research, C) Education and Scholarship, and E) Research-only staff. Right hand 

panels show the proportion female in each path for B) E&R, D) E&S, and F) R only. 
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Figure 4.14. Proportion of A) female and B) male staff occupying Education and Research (E&R), 

Education and Scholarship (E&S) and Research only (R only) roles since 2011/12. 

 

 

Academic progression pipelines since 2011/12 show high and increasing proportions of female 

students (undergraduate, PGT and PGR); proportions of female staff decreasing to around 40-

45% at Grades E and F; and relatively low proportions at Grades G (Senior Lecturer - 28%), H 

(Associate Professor - 10%) and Professorial (25%) (Figs. 4.15 and 4.16). The number of female 

staff at Grades G, H and Professorial increased by 50% from 8 to 12 between 2011/12 and 

2016/17, whilst the number of male staff at these grades increased from 28 to 39, showing impact 

of actions for career promotion and progression.  

There is a decline in the proportion of female staff from Grade F Fixed Term to Grade F Open 

Ended (Fig. 4.15), but also some evidence of a “leak” earlier in the pipeline, between PGR 

students and Fixed-Term Grade E and F research staff (Figs. 4.15 and 4.16). A reduced 
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proportion of female academics at Grade F partly results from positive impact in terms of the 

promotion of female academics, but highlights a lack of females filling roles earlier in the pipeline. 

[Word count = 643] 

Figure 4.15. Snapshots of the academic progression pipeline in A) 2011/12, B) 2013/14, C) 

2015/16, and D) 2016/17. 
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Figure 4.16. Female:Male ratio at the stages of the academic progression pipeline since 2011/12. 

A) Students in Biosciences, showing undergraduate, PGT and PGR; B) Grade E, Grade F Fixed 

Term, and Grade F Open Ended; C) Grades G, H and Professorial. A ratio of 1 signifies that there 

are equal numbers of men and women; values greater than 1 signify a greater number of women; 

values below 1 signify a greater number of men. 
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(ii) Academic and research staff by grade on fixed-term, open-ended/permanent 

and zero-hour contracts by gender 

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

on what is being done to ensure continuity of employment and to address any 

other issues, including redeployment schemes.   

Most staff in E&R and E&S roles have open-ended contracts, whereas most Research-only roles 

are Fixed-Term. Bearing this in mind, and the greater proportion of men particularly in E&R roles, 

male staff are more likely than female staff to have open-ended contracts, and less likely to have 

fixed-term contracts (Fig. 4.17). In 2011/12, a male academic was almost twice as likely as a 

female academic to have an open-ended role, and only half as likely to have a fixed-term role. 

Following the recent increase in the number of men in Research-only roles, the difference has 

narrowed slightly, with men 1½ times more likely to have open-ended roles, and 2/3 as likely to 

have fixed-term roles. 

Between 2011/12 and 2016/17, the number of Grade F Fixed Term staff doubled, from 21 to 46, 

whereas the number of Grade F open-ended staff reduced from 17 to 14, partly because of 

promotions (Fig. 4.18), demonstrating a bottleneck for early career academics attempting to 

establish independent and permanent careers. The large number of fixed-term ECRs in our 

department, and the challenges they face in seeking to obtain permanent positions, has been a 

major motivation in our actions to establish and support an ECRN and to survey opinions of our 

ECRs [BA3.4; BA3.5; BA3.6; BA3.7; BA3.9; BA4.4; BA5.1-5.8]. Continuing support for ECRs 

represents a key part of our Silver action plan [SA4.3]. 

[Word count = 219]  

 

 

  

Silver Action Objective: 

4.3 Increase ECR staff feelings of inclusion and support in the Department, and progression 

onto open-ended contracts within academia or industry. 
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Figure 4.17. Proportion of A) female and B) male staff with Open-ended versus Fixed-term 

contracts since 2011/12. 
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Figure 4.18. Total number of academic staff at Grade F, A) in Fixed-Term contracts, and B) in 

Open-Ended roles, since 2011/12. 
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(iii) Academic leavers by grade and gender and full/part-time status  

Comment on the reasons academic staff leave the department, any differences 

by gender and the mechanisms for collecting this data.   

In total there have been 31 academic leavers since 2012/13. These have predominantly been 

Research staff (84%), of which most have been male (69%) (Table 4.8).  

 

Table 4.8. Academic leavers by year, job family and gender, since 2012/13. 

 
 

Five staff from E&R and E&S job families have left since 2012/13, and four (80%) of these have 

been male.  

 

Most leavers (28 = 90%) have been from grades E and F, of which nine out of 28 were female 

(32%). One male left from grade G in 2014/15, and two male professorial staff in 2015/16.  

 

26 leavers had full-time contracts (84%). Five leavers (16%) held part-time contracts, 

approximately in line with overall proportions of Part-Time staff (5-15%, Fig. 4.12B). Four of the 

five leavers from part-time contracts were male [BA3.7; SA4.4]. 

 

[Word count = 116] 

Year Job family Female Male Total % Female % Male

E&R 1 0 1 100% 0%

E&S 0 0 0 0% 0%

R only 1 4 5 20% 80%

E&R 0 0 0 0% 0%

E&S 0 1 1 0% 100%

R only 2 5 7 29% 71%

E&R 0 1 1 0% 100%

E&S 0 0 0 0% 0%

R only 4 2 6 67% 33%

E&R 0 2 2 0% 100%

E&S 0 0 0 0% 0%

R only 1 5 6 17% 83%

E&R 0 0 0 0% 0%

E&S 0 0 0 0% 0%

R only 0 2 2 0% 100%

E&R 1 3 4 25% 75%

Total E&S 0 1 1 0% 100%

R only 8 18 26 31% 69%

2012/13

2013/14

2014/15

2015/16

2016/17

Leavers by job family

Silver Action Objective: 

4.4 Develop better monitoring mechanisms to establish whether Departmental actions are 
increasing ECR staff progression into open ended academic positions. 
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[Section 4 Total Word count: 2038/2000] 

5. SUPPORTING AND ADVANCING WOMEN’S CAREERS 

5.1. Key career transition points: academic staff 

(i) Recruitment 

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

including shortlisted candidates, offer and acceptance rates. Comment on how 

the department’s recruitment processes ensure that women (and men where 

there is an underrepresentation in numbers) are encouraged to apply. 

In Biosciences, 44 academic positions have been recruited through online e-Recruitment since 

2012/13: 10 open-ended E&R or E&S positions (grades F-Professorial), and 34 Fixed Term Research 

positions (grades E-G) (Table 5.1a). 32% of applicants were female, with a higher proportion of 

female applicants for the E&S (51%) than E&R (25%) and Research (32%) roles. 

Table 5.1a. Total, shortlisted and appointed applicants to academic posts since 2012/13, 

split by gender and job family. Note: Research and fixed-term E&S posts were not recorded via 

e-Recruitment until 2014; some posts begin in the academic year after recruitment, causing 

discrepancies in new starters and e-recruitment data. 

 

Year

Female Male Female Male Female Male

2012/13 E&R
12 

(27%)

33 

(73%)

1    

(25%)

3     

(75%)

1    

(50%)

1    

(50%)

2013/14 E&R
4    

(25%)

12 

(75%)

1    

(33%)

2     

(67%)

0      

(0%)

1 

(100%)

R
19 

(38%)

31 

(62%)

3    

(27%)

8     

(73%)

1    

(17%)

5    

(83%)

E&R
16 

(25%)

47 

(75%)

1    

(11%)

8     

(89%)

0      

(0%)

3 

(100%)

E&S
29 

(53%)

26 

(47%)

1    

(25%)

3     

(75%)

0      

(0%)

1 

(100%)

R
51 

(27%)

140 

(73%)

7    

(22%)

25   

(78%)

1    

(11%)

8    

(89%)

2015/16 E&R
10 

(23%)

34 

(77%)

2    

(20%)

8     

(80%)

1    

(50%)

1    

(50%)

R
84 

(35%)

155 

(65%)

22  

(54%)

19    

(46%)

7    

(47%)

8    

(53%)

2016/17 E&S
4    

(40%)

6   

(60%)

0       

(0%)

1   

(100%)

0      

(0%)

1 

(100%)

R
42 

(32%)

91 

(68%)

7    

(50%)

7     

(50%)

2    

(50%)

2    

(50%)

E&R
42 

(25%)

126 

(75%)

5    

(19%)

21  

(81%)

2   

(25%)

6   

(75%)

Total
E&S

33 

(51%)

32 

(49%)

1    

(20%)

4     

(80%)

0     

(0%)

2 

(100%)

R
196 

(32%)

417 

(68%)

39  

(40%)

59  

(60%)

11 

(32%)

23 

(68%)

2014/15

Career 

Path

Applicants Shortlisted Appointed
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Overall, female applicants had similar chances (17%) to male applicants (15%) of being 

shortlisted. The chances of shortlisted females being appointed (29%) were somewhat lower than 

the equivalent for shortlisted males (37%), meaning that overall chances of female applicants 

being appointed (4.8%) were slightly lower than for males (5.4%). 

For Research-only roles, female applicants were more likely to be shortlisted than males, but 

shortlisted female applicants had a lower probability than males of being appointed. For E&S and 

E&R, females had lower chances than males of being shortlisted, but shortlisted candidates had a 

similar probability of being appointed (Fig. 5.1). 

Figure 5.1. The probability of male and female job applicants being shortlisted and appointed, for 

A) Research only roles (fixed term ECRs) and B) E&R and E&S roles (open-ended academic 

positions). 

 

 

 

Despite implementing bronze actions to attract female candidates, we have not seen increased 

proportions of female applications over time (Table 5.1). Therefore, during our 2015/16 recruitment 

process we undertook a comprehensive review of the LSI website and publicity, and a consultation 

over advertisement materials, job descriptions and person specifications, assisted by colleagues 

from across the university’s Athena SWAN Groups. Targeted adverts were placed on the Women 

in Science and Engineering Website, and headhunters briefed on approaching a diverse range of 

candidates. All adverts were screened using gender decoder software, following RW’s attendance 

at the national Biosciences Athena SWAN workshop in London (December 2015) where this was 

shared as best practice [BA4.1, BA4.2, BA4.4; SA3.1]. 

In 2014/15 the EDI identified the low proportion of females shortlisted for four E&S and E&R roles, 

and ensured that a process of double-checking female applicants who were close to the shortlist 

was being implemented. Since 2012 Recruitment and Selection (R&S) training has been 

mandatory for all staff involved in advertising, shortlisting or interviewing applicants. Since Bronze, 

Biosciences has run a set of workshops to promote uptake; increasing completion rates from 

15% to 65% among line managers [BA4.3]. We committed to all panelists being trained in 

Equality and Diversity, increasing completion from 68% to 91% [BA2.6]. To further mitigate 

against bias, we now commit to all chairs of panels undertaking Selection, Interviewing and 

Unconscious Bias Training (launched January 2017)[SA3.2]. 

Following good practice shared by York’s Biosciences Gold Department, we established an 

Unconscious Bias observer during LSI shortlisting meetings. The ECU was recruited to provide 
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Unconscious Bias training (20/4/2016) which was attended by seven Biosciences academics (5 

male, 2 female) involved in shortlisting [SA3.2]. 

Since Bronze, Biosciences has committed to having 100% mixed gender recruitment panels. 

Since 2014/15, 43 out of 48 (90%) of panels have included women [BA4.5]. All interview panels for 

open-ended E&S and E&R positions were mixed gender. Over the same period, the number of 

participation events in interview panels was 89 for male staff (63%) and 52 for female staff (37%) 

(i.e. the same as our total proportions of academic and research staff) (Table 5.1a) [SA3.3]. 

Table 5.1a Biosciences Interview Panel – Average composition 2014/15-2016/17 

  Male Female 

  No. % No. % 

2014/15 28 65% 15 35% 

2015/16 27 57% 20 43% 

2016/`17 34 67% 17 33% 

 

Of 101 new starters since 2012/13, 46 were female (46%) and 55 male (54%) (Table 5.1b). There 

were greater proportions of female new starters in Research (48%) and E&S (40%) compared with 

E&R (25%). 

[Word count = 532] 

Silver Action Objective: 

3.1 Increase the proportion of female applicants to at least national benchmark. 

3.2 Increase the proportion of female applicant to shortlist and shortlist to appointed rates for 
E&R and E&S positions, to at least benchmark or proportional amounts. 

3.3 Maintain a gender mix of >30% women on interview panels, without overburdening female 
staff.  
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(ii) Induction 

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

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

The University’s online Induction materials are provided to new starters prior to their arrival (Fig. 

5.1.2). A Department-level induction is mandatory during core hours within the first days of arrival, 

for all new academic, research, and PS staff, and for staff moving to a new role [BA3.2]. A trained 

Induction Facilitator integrates new starters using a comprehensive checklist, and provides an 

Induction Booklet with information on mandatory training, Dignity and Respect Policy, the 

Reporting Incidents of Discrimination Procedure, family friendly policies and flexible working 

information [BA6.2]. ECR inductions are facilitated principally through their academic supervisor 

and laboratory manager. 

All new staff are invited to a University induction talk and lunch hosted by the Vice Chancellor, 

providing opportunities to consider the University’s strategic objectives, to network with staff from 

other disciplines, and meet members of central PS teams. An induction evaluation questionnaire is 

promoted to all new starters by their induction facilitator and feedback monitored by the People 

Development Team [BA3.1]. 

Since summer 2015, HoD monthly newsletters have included information about and a warm 

welcome to all new members of staff. New staff are invited to give a 5-minute informal presentation 

during our monthly coffee meetings on their personal and professional journey, and to meet key 

role holders and colleagues. New E&R and E&S staff attend ECRN seminars followed by shared 

lunches, both to provide guidance to ECRs on the process of obtaining a permanent academic 

position, and to facilitate and encourage contacts among our research community. In February 

2016 Biosciences launched an additional Department-level Welcome Booklet, outlining informal 

information about the department and our EDI initiatives, following feedback that this would be of 

value to new starters [SA6.4; SA6.5]. 
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[Word count = 274] 

 

(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.  

From 2012/13 to 2016/17 there were 17 academic promotions (7 female, 10 male). Six female 

promotions were full-time E&R staff (one of which had previously worked part-time), and one was 

a Research-only academic working part-time following maternity leave. Eight promoted males held 

E&R roles, and two were Research-only. There were no E&S promotions, relating to the different 

procedure and criteria involved (see below). 

Five female promotions (71%) were from grade F to G, with one promotion each from grades G to 

H, and H to Professor. Most male promotions (60%) were also from grades F to G. Annual rates of 

promotion for female staff on open-ended contracts compare favourably with those for male staff, 

when considering the number of staff at each grade (Table 5.1.3).  

Female and male staff show roughly 20% annual promotion rates from grades F to G, resulting 

from clearly-defined Professional Development Programme (PDP) targets for progression to 

Senior Lecturer within five years. The University’s ‘Exeter Academic’ review of promotions 

Silver Action Objective: 

6.4 Promote a supportive and inclusive Departmental Culture. 

6.5 Ensure all new staff have additional relevant information on the Department, its support 
for flexible working and leave, prior to arriving, and are aware of key HR procedures and 

support mechanisms. 

Figure 5.1.2: University of Exeter online induction materials webpage 



 

 
48 

processes and criteria decoupled progression and promotion in April 2016, offering PDP staff job 

security at three years rather than five. The ‘Exeter Academic’ criteria explicitly present how all 

areas of academic activity are taken into consideration, including quality of teaching, pastoral 

work, research (including mentoring of ECRs), administration and outreach. Criteria are available 

to all staff online and circulated annually [BA3.3]. There is no quota on the number of annual 

promotions. Staff can either make a personal submission or a College submission (one which is 

reviewed by CLES PVC and HRBP to ensure essential criteria are met).  

Annual Performance Development Reviews (PDRs) have been supplemented by additional 6-
monthly meetings since January 2016, and provide a regular opportunity for academics to discuss 
career progression. Following annual PDRs, the Biosciences AL Group and SMG consider all 
individuals’ progression towards promotion, and provide additional collective feedback. This system 
benefits staff who are less likely to put themselves forward for promotion, and helps identify staff who 
are ready to be promoted early. This process led to the early promotions of two female E&R staff and 
one female Research-only member from grades F to G since 2014 [BA3.8; BA5.1; BA5.2; BA5.6].  

Biosciences held a Promotions Workshop in June 2015, attended by 18 academics (12 male, 6 
female) from all three job families [BA3.4]. The CLES PVC, HRBP and Biosciences HoD spoke about 
promotions criteria and processes, and feedback was provided by three Biosciences panellists who 
had recently been promoted. Feedback from those attending showed increased understanding and 
confidence about applying for promotion (Fig. 5.1.3.). When canvassed at the All Staff meeting in 
March 2017 about the best way that Biosciences is promoting inclusivity, feedback included: 
“Improving visibility regarding the process of promotions - more clear and frank discussions”. 

CLES guidelines for maternity/paternity/adoption leave recommend that staff taking leave meet 
their HoD and/or CLES PVC both before leave and within 6 months of return, to ensure that career 
development is enhanced by managing workload and opportunities on return. Biosciences staff 
participated in a March 2017 focus group to provide formative feedback on potential University 
guidelines for panellists to consider leave in the promotions criteria [BA7.11].  

Different promotions criteria for the E&S job family are of relevance because females in Biosciences 
are more likely than males to hold an E&S role. The institutional difference between promotion in E&S 
and E&R is that E&S promotion requires demonstration of a business need for a position at the 
higher grade. Since Bronze, two of our E&S staff at grade G were supported to attend the Aurora 
Leadership Programme to prepare to undertake leadership roles required to reach targets for 
promotion. Our feedback is informing the planning of a university-wide promotion workshop for the 
E&S job family for August 2017 [BA3.6; SA4.5].  

[Word count = 616] 

Silver Action Objective: 

4.5 Ensure that the promotion criteria and process is clear and transparent. 
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(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. 

All eligible E&R and independent Research-only staff were submitted to RAE2008 (Table 5.1.4). 

During REF2014, 86% of eligible staff were returned, including 100% of eligible female academics. 

Table 5.1.3. Promotions from 2012/13 to 2016/17, shown by grade and gender, and 

as a proportion of the number of male and female staff at the grade concerned. One 

promotion of a male Research academic from E to F in 2012/13 is not shown. 

Year Grade Female Male Female Male Female Male

F - G 0 2 6 8 0% 25%

2012/13 G - H 0 1 5 15 0% 7%

H - Prof 0 0 1 8 0% 0%

F - G 2 1 4 7 50% 14%

2013/14 G - H 0 0 7 15 0% 0%

H - Prof 0 0 1 10 0% 0%

F - G 0 2 6 7 0% 29%

2014/15 G - H 1 0 6 15 17% 0%

H - Prof 0 0 2 9 0% 0%

F - G 3 0 7 11 43% 0%

2015/16 G - H 0 1 9 18 0% 6%

H - Prof 1 0 1 10 100% 0%

F - G 0 1 6 8 0% 13%

2016/17 G - H 0 0 8 20 0% 0%

H - Prof 0 1 1 9 0% 11%

F - G 5 6 F - G 19% 16%

Total G - H 1 2 Average G - H 3% 2%

H - Prof 1 1 H - Prof 20% 2%

Number of 

Promotions

Existing head 

count at grade

Annual promotions 

at grade
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E&S staff were not expected to submit outputs for either RAE2008 or REF2014, given high 

commitments to teaching in their workloads. 

ECU representatives provided E&D training to those managing the REF2014 submission, and the 

University published a Code of Practice to ensure that decisions about selecting staff were made 

in a fair, transparent and consistent manner. The PVC for Research and Knowledge Transfer (Prof 

Nick Talbot, former Head of Biosciences) contacted all eligible staff to ensure awareness of 

circumstances covered by E&D provisions in REF2014 (Box 5.1.4). All staff completed an E&D 

assessment highlighting whether personal circumstances could have influenced the number of 

outputs they were required to submit. 

To ensure academics were comfortable to submit information about personal circumstances, 

Professor Talbot’s letter was circulated more than one year before REF submission; links advised 

staff what to do should circumstances change; confidentiality was assured; and aims of the 

process were clearly expressed. 5 female academics (50%) and 4 male academics (15%) 

requested and submitted fewer outputs as a result (21% of submitted staff in total) (Table 5.1.4) 

[SA4.6]. 

[Word count = 204]  

  

Table 5.1.4. The number of eligible staff (E&R and R-only staff on independent fellowships), and 

the number submitting to the 2008 Research Assessment Exercise (RAE2008) and the 2014 

Research Excellence Framework (REF2014): numbers in superscript show numbers of staff 

submitted with reduced numbers of outputs because of individual circumstances covered by 

HEFCE E&D provisions. 

 RAE 2008 REF 2014 

Gender Number 

eligible 

Number 

submitted 

% Number 

eligible 

Number 

submitted 

% 

Female 6 6 100% 10 10(5) 100% 

Male 26 26 100% 33 27(4) 82% 

Total 32 32 100% 43 37(9) 86% 

 

 

 

 

 

Silver Action Objective: 

4.6 Ensure all eligible staff are supported to submit in the REF. 
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Box 5.1.4. Personal circumstances allowing staff to submit fewer than four outputs to REF2014, as 

communicated to all REF-eligible staff on 07/06/2012 

1. Early career researcher (started as independent researcher on/after 1 August 09)  

2. Junior clinical academic staff without a Certificate of Completion of Training by 31 
October 2013  

3. Part time employment 

4. Career break or secondment outside higher education sector in which the individual did 
not undertake academic research 

5. Maternity leave, statutory adoption leave, and additional paternity leave (taken by 
partners of new mothers or co-adopters) 

6. Disability (including conditions such as cancer and chronic fatigue) 

7. Ill health or injury 

8. Mental health conditions 

9. Constraints relating to pregnancy, maternity, breastfeeding, adoption, paternity or 
childcare in addition to periods of leave taken.  

10. Other caring responsibilities (including caring for an elderly or disabled relative) 

11. Gender reassignment 

 

5.2.    KEY CAREER TRANSITION POINTS: PROFESSIONAL AND SUPPORT STAFF 
 
5.2 (i) Induction 
 
The central induction for PS staff is the same as for academic and research staff (section 5.1.ii). In 
addition, the department fosters an inclusive environment for PS staff by hosting a local induction 
specific to their profession e.g. Technical Services, and inviting all staff to the Monday coffee 
mornings. In future, we will monitor uptake and effectiveness of Departmental inductions for 
Biosciences-based PS staff and the impact on their inclusion [SA4.8]. 
 
[Word count = 70] 

  
5.2. (ii) Promotion 
 
Promotion processes are only open to Academic and Research staff at Exeter. In PS, roles are 

fixed and graded, rather than the person. Career development is supported and opportunities 

increased for PS staff to progress through Exeter’s ‘Professional Development Frameworks’, 

PDRs and training (section 5.4).  

Separate to promotion, reward and recognition is available for performance within a PS role. The 

University’s ‘Above and Beyond’ award scheme (est. 2016), and PS Recognition awards (est. 

2012), allow all staff, not just managers, to monetarily reward and officially thank colleagues for 

Silver Action Objective: 

4.8 Ensure PS colleagues physically based within Biosciences feel included and welcomed 

within the department. 
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their hard work, commitment and achievements. As the line management of PS staff lies outside 

Biosciences, limiting our direct influence over other routes to support progression to a higher 

grade, we have focused on recognising contributions in ways which can be used as records of 

achievement in current and future role applications [SA4.7; SA6.2]. 

[Word count = 140] 

 

[Section 5.2 Word Count = 210] 

5.3. Career development: academic staff 

(i) Training  

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

details of uptake by gender and how existing staff are kept up to date with 

training. How is its effectiveness monitored and developed in response to levels 

of uptake and evaluation? 

Inductions for all staff include information on mandatory training such as E&D and R&S (for 

managers). Since Bronze, 23 training reports have been monitored and uptake encouraged by the 

EDI with success (Fig. 5.3.1) [BA2.6; BA4.3]. 

University training for PGRs and ECRs is provided by Researcher Development, and promoted 

through inductions, regular emails, and Biosciences ECRN. Courses range from generic guidance 

(e.g. planning a PhD, academic writing, time management) to more specific courses for STEMM 

(e.g. scientific publications and grant applications). Uptake indicates courses are popular with both 

genders (Tables 5.3.1a and 5.3.1b) [BA5.5; BA5.9].  

We ran an ECR focus group (June 2015) [BA1.3] to gauge opinion on areas including training 

provision, resulting in further formalisation of the ECRN [BA3.9] and a new, workloaded, academic 

administrative position of Director of Postdoctoral Researchers (DPDR) to support the ECRN 

committee in establishing supplementary workshops tailored to ECRs in Biosciences, and a 

website providing information on areas including flexible working, maternity and paternity leave. 

This has led to increased frequency and uptake of events, and positive feedback [SA4.3].  

Quote from female ECR: March 2017 

‘I perceive the biggest cultural change in the Department has come from establishing the ECRN 

and a Director of Postdoctoral Researchers, as I believe this has really helped ECRs feel valued. 

As well as great sessions on ‘applying for funding’, they’ve also included a focus on careers 

outside academia, with the opportunity to meet the speakers over lunch, which has been great for 

raising awareness of the opportunities out there and informal mentoring and networking with the 

speakers.‘ 

Our DPDR also established monthly all-staff Monday coffee mornings, which have had high 

engagement. The December 2016 meeting focused on ECR training, including discussion led by 

Silver Action Objective:  

4.7 Ensure PS colleagues are recognised for their contributions within a role. 

6.2 Ensure PS staff physically located within Biosciences, feel included in the Departmental 
culture, celebrated and rewarded. 
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the incoming chair of the ECRN, and presentation by the Researcher Development Manager on 

the Concordat for Researcher Training and Development. The session was attended by 18 PIs 

and 18 ECRs (14 female [39%] in total). In response, the DoR established an ECR position on 

Biosciences’ Research Committee to ensure researcher training is embedded in departmental 

research activities (see case study 2) [BA5.5; BA5.9]. We will continue to ensure all staff are 

engaging in training relevant to their progression [SA4.9]. 

[Word count = 355]  

 

 

Silver Action Objective: 

4.3 Increase ECR staff feelings of inclusion and support in the Department, and progression 
onto open ended contracts within academia or industry. 

4.9 Ensure all staff are engaging in training relevant to their progression. 

Figure. 5.3.1. Completion rate and total number of Biosciences staff with E&D training since the 
Bronze Athena-SWAN application. Uptake increased following personal encouragement by RW 

(May 2015), and the HoD running training sessions with tea and cake (Jan 2016). We have 
ensured high rates of training by the recent large intake of new staff for the LSI by embedded staff 

inductions and personal encouragement by JP. 
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Gender No. % No. % No. %

Female 196 64% 36 50% 1065 69%

Male 110 36% 36 50% 482 31%

Female 278 66% 70 63% 1252 69%

Male 142 34% 41 37% 553 31%

Female 209 70% 35 49% 770 62%

Male 88 30% 37 51% 464 38%

Gender No. % % pop* No. % % pop

Female 41 64% 57% 17 45% 50%

Male 28 36% 52% 21 55% 47%

Female 66 59% 105% 24 51% 69%

Male 46 41% 89% 23 49% 64%

Female 54 61% 93% 21 57% 57%

Male 34 39% 69% 16 43% 43%

Gender No. % % PGR Pop

Female 11 73% 15%

Male 4 27% 7%

Female 15 83% 24%

Male 3 17% 6%

Female 5 45% 9%

Male 6 55% 12%

2015/16

2014/15

2013/14

*students can engage with the career zone and researcher development events post-graduatation. 

These factors mean that >100% of the registered population attending is possible in some years. 

**There may be cases where staff id was not logged meaning they could be double counted in the 

Individuals tables. 

Table 5.3.1b PGR Researcher Appointments with Career Zone (headcount of individuals engaging 

with service)

Table 5.3.1a PGR and R-Only Staff Attendences and Individuals attending events 2013/14 to 

2015/16

2015/16

2013/14

2014/15

2015/16

2013/14

2014/15

Total Event Attendances

Individuals attending Events

PGR R-Only Staff Total

PGR R-Only Staff**
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(ii) Appraisal/development review  

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

including postdoctoral researchers and provide data on uptake by gender. 

Provide details of any appraisal/review training offered and the uptake of this, 

as well as staff feedback about the process.   

E&R and E&S staff complete annual PDRs with their AL (or another academic if requested). 

During PDR, reviewees discuss their range of contributions in Research, Education, Impact, 

Scholarship, Internationalisation and Leadership, and future career goals.  

Until 2014/15, PDRs of Research-only staff were conducted by a college-assigned Biosciences 

academic, but following low uptake and feedback in our June 2015 ECR focus group, ECRs were 

offered the opportunity to complete their PDR with an academic of their choosing, including their 

line manager. To assist, we established the DPDR role and a new mentoring scheme to provide 

access to mentors outside of line-management (see 5.3.iii). In 2015/16, the People Development 

team updated PDR reviewer training to increase the emphasis on skills for mentoring and 

coaching conversations. 17 (54%) of eligible Biosciences academics have completed PDR 

reviewer training by March 2017, and the EDI is working to increase uptake [BA5.2; SA3.3; SA4.2; 

SA4.3; SA6.8; SA4.10].  

Biosciences PDR official completion rates since 2013/14 have increased from 40% to almost 

100% for E&S and E&R staff, varying between 30% and 65% among Research-only staff (Fig. 

5.3.2) [BA5.1]. The October 2016 Employee Engagement survey suggests that a greater 

proportion of Research-only staff has held PDR review meetings than has submitted PDR returns 

to CLES, because 70% of Research-only staff (72% of female Research-only) stated they had 

held a PDR or Probation meeting in the past 12 months. In the engagement survey, 64% of staff 

had found their last PDR meeting useful (+27% neutral).   

 [Word count = 239] 

 

Silver Action Objective and actions: 

4.10 Facilitate greater uptake and monitoring of PDR review completion rates. 

3.3 – See action ‘Identify in PDRs where staff would like to take up the opportunity to gain 
experience of being on interview panels.’ 

4.2 – See action ‘Encourage staff to take advantage of their PDR and mentoring (e.g. One 
Step Beyond) to enhance their grant writing support.’ 

4.3 – See action ‘Encourage ECR take-up of PDRs.’ 

6.8 – See action ‘Encourage recognition of external roles by PDR reviewers and workload 
managers.’ 
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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.  

Following Bronze feedback, Biosciences established open calls for applicants for leadership and 

management roles including Academic Leads from Senior Lecturer to Professorial level. The 

broadening of grade requirements for these roles increased the number of potential female 

applicants, and female senior lecturers in particular have been supported to engage in leadership 

and management training. This successfully increased the diversity of grades holding AL roles 

(Fig. 5.3.3a), although gender composition remained 100% male [SA4.1]. Our mentoring survey in 

September 2014 [BA1.6] found that 78% female and 65% male respondents had a mentor in the 

Department. To address the shortfall, we helped set up the CLES One Step Beyond mentoring 

scheme for Academic and Research Staff (launched April 2016). To date, 7 Biosciences 

academics (4 female, 3 male) have volunteered and obtained training as Mentors for the scheme, 

and 7 Biosciences researchers (4 male, 3 female) have entered as mentees, and positive 

feedback has been received on its impact [SA4.3].  

Figure 5.3.2. Biosciences PDR completion rates recorded by CLES since 2012/13 by A) E&R and E&S staff, and B) Research 

only staff, shown by gender. 
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Female staff will continue to be supported and encouraged to develop skills required for leadership 

positions by chairing committees (our HoD and Director of Postgraduates are women), and 

undertaking leadership and management skills training [SA4.1]. Since 2013/14, five Grade G 

academics (three in the E&S pipeline, and two in E&R) have been supported to attend the Aurora 

Leadership Programme to increase their opportunities to fulfil leadership roles in the department, 

and thus increase their chances of achieving promotion [BA5.4]. Other participants have been two 

grade F ECRs, and three technicians. Our E&D Project Officer surveyed Aurora participants in 

July 2016 to measure the impact of the course. Feedback was overwhelmingly positive (Fig. 

5.3.3), and our E&S participants contributed to the launch publicising the applications process for 

Aurora in 2016/17. 

Since October 2015 the DPDR worked with ECRN Leads to establish approximately monthly 

events during term times, which have included a set of “meet the new academic” lunches where 

recently-appointed lecturers speak with ECRs about their research and give advice about 

progression from fixed-term to permanent roles [SA4.3; SA4.4]. These events have had high 

uptake and positive impact (box 5.3.1). The informal monthly departmental coffee mornings are 

also used to provide information on training and mentoring responsibilities and opportunities (see 

section 5.3.1). 
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Figure 5.3.3a: Academic Leads in Biosciences' Grades 2014/15 - 2016/17. 
n.b. all male

Silver Action Objective: 

4.1 Achieve gender composition of the Academic Lead group which is at least representative 
of academic staff as a whole, and increase the proportion of women holding senior 
leadership positions and roles. 

4.3 Increase ECR staff feelings of inclusion and support in the Department, and progression 
onto open ended contracts within academia or industry. 

4.4 Develop better monitoring mechanisms to establish whether Departmental actions are 
increasing ECR staff progression into open ended academic positions. 
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[Word count = 362] 

(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 develop mentorship relationships with two to three academics: pastoral tutors (role 

revised in 2012 to focus on mentoring); academic tutors; and honours project supervisors (all roles 

included in the Workload model). Each academic can advise additional contact with senior tutors who 

receive training and are experienced regarding the personal and academic challenges facing 

students, and support measures available [BA2.8]. Final year undergraduate students give a 

research project talk to staff and their peers in a week-long undergraduate student conference, 

providing valuable experience and a means of gaining confidence. Since implementing these actions 

our 2012 and 2015 student surveys indicated an increase in female students’ feelings of ‘fitting in’ 

and confidence, and Biosciences academics have been annually nominated for teaching and 

employability support awards [BA1.4].  

In 2013/14 CLES established the ‘Buddy Up’ peer mentoring scheme to help undergraduates settle 

into University life. This has had high uptake in Biosciences (Table 5.3.5). 90% of mentees said that 

they would recommend the Buddy Up scheme to someone about to begin their first year at the 

University of Exeter [SA2.5]. 

The University ‘Career Zone’ provides support from dedicated staff, supporting employability, career 

progression and career mentoring schemes for undergraduates and postgraduates. Biosciences has 

an employment officer (Dr Burton, EDI member) providing support and guidance around careers and 

employability and coordinating with university-level activities. Dr Burton has been nominated by the 

Student Guild for “Best Employability Support” four times in six years (winning in 2014). 

Figure. 5.3.3b. Impact of the Aurora programme on participants from the University of Exeter. 
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Following success of the Springboard programme, we have been piloting the ‘Sprint’ personal 

development programme, researched and designed specifically to address study and career 

issues for female undergraduates [BA3.6]. Since launching in 2014/15, 17 Biosciences students 

have participated. After attending Sprint: 95% agreed [Sprint] will help me deal better with the 

pressure and stress of academic life; 86% agreed ‘I now feel more confidence in tutorials’; 82% 

agreed ‘I now have clear study/career goals’. 

DLHE results indicate that recent female graduates of our undergraduate programmes feel more 

prepared for employment and further study than their male counterparts. Furthermore, more female 

graduates progress to graduate-level study (Section 4v). Similar patterns are seen among our PGT 

graduates [SA2.1].  

Following feedback in our November 2015 mentoring survey, Biosciences enhanced PGR mentoring 

support, leading to increased levels of engagement (e.g. 28 PGR students attended a ‘mentoring 

meeting’ with the DPGR and Senior Tutor in March 2017) [SA2.3; BA2.3; BA2.4; BA6.6; BA6.7]. 

PGR supervisors have a formal role in mentoring and promoting career development. Supervisory 

meetings are recorded and signed off via the online MyPGR tool [BA2.7], and completion of 

meetings is monitored to ensure they are taking place and to monitor the quality of supervision and 

mentoring provided. Postgraduate Researcher Experience Survey results indicated PGR student 

overall satisfaction with supervision increased from 82% positive (2013) to 85% positive (2015). In 

2015 female PGRs gave a 98% positive response to the question asking whether they received 

‘regular supervisor contact, appropriate for my needs’ [SA2.2]  

There is strong engagement from Biosciences PGRs in training provision and in Biosciences 

ECRN workshops (Table 5.3.1a) [BA3.9; BA3.10; BA5.9; SA2.3]. Since 2015 our PGR students 

have self-organised an annual conference, with support from academic staff, with very high uptake 

by PGRs providing talks and posters. The success of the event has led to its expansion, to include 

all CLES PGR students in June 2017.  

Biosciences EDI has contributed to the successful campaign for enhanced maternity-paternity-

adoption policy for students (released February 2017) and we have publicised this to all our tutors 

[SA2.9].  

 

 

 

 

 

 

Silver Action Objective: 

2.2 To ensure we are effectively supporting our PGR students to progress into a career in 
research or academia. 

2.3 Ensure high quality support for PGR Students and their retention into research and/or 
academia 

2.1 To increase our understanding of the drivers for undergraduate and PGT retention into 
further study. 

2.4 To increase the proportion of undergraduate students progressing to postgraduate study, 
via increasing the visibility of research and academia as a career option, and the options 
available for their progression to it. 

2.5 Increase undergraduate students ‘feelings of wellbeing, fit, and confidence in response to 
Dr Morgenroth's student survey results. 

2.6 Reverse the decline in the number and proportion of female PGR applications.  

2.7 Maintain above benchmark female undergraduate and postgraduate populations. 

2.8 Increase female PGT results to be in line with male students’ degree classifications. 
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Table 5.3.5 CLES Buddy Up undergraduate and INTO peer 
mentoring – Biosciences-only scheme uptake 2013/14 - 2016/17 

  Mentee Mentor Total 

Year no. % no. % no. % 

2013/14 27 18.88% 43 40.95% 70 28.23% 

Female 17 62.96% 33 76.74% 50 71.43% 

Male 10 37.04% 10 23.26% 20 28.57% 

2014/15 16 11.19% 16 15.24% 32 12.90% 

Female 12 75.00% 12 75.00% 24 75.00% 

Male 4 25.00% 4 25.00% 8 25.00% 

2015/16 77 53.85% 25 23.81% 102 41.13% 

Female 53 68.83% 22 88.00% 75 73.53% 

Male 24 31.17% 3 12.00% 27 26.47% 

2016/17 23 16.08% 21 20.00% 44 17.74% 

Female 19 82.61% 16 76.19% 35 79.55% 

Male 4 17.39% 5 23.81% 9 20.45% 

Total 143 100.00% 105 100.00% 248 100.00% 
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Figure 5.3.4a. Percentages of graduates from undergraduate programmes who reported that their further education 

experience prepared them well for employment. 

 

Figure 5.3.4b. Percentages of graduates from PGT programmes who reported that their further education experience 

prepared them well for employment. 

 

Figure 5.3.4c. Percentages of graduates from undergraduate programmes who reported that their further education 

experience prepared them well for further study. 
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(v) Support offered to those applying for research grant applications 

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

support is offered to those who are unsuccessful. 

Biosciences has a Research Manager and Research Administrator, providing tailored support and 

advice to grant applicants, in particular those less familiar with the process including ECRs and 

new international staff. This support is augmented by Research Services’ online Research Toolkit, 

with information on funding opportunities, project management, outputs and impact generation 

[BA6.6]. Research Services includes research managers who specifically support applications to 

each research council. We have received positive feedback from staff on the quality and level of 

this support [BA5.3].  In 2015 our E&R academic Dr Ivana Gudelj obtained a prestigious ERC 

Starter Grant after taking advantage of the support of the EU office, peer review and mock 

interviews by university colleagues. 

Academics discuss recent and planned grant applications in their PDR. ALs offer feedback on 

unsuccessful applications, and advice regarding the timing, workload implications, and 

opportunities for support in the department and more widely for new or revised applications.  

Hustings are held in the department three times per year to pitch ideas for upcoming applications, 

and have gender-representative attendance and presentations. Feedback is provided informally by 

staff in attendance, and one attendee offers to peer review each application before submission. 

The Research Manager publicises hustings to all academics and works with the DoR to ensure 

peer review is consistently provided.  

In spring 2016, ALs held additional meetings with all staff to discuss how financial resources 

arising from REF2014 could be used to support research. Applications by staff to their AL were 

encouraged, to support meetings with collaborators, development of pilot data, and the funding of 

summer internships in 2016. The internships were advertised among all staff as an open 

competition: ten internships were applied for by three female (30% of female E&R staff) and seven 

male academics (19%), with a 100% success rate.  

ECRs are encouraged to develop funding applications with supervisors as named researchers or 

researcher-co-investigators. PDRs include discussion of opportunities for the ECR to apply for 

independent funding, and support is provided to develop these applications. ECRs are encouraged 

to present ideas for fellowships at the hustings. Applicants who are shortlisted for fellowships are 

provided a mock interview with gender-mixed panellists from both within and outside the 

department (to replicate panel composition for the funding scheme) (see case study 2).  

In January 2017 the EDI reviewed the values of grants applied for and awarded to male and 

female colleagues. These data indicated that in most years since 2011-12, there has been a 

gender disparity in award rates, with female-led applications being funded less often than male-led 

applications. Furthermore, as a proportion of the total sum applied for, sums awarded to female 

PIs are consistently lower than to male. Conversely, sums requested in applications showed no 

consistent gender difference. The number of applications with female PIs has been lower overall 

than for male PIs, reflecting the gender balance of academic staff. We have therefore devised 

actions to increase the success rate and amount awarded for female applicants to a comparable 

level to that of their male counterparts [SA4.2].    [Word count = 498]  

Silver Action Objective: 

4.2 Increase the success rate and amount awarded for female applicants to a comparable 
level to that of their male counterparts. 
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5.4. Career development: professional and support staff 

 (i) Training 

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

Provide details of uptake by gender and how existing staff are kept up 

to date with training. How is its effectiveness monitored and developed 

in response to levels of uptake and evaluation? 

 
Since August 2015, Exeter’s People Development team has been building a new portfolio 
of training for all staff that is suited to current organisational needs, launching the first new 
courses in January 2017. These focus on personal effectiveness, “business” skills, 
leadership and management, and statutory and compliance training (e.g. E&D and R&S 
training). This is augmented by enhanced online learning resources on LearnSmart and 
Professional Development Frameworks to develop PS staff in their current roles and 
prepare them for future roles (Sections 4.2.3, 5.4.3).  

E&D training is mandatory for PS staff and there is >90% completion rate across the 

University.  

Since 2014/15, three Technicians based within Biosciences have attended the Aurora 

Leadership Development Programme (Figure 5.3.3). 

People Development monitor the impact of their courses using feedback forms in each 

session, and review this regularly. We intend to better understand how Biosciences 

supports its PS staff to engage in training and mentoring, in particular those staff seeking 

to move from PS into academic and research pathways [SA4.11]. 

[Word count = 165]  

 

 (ii) Appraisal/development review 

Describe current appraisal/development review schemes for professional 

and support staff at all levels and provide data on uptake by gender. 

Provide details of any appraisal/review training offered and the uptake 

of this, as well as staff feedback about the process. 

PS staff are expected to receive an annual PDR. Training for PDR reviewers is 
mandatory, and online guidance for reviewees is provided. The PDR acts to identify 
learning and development opportunities, including secondments. In the 2016 Employee 
Engagement Survey, 44% of PS staff who identified with Biosciences confirmed they had 
a PDR in the last twelve months, and 64% found their last PDR useful (27% neutral). We 
will work with HR to feed into the development of online PDR forms, and to increase 
uptake and effectiveness of PDRs for all staff [SA4.12]. 

Silver Action Objective: 

4.11 To better support the PS staff based within Biosciences to engage in training and 
mentoring activities available, in particular those staff seeking to move from PS into 
academic and research pathways. 
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[Word count = 91] 

 

(iii) Support given to professional and support staff for career progression 

Comment and reflect on support given to professional and support staff 

to assist in their career progression. 

 
Since July 2015, Exeter’s Learning and Development Manager (Professions) has been 

researching and creating Professional Development Frameworks for 12 ‘Professions’. 

There is currently no official mechanism for promotion in PS so these frameworks aim to 

develop staff and their skills within their role, map their skills between professions, and 

prepare them to apply for a new role or secondment if they want to, and when a post is 

available across the University.  

The Technical Services Profession has the first finalised Development Framework (Fig. 

5.4.3a), launched in December 2015 following extensive consultation and feedback. It is 

structured around five core modules designed to meet the needs of Technical Staff at 

different career stages, mapped in turn to Exeter’s internal Technical role grades and 

relevant courses (Fig. 5.4.3a). This provides greater transparency and clarity on the skills 

and experience necessary to progress to roles on the next grade (Fig. 5.4.3b).  

From January-April 2017 the University has undertaken a mentoring scheme review, to 

identify opportunities for more formalised PS staff mentoring schemes, which our PS 

representative has fed into [SA4.13]. 

[Word count = 176] 

 

Silver Action Objective: 

4.12 Increase PS staff engagement with PDRs. 

 

Silver Action Objective: 

4.13 Encourage engagement in PS Developmental Frameworks and associated 

development activities. 
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5.5 Flexible working and managing career breaks 

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

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

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

and adoption leave. 

From 2014-2016 Biosciences participated in a CLES-wide pilot of management guidelines to support 

staff taking leave [BA7.11]. We requested feedback from staff via email, and conducted an interview 

with one Biosciences returner from maternity leave in November 2015, which was combined with a 

further 10 interviews across CLES to revise the guidelines in January 2016. 

The guidelines stipulate that arrangements for all three stages of leave (before, during and after) are 

in place before leave begins, and are consistently applied regardless of career path, contract, or 

grade.  

Following these guidelines, Biosciences provides additional support to cover teaching and 

administrative responsibilities to ensure that no member of staff taking leave or changing their 

working pattern to meet parent and/or carer responsibilities is seen as responsible for increases in 

colleagues’ workloads [BA7.8]. A planning allowance in our workload model ‘SWARM’ (section 5.6.5) 

gives leavers time to hand over duties, and maternity cover starts before leave to facilitate handovers. 

Staff with research grants that are interrupted by leave can choose whether project work can be 

covered by others, paid for by the grant, or saved for their return. All pregnant employees carry out a 

maternity risk assessment with their line manager (or if preferred with a mentor or college health and 

safety representative), and review this regularly [BA7.2; BA7.3].  

Positive impact has occurred:  

Quote from staff member (March 2017): 

“When I went on maternity leave in 2011 nobody was taken on as cover, my job was just divided up 

between overworked colleagues who were asked to take on extra roles. I felt terribly guilty about it 

when I returned and there was no real discussion about my return to work, I just turned up with no 

plan. This time round the college and Biosciences have been hugely supportive, they’ve listened with 

an open mind to my request for a flexible return to work and all parties agreed it with no quibble. 

They’ve taken on someone to cover most of my roles. The discussions have also been about what’s 

best for my career longer term not just about filling a teaching hole I will be leaving. I find the flexible 

working at the university excellent and they are great at allowing a later start for those with childcare 

responsibilities and sensible timetabling.” 

Our Parents and Carers Survey (September 2014) found that 86% of 14 female staff who had taken 

leave were happy with arrangements, and 71% found the Discipline and College to be supportive 

before, during and afterwards. In response to survey feedback indicating a perceived lack of prior 

information, the EDI setup a Parents and Carers sub-group which met four times in 2014/2015, 

including three parents representing E&R, an ECR and a part-time PGR. The group summarised 

available guidance and published this on the ECR website, and advocated for a mentoring scheme to 

provide informal support and information for staff (see 5.3.iii). They liaised with the CLES PGR team, 

which influenced the publication of a revised Student Pregnancy, Maternity, Paternity and Adoption 

Policy in February 2017 [SA2.9].  

Concerns about effects on career progression of a period of leave were raised at October 2016 CLES 

Inclusivity Group, and Biosciences members participated in a Focus Group (March 2017) to inform 

University guidelines for the consideration of leave in promotions. We will continue to support staff 

taking leave and working flexibly [SA5.1; SA5.2; SA6.5].  
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[Word count = 550] 

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

Explain what support the department offers to staff during maternity and 

adoption leave.  

Through pre-leave meetings and emails, the HRBP informs the leaver about Keep in Touch (KIT) 

Days during maternity leave [BA7.2]. Those on leave have the option to hold informal meetings in 

person or by Skype with colleagues or students. Colleagues in Biosciences routinely support PGR 

students of E&R or Research-only staff on leave, facilitated by the policy that all PGR students 

have at least two supervisors. 

[Word Count = 65] 

(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.   

Returners are not expected to resume teaching for three weeks after returning to work, to find their 

feet, catch up with emails and research, and establish new work-life arrangements. If modules, 

lectures, administrative roles, and/or research work have significantly changed in the absence of a 

returner, they are given adequate preparation time in SWARM to modify / update previous 

practices. They can also request the use of annual leave to plan a phased return to work. 

Returners are not normally expected to accompany residential field courses or other activities 

requiring a residential element for the first 12 months, but are asked if they want to ‘opt in’ to such 

activities. If there is an unavoidable requirement, support is provided to facilitate attendance and 

sufficient notice provided.  

A ‘return to work’ allowance or alternative tailored support is provided following discussion with the 

HoD. A combination of support mechanisms is available to enable staff to re-establish research 

and regain academic confidence that may have been interrupted by leave, including:  

 Additional time allowance in SWARM; 

 The provision of contract researcher support; 

 Additional funds to pump prime research activity; 

 Fee-free MRes PGR students. 

 

Feedback from returners indicates this support has been invaluable (see case study 2).  

Staff are entitled to take emergency leave for situations such as child illness. In 2016 CLES 

established a Nursing Mothers room for our staff and students in one of the Biosciences buildings, 

in addition to the Nursing Mother Rooms already available on the University campus.  

[Word count = 247]  
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(iv) Maternity return rate  

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

Data of staff whose contracts are not renewed while on maternity leave should 

be included in the section along with commentary. 

Between 2011/12 and 2016/17, 15 female staff took maternity leave. 100% returned to work. 

12 remained in post. 3 permanent female staff are currently on maternity leave (Table 5.5). 1 

returner left after 6 months in 2014/15. We have since implemented further guidelines to 

support retention [BA7.11]. Since returning, two female staff made formal changes to their 

working hours.  

[Word count = 58] 

 

Table 5.5. Number of staff taking maternity and paternity leave between 2011/12 and 2016/17; return 

rates; and change in working pattern after taking leave. Academic year refers to the year when leave 

was completed. 

 

Academic 
Year 

Maternity 
Leave 

Paternity 
Leave 

Total Taking 
Leave 

Return Rate Change in FTE 
after Leave 

2011/12 2 0 2 100% 0 

2012/13 1 3 4 100% 0 

2013/14 3 3 6 100% 0 

2014/15 6 0 6 100% 1 

2015/16 0 2 2 100% 1 

2016/17 3 1 4 100% 0 

 

(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. 

The University fully documents arrangements and eligibility for leave on its Parents and Carers web 

pages, including Maternity Leave, Adoption Leave, Paternity and Maternity Support Leave, Shared 

Parental Leave, and Parental and Emergency Leave (Box 5.5.5). The CLES Management Guidelines 

also apply explicitly to all these forms of leave [SA5.1]. 

Fully paid Paternity / Maternity Support leave of up to two weeks was established in 2012/13. 

Although typically taken in one block, paternity leave timing and structure can be negotiated with the 

PVC CLES or HoD [AP7.11]. From 2011/12 to 2016/17, 12 male staff took paternity/parental/adoption 

leave, with 100% return rate [BA7.9]. 

SILVER APPLICATIONS ONLY 

Provide data and comment on the proportion of staff remaining 

in post six, 12 and 18 months after return from maternity leave. 
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(vi) Flexible working  

Provide information on the flexible working arrangements available.   

Informal flexible working, e.g. working from home or working hours that suit, is common, and 

Biosciences staff perceive that the University is supportive of such arrangements (Fig. 5.5.6a). 

However, the 2016 Employee Engagement survey indicates that E&R staff, which are 

predominantly male, may be less satisfied with their working pattern (Fig. 5.5.6b), which we will 

address [SA5.1, SA5.2]. 

University web pages with comprehensive information about flexible working for prospective 

employees, current staff, and managers (e.g. Box 5.5.6) are included in inductions for new staff. 

The opportunity to apply for teaching restrictions for each academic year is promoted annually by 

the CLES PVC. Since Bronze, uptake from Biosciences has increased annually (Table 5.5.6). 

In 2016/17 applicants included Research Fellows, Lecturers, Senior Lecturers, Associate 

Professors, and Professors (100% were approved). Staff can also make formal applications for 

flexible, long-term changes in working pattern. 

[Word count = 139] 

 

 

 

  Gender No. % 

2014-15 Female 4 66.67% 

Male 2 33.33% 

2015-16 Female 6 54.55% 

Male 5 45.45% 

2016-17 Female 6 54.55% 

Male 5 45.45% 

Silver Action Objective: 

5.1 Ensure all staff feel supported before, during and after leave. 

 

Silver Action Objective: 

5.2 Support staff to work flexibly and take up flexible working opportunities. 

Table 5.5.6: Biosciences Teaching Restriction Applications 2014/15 – 2016/17 
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Figure. 5.5.6a. Agreement of Biosciences staff with the statement “I think that the University is 
supportive of flexible working arrangements” in April 2015 and March 2017. 7 = Strongly agree; 
4 = Neutral; 1 = Strongly disagree.  

Figure. 5.5.6b. Percentage agreement by respondents in the November 2016 Employee Engagement survey with the 
statement “I am satisfied with my working pattern”. Female E&R, and E&S staff are not shown because of too few 
responses. 
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(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. 

Staff taking leave are informed of possible support to change working patterns well in advance of 

teaching allocations on their return to work, and the DoE supports them in this. Staff can discuss their 

working pattern with their AL in their PDR. After returning from Leave the CLES Management 

Guidelines include consideration of a phased return to teaching, and mentoring meetings with senior 

staff including AL, HoD and CLES PVC as required (see 5.3.iii). Staff are encouraged to discuss their 

working pattern, and have successfully shifted from Part-Time to Full-Time. PGRs and Staff can also 

access the University-wide Parents and Carers Budd-E directory of staff and postgraduate students 

who have offered to support others (10 females, 4 males) [BA7.10], or CLES One Step Beyond 

mentoring scheme to approach mentors to further support transition back to work from leave [BA2.3].   

[Word count = 137] 

5.6 Organisation and culture 

(i) Culture 

Demonstrate how the department actively considers gender equality and 

inclusivity. Provide details of how the Athena SWAN Charter principles have 

been, and will continue to be, embedded into the culture and workings of 

the department.   

To ensure up-to-date communication of Athena SWAN principles, Dr Wilson provides annual 

presentations to all-staff meetings, and updates via email about EDI activities [BA6.2; BA6.3]. He 

addressed the staff education meeting in September 2016 about inclusivity in interactions involving 

students, and launched Inclusivity Training slides for undergraduate inductions. In spring 2015 and 

Box 5.5.6. The University’s Flexible Working Toolkit, including guidance for individual staff and managers. 
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2017 our surveys monitoring staff perspectives on working here [BA1.3] showed high and increasing 

awareness and support for Athena SWAN (Fig. 5.6.1). 

Coffee rooms in Geoffrey Pope, Hatherly and LSI buildings provide informal spaces for socialising, 

and are well used by PGRs and ECRs, with final year undergraduates encouraged to use the LSI’s 

communal space for independent study. The Geoffrey Pope coffee room hosts informal 

Biosciences monthly meetings to introduce new staff, celebrate successes, and discuss wider 

departmental matters. ECRs are encouraged to attend and participate, and in December 2016 the 

ECRN lead encouraged contributions to ECRN activities from all staff [SA1.2]. 

Biosciences members play an active role in University-level gender events, including Soapbox 

Science, and the “31 Women” initiative for International Women’s Day. EDI committee members 

participate in university-level workshops, and in external workshops such as the GW4 universities 

Athena SWAN day and UK Biosciences Athena SWAN workshop (December 2015) [SA6.4; 

SA6.9].  
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Silver Action Objective: 

1.2 Communicate and embed Athena SWAN principles and EDI initiatives in the Department. 

6.4 Promote a supportive and inclusive Departmental Culture. 

6.9 Celebrate and highlight positive staff and student role models of all genders. 
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(ii) HR policies  

Describe how the department monitors the consistency in application of 

HR policies for equality, dignity at work, bullying, harassment, grievance 

and disciplinary processes. Describe actions taken to address any identified 

differences between policy and practice. Comment on how the department 

ensures staff with management responsibilities are kept informed and updated 

on HR polices. 

All staff are informed annually by CLES HR advisors about matters including recruitment; bullying; 

harassment; grievance; disciplinary procedures; leave, and flexible working. To support staff and 

students experiencing bullying and harassment, the University provides trained confidential Dignity 

and Respect Advisors and a 24/7 Care First Counselling service. A formal harassment reporting 

form is available online.   

The CLES HRBP and HR Advisor sit on CLES Inclusivity Committee, where they communicate 

changes in HR policies or university resources and contacts to Biosciences EDI representatives. 

Our EDI chair is actioned to ensure that relevant roles in Biosciences are kept informed with up-to-

date information for staff or students [BA6.2; SA6.5]. To ensure HR policies are consistently 

applied, the EDI reviews departmental completion of E&D training, increasing this from 68% to 

91% since December 2014 [BA2.6], and the committee is a contact point for Biosciences staff and 

students to raise issues relating to equality, dignity at work and professional behaviour – which 

RW cascades to CLES Inclusivity Committee. 

In May 2016, Anne-Marie Baker (University Wellbeing and Inclusivity manager) spoke to our 

Academic Staff meeting about UoE’s online Inclusivity Toolkit (Box 5.6.2), commenting on 

unconscious bias, how to encourage inclusive everyday behaviours, and the support available in 

the University to do so. 

[Word count = 239] 

 

 

 

 

 

 

 

 

 

 

Silver Action Objective: 

6.5 Ensure all staff have additional relevant information on the Department, its support for 
flexible working and leave, prior to arriving, and are aware of key HR procedures and support 

mechanisms. 
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Box 5.6.2. Screenshot of the University of Exeter’s online Inclusivity Toolkit. 
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(iii) Representation of men and women on committees  

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

type. Identify the most influential committees. Explain how potential committee 

members are identified and comment on any consideration given to gender 

equality in the selection of representatives and what the department is doing 

to address any gender imbalances. Comment on how the issue of ‘committee 

overload’ is addressed where there are small numbers of women or men. 

Four college-level committees include representation from Biosciences. Research Strategy Group 

(33% female) includes our DoR; Education Strategy Group (45% female) includes our DoE; CEG 

(33% female) includes our HoD (Table 5.6.3a) [BA9.3]. CLES Inclusivity Committee (85% female) 

includes the Chair of Biosciences EDI, and Samantha Mitchell as CLES Technical Services 

representative. 

Within Biosciences, gender balance on committees has been 45% female since 2013/14, with 

female academics on all committees except the AL group (Table 5.6.3a) which we are addressing 

[SA4.1; SA4.3]. Committees taking managerial decisions are the SMG (20% female), Education 

Committee (56% female) and Research Committee (40% female). Membership rotates annually 

based on expressions of interest by staff, and staff’s workload, expertise and career stage, to 

maintain the committee’s skills, responsibilities and gender balance. Numbers of staff on 

committees are large enough to ensure that a broad range of staff (including females) acquire 

management experience enabling progression to senior roles. 

PS staff sit on all other committees, and are vital for practical implementation of actions. Students 

are represented on SSLC, Health and Safety and GM Safety committees, as well as CLES and 

Biosciences Inclusivity Committees. The Biosciences Education group liaises with students via the 

SSLC, where our EDI undergraduate representative acts as student EDI and Welfare 

representative. 

EDI representatives met with our incoming HoDs in July 2015 and April 2017 to discuss gender 

balance and succession planning for administrative roles. Since 2015, roles have been advertised, 

leading to a wider range of seniority of applicants (see 5.3.3) [SA6.6]. Committee membership is 

accounted for in the workload model to ensure that members do not become overburdened 

[SA6.1]. 

[Word count = 262] 

Silver Action Objective: 

4.1 Achieve gender composition of the Academic Lead group which is at least representative 
of academic staff as a whole, and increase the proportion of women holding senior leadership 
positions and roles. 

4.3 – See action ‘Include ECR representatives on key departmental committees. Monitor their 
inclusion annually.’ 

6.1 Increase understanding of workload allocations and perceptions that workload is allocated 
in a fair and transparent way. 

6.6 Increase the proportion of female staff on key departmental and management level 

committees. 
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Table 5.6.3a. Representation of men and women on internal committees since the Bronze 

submission. 

  2013/14   2016/17 
 

  

Committee name Female Male Chair Female Male 

CLES:           

College Executive 

Group (CEG) 

2 (22%) 7 (78%) Male (E&R) 4 

(33%) 

8 (67%) 

CLES Education 

Strategy Group 

6 (38%) 10 (62%) Male (E&R) 5 

(45%) 

6 (55%) 

CLES Research 

Strategy Group 

1 (9%) 10 (91%) Male (E&R) 3 

(33%) 

6 (67%) 

CLES Inclusivity 

Committee 

9 (82%) 2 (18%) Male (E&R) 

& Female 

(PSS) 

11 

(85%) 

2 (15%) 

Biosciences:           

Strategic Management 

Group (SMG) 

3 (30%) 7 (70%) Female 

(E&R) 

 2 

(20%) 

 8 (80%) 

Academic Leads Group 0 (0%) 6 (100%) Male (E&R) 0 (0%) 7 (100%) 

Educational 

Management Group 

5 (42%) 7 (58%) Male (E&S) 5 

(56%) 

4 (44%) 

Research and Impact 

Committee  

4 (40%) 6 (60%) Male (E&R) 46 

(40%) 

79 (60%) 

Staff and Student 

Liaison Committee 

(SSLC) 

4 (50%) 4 (50%) Male & 

Female 

(PGRs) 

9 

(60%) 

6 (40%) 

Equality Diversity and 

Inclusivity Committee 

15 (70%) 6 (30%) Male (E&R) 10 

(62%) 

6 (38%) 

Health and Safety 

Committee 

7 (41%) 10 (59%)  Male (E&R) 6 

(50%) 

6 (50%) 

GM Safety Committee 3 (38%) 5 (62%)  Male (E&R) 4 

(40%) 

6 (60%) 
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Table 5.6.3b – Staff type by gender on internal committees in 2016/17.  

  Female Male 

Committee name Academic PSS Student Academic PSS Student 

CLES:             

College Executive Group 2 2 0 7 1 0 

Education Strategy Group 1 4 0 5 1 0 

Research Strategy Group 1 2 0 6 0 0 

CLES Inclusivity Committee 4 6 1 2 0 0 

Biosciences:             

Strategic Management 
Group 

2 0 0 8 0 0 

Academic Leads Group 0 0 0 7 0 0 

Educational Management 
Group 

5 0 0 4 0 0 

Research Committee* 1 1 0 5 0 0 

Impact and Industry 
Committee* 

3 0 0 6 1 0 

EDI Committee 6 3 1 5 0 1 

Health and Safety 
Committee 

1 5 0 4 1 1 

GM Safety Committee 1 3 0 4 1 1 

*Merged in March 2017 to form Research and Impact Committee (6 female, 9 male), including a 

female ECR and female PS staff member. 

(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?  

56% of female permanent academics have participated in external committees since 2012, with 

similar proportions of male and female academics participating in most external roles (Table 

5.6.4). Overall, a higher proportion of male academics have held roles on external committees 

(75%), mainly reflecting a greater proportion holding editorial roles. 

During annual PDRs, academic staff are encouraged to take external roles where these are 

beneficial to developing teaching, research, scholarship or impact, and considering potential 

implications for career progression and workload. Staff holding particularly influential roles can 

discuss with their AL or HoD the opportunity to reduce internal roles in compensation: in 2016/17 

one male Professor stepped down as AL because of responsibilities in a learned society, and one 

female Professor stepped down from the Impact and Industry Committee because of external 

policy-facing activities [SA6.7]. 
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Silver Action Objective: 

6.7 Increase the proportion of female staff on influential external committees. 



 

 
78 

Table 5.6.4. The number and proportion of female and male staff participating in external 

committees. 

  Female Male 

Total number of staff 16 40 

Journal Editor, Associate Editor or Board 
Member  

5 (31%) 22 (55%) 

Funding body Panellist or Committee Member 5 (31%) 14 (35%) 

Learned Society Committee Member 6 (38%) 14 (35%) 

Contributor to reviews of policy or practice 5 (31%) 9 (23%) 

Total on external committees 9 (56%) 30 (75%) 

 

(v) Workload model  

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

on ways in which the model is monitored for gender bias and whether it is taken 

into account at appraisal/development review and in promotion criteria. 

Comment on the rotation of responsibilities and if staff consider the model 

to be transparent and fair.   

In the University’s workload model (SWARM; Simple Workload Allocation and Resource 

Management), 1650 hours annually per FTE are allocated to research, teaching, supervision, 

outreach, mentoring, pastoral tutoring and administration, adjusted pro rata for part-time staff. New 

Lecturers are allocated hours during their first five years to settle into new intellectual, 

administrative and home-life contexts, and to complete the Postgraduate Certificate in Academic 

Practice [BA3.5]. More senior new staff are given reduced teaching and administrative 

commitments for their first year. Those starting to teach on new modules are given extra hours for 

one year to prepare material. Colleagues with significant administrative responsibilities are 

allocated reduced hours in the year after stepping down. Workload is managed at Department 

level and reviewed annually by CEG to ensure that work is distributed fairly, including annual 

review of gender balance by CLES Inclusivity Committee. 

In Biosciences, SWARM is used to balance teaching load for staff holding time-consuming 

administrative responsibilities – hence to protect research time for the limited number of female 

academics. Consequently, the average proportion of time spent per female academic on teaching 

has decreased in the past three years (Table 5.6.5a). 

Biosciences staff do not generally perceive that men and women are allocated different 

administrative roles, but there is a greater perception of this inequality among female staff (Fig. 

5.6.5b) [SA6.1]. 

[Word count = 215] 

 

 

 

Silver Action Objective: 

6.1 Increase understanding of workload allocations and perceptions that workload is 
allocated in a fair and transparent way. 
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Table 5.6.5a. SWARM teaching contributions by gender, showing total number of staff, and 
average per person for: annual hours teaching; annual hours on student projects; number of 
pastoral tutees. 

 
 
 
Fig. 5.6.5b. Average agreement with the statement that “Men and women in my discipline are 

allocated different administrative roles” in April 2015 and March 2017. 7 = strongly agree; 4 = 

neutral; 1 = strongly disagree. 
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(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. 

Our core hours policy (0930-1530), in place since 2012, ensures all staff (including part-time) can 

participate in key meetings (BA6.1). Meetings can take place outside of core hours only when all 

required attendees are available; and the agenda and minutes of meetings are communicated to 

all staff to ensure that those unavailable are aware of proceedings and can comment if necessary. 

All new starters are made aware of core hours policy in the induction checklist.  

Departmental seminars take place at 12.30-1.30pm, permitting staff with family commitments to 

attend. An annual Departmental Away Day is held, with several months’ advance notice to help 

those with caring responsibilities to make arrangements. The past two Away Days have been held 

close enough to Exeter to allow all staff to attend at least all daytime activities. 

Inclusive and family-friendly social activities include sports events, celebrations of PhD vivas, and 

summer and Christmas socials. Academic and PS staff and PGR students take active roles in 

hosting an annual October welcome barbecue, with staff and PGRs canvassed more than one 

month in advance to ensure availability of as many as possible. Each November our PGRs and 

ECRs organise a well-attended lunchtime charity “dash” around campus (Fig. 5.6.6.). The PGR 

and ECR communities run an “End-of-the-month Social” in the GP coffee room, facilitating 

interaction between our wide range of research groups, to help address ECRN requests for 

greater opportunities to meet researchers from outside their immediate lab [BA5.7; BA6.7; SA6.4]. 
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Silver Action Objective: 

6.4 Promote a supportive and inclusive Departmental Culture.  
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Figure 5.6.6. Social events outside the GP Building. Top row) The welcome barbecue, October 

2016. Lower rows) The charity dash, November 2016. 

  

 

 

 

 

  



 

 
82 

(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. 

Since Bronze, our weekly seminar organisers have encouraged staff to invite female speakers, 

and we have increased the overall percentage of female speakers to 36%, above the 

national benchmark of 33% female E&R academics (Fig. 5.6.7a) [BA2.14]. In our March 2017 

all-staff meeting we discussed measures to further increase the ability of female scientists to give 

seminars, and have developed Silver Actions in response [SA6.3].  

In 2014 and 2015 the University celebrated International Women’s Day by highlighting an inspiring 

female university member each day throughout March (E.g. Box 5.6.7a). These “31 Women” 

included two Bioscientists in 2014, and four in 2015 [BA8.6]. In 2016, the University celebrated 

International Women’s Day for its Diamond Jubilee with one profile of an inspirational Exeter 

woman for each of 6 decades, with Professor Jennifer Littlechild of Biosciences representing the 

1990s. 

The EDI reviews the gender balance of photographs in the Biosciences prospectus and website 

and Biosciences Research News stories on the University website: the majority feature female 

staff and/or students (Table 5.6.7) [BA2.1; SA6.9].  

In January 2015 the HoD introduced monthly Department newsletters to welcome new staff, thank 

leavers, and publicise and celebrate achievements by all grades of staff and students (Fig. 5.6.7b) 

[SA6.4; SA6.8].  

[Word count = 195] 

 

 

 

 

 

Fig. 5.6.7a. Seminar speakers by gender since 2011/12. The benchmark is for 2014/15 female 
and male Teaching and Research academics in the UK. 
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Table 5.6.7. Audit of gender representation in Departmental prospectus and website, and on the 

University’s Research News website. 

  Female 
only 

Male 
only 

Male 
and 

female 

% with Female 
representation 

Prospectus, 07/2016 1 2 2 60% 

Website: UG, PGR, 07/2016 5 4 12 81% 

Website: ECRN, 07/2016 1 1 1 67% 

Website: Research News, 11/2016-
03/2017 

1 2 6 78% 

  

Box 5.6.7a. The 2015 entry for Dr Eduarda Santos in the University’s “31 Women” gallery to 
celebrate International Women’s Day. 
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(viii) Outreach activities  

Provide data on the staff and students from the department involved in outreach 

and engagement activities by gender and grade. How is staff and student 

contribution to outreach and engagement activities formally recognised? 

Comment on the participant uptake of these activities by gender.   

Staff and students engage in a range of outreach events, including active participation by ECRs. 

Contributions by Biosciences staff and students to major annual events on campus rotate to avoid 

overburdening individuals, whilst ensuring that female role models are always represented (Fig. 

5.6.8) [BA8.1; BA8.3; BA8.6]. 

Silver Action Objective: 

6.3 Support measures to ensure at least benchmark proportions (33.5% for E&R staff in UK) of female 
seminar speakers. 

6.4 Promote a supportive and inclusive Departmental Culture. 

6.8 Ensure we are presenting a diverse range of role models throughout engagement in Outreach activities. 

6.10 Celebrate and highlight positive staff and student role models of all genders. 

 

 

Fig. 5.6.7b. Numbers of named staff who were congratulated in monthly newsletters. A) Publications, by 
gender; B) Grants, by gender; C) Other news stories, by gender; D) Other news stories, by role type. 
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Dr Ceri Lewis has been nominated for University Impact Awards and was a finalist in the WISE 

awards in 2015 for her outstanding work in outreach to schools (see Case Study 1) (BA8.5). 

Biosciences has contributed speakers to both Soapbox Science events held in Exeter since 2015 

(and has two confirmed speakers for 2017). Our HoD and EDI Chair publicise Soapbox Science to 

encourage volunteers, and emphasise the importance of the event for providing role models. Our 

speaker in 2016, Dr Champion, was profiled on the University’s “Researcher in Focus” webpage 

(Box 5.6.7b) [BA9.3; BA9.5; SA6.8; SA6.9].  

 [Word count = 135] 

 

 

 

Figure. 5.6.8. Proportions of women and men from Biosciences contributing to major annual 
outreach events on campus. A) “Britain Needs Scientists”, since 2014; B) “Men In White” (to 
dispel stereotypes about the appearance of scientists), since 2012. 
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Box 5.6.8. Screenshot of the Researcher in Focus web entry for Dr Olivia Champion, who 

presented her research for Soapbox Science in June 2016. 

 

 

 

[Section 5 Total Word Count = 7165] 

Silver Action Objective: 

6.9 Ensure we are presenting a diverse range of role models throughout engagement in Outreach activities. 
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SILVER APPLICATIONS ONLY 

6 CASE STUDIES: IMPACT ON INDIVIDUALS 

Recommended word count: Silver 1000 words 

Two individuals working in the department should describe how the 

department’s activities have benefitted them.  

The subject of one of these case studies should be a member of the self-

assessment team. 

The second case study should be related to someone else in the department. 

More information on case studies is available in the awards handbook. 

Case Study 1: Dr Ceri Lewis: Senior Lecturer (Not a member of the SAT)  
 
I moved to Exeter from the University of Plymouth in October 2007 with Professor Tamara 
Galloway with whom I was working as a postdoctoral researcher.  
 
When this postdoctoral position was coming to an end, I submitted an application for a 
teaching position on Exeter’s Penryn campus. This was a really pivotal moment for me 
because Professor Allen Moore (whom I had never met) contacted me after reviewing my 
application, and strongly encouraged me to apply for a NERC fellowship instead. I was 
shortlisted, and given the opportunity by Biosciences to sit through a mock panel 
interview, which prepared me well for the interview process. I strongly believe this support 
contributed to my success. 
 
Halfway through my fellowship [Oct. 2009-2012], I approached the CLES PVC who gave 
me a clear set of targets to meet to turn my fellowship into an open ended lectureship, 
which I worked hard to achieve. Once in my permanent post, I was given five years to go 
through probation/promotion to senior lecturer but achieved it in three. This was because 
Professor Gurr (HoD) strongly encouraged me to apply for promotion early after reviewing 
my PDR and contributions to the Department. Professor Gurr also suggested I attend the 
Aurora Leadership Programme. I was sceptical about attending a women-only course at 
first. However I now apply what I learnt every day to supporting my students, and have 
since won the first ‘Supervisor of the year award’ in Biosciences in 2016, which I believe is 
related. Leadership for me now is about having fantastic people management skills as 
well as science managing skills.  
 
I have found the unofficial, informal and everyday mentoring in the Department the most 
important for my career. My colleagues have been fantastic supports: happily reviewing 
my work and applications, and there are a good range of people whom I would trust and 
approach for advice – in particular my previous manager Professor Galloway. I also have 
an open door policy and find myself constantly having informal mentoring conversations. 
In addition to this, as part of the Aurora programme I needed to arrange a formal mentor. I 
successfully approached Professor Janice Kay (Provost), and I have found it really helpful 
having her mentorship outside of my Department. 
  
In 2014 I undertook a research project in the Arctic which has been promoted by the 
University to help address stereotypical views of what is traditionally thought of as a 
‘man’s thing’ – i.e. scientific fieldwork in a challenging environment. From this our team 
were able to develop schools resources and networks which have now been viewed by 
over 2 and a half million children worldwide! This made a fantastic impact case study for 
my REF submission, and led to my nomination by the Department for the Exeter Impact, 
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Women in Science and Engineering (WISE) award, and international women’s day ‘31 
women’ online exhibition, raising my profile as a researcher and a female role model. 
 
Word Count: 484/500 
 

Case Study 2: Cosima Porteus (Member of SAT) 
 
I started working at Exeter as a Newton International Fellow in January 2013. This was a 
2-year fellowship, after which I was awarded another 2-year fellowship from the 
Government of Canada.  When I arrived people were friendly, open and interested. I 
received a departmental induction from the Departmental facilitator, and specific 
inductions from laboratory managers. The inductors were approachable and I felt I could 
go back to them if I needed further help.  
 
I moved here with my husband, who works near Salisbury, which means we both have 
fairly lengthy commutes. Just over a year and a half ago our son was born and this made 
Biosciences’ support for flexible working arrangements even more important, as they 
allow me to work from home regularly. The core hours are also a huge benefit because I 
don’t have to worry about changing my childcare arrangements to attend meetings.  
 
Biosciences has always been very welcoming and family friendly. Social events like the 

Christmas Charity fun run and Autumn BBQ start early. Socials outside of core hours are 

announced well in advance to make sure staff and students can make arrangements to 

attend, for example, the regular last Friday of the month social at 4 pm.  

 

The rules of both my fellowships have meant that I have not been an official University of 

Exeter employee. However, the administrative and academic staff went above and 

beyond to make sure that I had all the rights, training opportunities, and access to 

resources as other staff. For example, I was offered the same maternity cover/pay as 

regular university employees. Prior to my leave, I had a meeting with my line manager 

and conducted a risk assessment to ensure that it was safe for me to perform my 

research and helpful adjustments were made. During my leave I informally utilised my 

‘keeping in touch’ allowance to work on publications or hold Skype meetings. This allowed 

me more control over balancing family commitments with my career. Once I returned, I 

also reduced my hours to work 4 days a week and I have been fully supported by my line 

manager, other staff and funding agencies. This has made it less stressful to balance 

family commitments and work. 

 

The Department and University have been incredibly supportive of my career progression, 

allocating me £11,000 for research funds to add to my current fellowship funding. They 

also sponsored me to undertake the Aurora Leadership Programme. This made me more 

aware of the causes of fewer women in leadership roles, and ways to improve my 

chances of progressing. More recently, I have also been given opportunities to be on 

senior committees (EDI; Research and Impact) as an ECR representative which has 

helped me voice concerns regarding this career stage and allowed me to have a say in 

departmental decisions. I also engaged in the STEMM fellowship training which has 

helped me develop future fellowship applications, and I have highly recommended this to 

other postdocs. This has made me really feel valued as a member of staff.  
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7 FURTHER INFORMATION 

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

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

 

N/A  
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8 ACTION PLAN 
 

Silver Athena SWAN Action Plan 2017 – 2021 
 
Introduction:  
 
This action plan forms part of the University of Exeter’s Biosciences Athena SWAN Departmental Silver Award Application. This builds upon our previous Bronze 
action plan and works in parallel to and with the University’s institutional action plan. This document is more than an appendix to the application; it is a road map 
that Biosciences has used and will continue to use to track, monitor and review the progress and impact of agreed measures. 
 
The action plan is updated throughout the year and new actions discussed and created at termly working group meetings. Additionally the overall action plan will 
be submitted to the College of Life and Environmental Sciences’ Senior Management Team annually and reporting through the University Inclusivity Group to 
the Equality and Diversity Dual Assurance Committee and ultimately to the Vice Chancellor’s Executive Group. 
 
Consultation: 
 
The majority of our actions are based on the findings of staff and student consultations, and wider academic research related to our key identified areas for 
action. There have been a number of methods of staff and student consultation, both recurrent and single events. These include e.g. focus groups, focus boards 
(after events), and staff/student surveys. Emboldened actions are those priority actions as agreed by the incoming HoD in March 2017. 

 
Objectives:  
 
The Silver action plan is constructed around a set of six overarching objectives corresponding to the main sections of the Silver application and the data 
presented in these: 

1. Self-assessment of equality, diversity and inclusivity in the department 

2. Promoting inclusivity and advancing career development among students 

3. Supporting staff and promoting inclusivity through career transition points 

4. Supporting and advancing the career development of staff 

5. Supporting flexible working and career breaks 

6. Supporting an inclusive departmental organisation and culture 
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1. Self-assessment of equality, diversity and inclusivity in the department 

Ref Section Rationale/objective  Action(s) SAT Leads  External Lead Date (to be) 

Implemented 

Review/ 

Monitor/End 

date  

Qualitative and 

Quantitative Measure of 

Success: 

Target: (where 

applicable/appropriate) 

1.1 3 i - iii To maintain the 

impactful work of 

the EDI and its 

membership, with a 

fair, equitable and 

transparent 

distribution of roles 

and agendas on the 

committee. 

Annually review committee 

membership, with an open 

call for new members to 

ensure representation from 

all pathways and stages. 

Offer the opportunity for 

rotation of roles on the 

committee.  

Athena SWAN 

Lead 

Athena SWAN 

Lead 

Sep-17 September 

annually 

2017-2021 

Representation on the 

committee of all pathways 

and grades.  

Minimum six committee 

meetings annually. 

Qualitative Measures: 

Positive feedback from 

committee membership 

relating to the workload 

associated with the 

committee and positive 

engagement with 

committee work. 

Induct all new members of 

the committee, sharing 

relevant OneDrive files. 

Allocate 200 workloaded 

hours to committee chair 

annually to facilitate the 

monitoring of actions, 

coordination of EDI 

committee, and activities of 

the subgroups outside of the 

committee. 

1.2 3 i - iii Ensuring high 

awareness of and 

engagement with 

Athena SWAN and 

EDI in the 

Department through 

clear 

communication of 

Provide Inclusivity induction 

to all undergraduates, 

including explaining 

background and objectives of 

Athena SWAN (also action 

under section 2. Student 

Inclusivity and Career 

Development). 

Culture and 

Inclusivity 

Leads 

DoE Sep-16 September 

annually 

2017-2021 

Qualitative measure:  

High staff awareness and 

perceived impact of Athena 

SWAN and EDI initiatives 

measured by once annual 

feedback session in 

Departmental meetings 

including questions around 
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objectives, actions 

and initiatives to the 

wider department. 

Annual presentation on 

progress against actions in 

Biosciences' Departmental 

Meeting. 

Athena SWAN 

Lead 

Mar-15 March 2017-

2021 

perceived impact to date 

and suggestions for future 

action. 

Student awareness of 

Athena SWAN measured 

through once annual 

presentation and feedback 

session with the student-

staff liaison committee by 

EDI lead. 

Establish an Athena 

SWAN/EDI noticeboard 

and/or electronic screen slide 

in Geoffrey Pope and LSI 

building.  

Dept. 

Administrator 

Sep-17 Review 

September 

annually 

Ensure Athena SWAN 

Awards are prominently 

displayed in the Geoffrey 

Pope Building. 

Dept. 

Administrator 

Nov-17 Nov-21 

Promote attendance by all 

staff and PGRs at University 

and Regional inclusivity 

events (e.g. Soapbox 

Science). 

Athena SWAN 

Lead 

Jul-17 Monthly 

Place Athena 

SWAN/Equality, Diversity 

and Inclusivity as a standing 

item on Departmental 

meeting agendas once a 

term, using the sessions to 

gather feedback (see 6.1). 

HoD Sep-17 Termly 

Annually review, update and 

publish the group's Terms of 

Reference on the 

departmental Athena SWAN 

website. 

Athena SWAN 

Lead 

Sep-17 Review 

September 

annually 

1.3 3 i - iii Share and learn 

best practice in 

recruiting, retaining, 

and progressing 

staff and students 

internally and 

externally. 

Have a Biosciences 

representative attend internal 

and external best practice 

sharing events, providing 

feedback to the committee 

members and other AS leads 

in the College and University. 

Athena SWAN 

Lead 

Athena SWAN 

Lead 

Mar-15 Once 

annually 

minimum 

Qualitative measure: 

actions being adopted or 

updated as a result of 

attending best practice 

sharing events.  
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1.4  3 i - iii Ensure Athena 

SWAN remains 

embedded within 

Departmental 

management 

structures and 

informs the 

Department's 

strategic plans. 

Key role holders (HoD, DoR, 

DoE etc) to continue to 

attend Equality, Diversity & 

Inclusivity monthly meetings 

(EDI) as part of their role's 

duties. 

Athena SWAN 

Lead 

HoD Sep-17 Monthly 

2017-2021 

Qualitative measure: 

Statement recording these 

changes included in 

subsequent Athena SWAN 

application HoD letter.   

Update Terms of Reference 

of key Departmental 

committees to include a 

representative of the EDI 

committee. 

Sep-17 September 

annually 

2017-2021 

EDI chair to sit on 

departmental Senior 

Management Group. 

Sep-17 Monthly 

2017-2021 

2. Promoting inclusivity and advancing career development among students 

Ref Section Rationale/objective  Action(s) SAT Leads  External Lead Date (to be) 

Implemented 

Review/ 

Monitor/End 

date  

Qualitative and 

Quantitative Measure of 

Success: 

Target: (where 

applicable/appropriate) 

2.1 4.1. iii 

(PGT) 

and 

4.1.vii 

(PGR) 

To increase our 

understanding of 

the drivers for 

undergraduate and 

PGT retention into 

further study. 

Review and report on 

Destination of Leavers of 

Higher Education data 

annually for the proportion of 

undergraduate and PG 

students who feel that the 

course prepared them well or 

very well for further study or 

employment, identifying any 

gendered differences if there 

are any and creating further 

actions based on these. 

Undergraduate 

and PGT 

Leads 

DoE Feb-17 Feb (review 

data), 

October 

(monitor 

actions), July 

(monitor 

actions) 

2020/21 Target: 80% of 

undergraduate and PGT 

students feeling the course 

prepared them well or very 

well for further study and/or 

employment. 0% negative 

responses. 
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Review and report on 

National Student Survey 

'academic support' 

questions: 'I have received 

sufficient advice and support 

with my studies' 'I have been 

able to contact staff when I 

needed to' 'good advice was 

available when I needed to 

make study choices', 

creating future actions to 

address any issues 

identified. 

DoE Feb-18 2020/21 Target: 80% 

positive responses to key 

questions. 0% negative 

responses. 

Review and report on the 

Postgraduate Taught 

Student Experience Survey 

(PTES) results, identifying 

gendered differences in 

outcomes and perceived 

effectiveness of support.  

DoE Nov-16 November 

annually 

2018-2021 

2020/21 Target: 70% of 

PGR population engaged 

by Postgraduate Taught 

Student Experience 

survey. Year on year rise 

in results, with >90% 

student satisfaction with 

supervisor support, and 

facilities. 

2.2 4.1 iv To ensure we are 

effectively 

supporting our PGR 

students to progress 

into a career in 

research or 

academia. 

Review and report on the 

completion of and monitor 

the annual CLES PGR exit 

questionnaire results to 

understand whether our PGR 

students are progressing into 

research positions, and 

create actions based on their 

feedback to improve their 

experiences at the 

University. 

PGR Leads DPGR Nov-16 November 

annually 

2018-2021 

2020/21 Target: >70% of 

PGR leavers to complete 

exit questionnaire. Positive 

feedback received. 
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Review and report on 

Postgraduate Research 

Student Experience (PRES) 

results, identifying any 

gendered differences in 

experiences, and creating 

actions based on these. 

DPGR Sep-17 September 

2019, 2021 

2020/21 Target: >70% of 

PGR population engaged 

by PRES survey. Year on 

year rise in results, with 

>90% student satisfaction 

with supervisor support, 

and facilities. 

2.3 4. 1 iv  

and 5.3 

iii 

Ensure high 

quality support for 

Postgraduate 

Research Students 

and their retention 

into research 

and/or academia 

Support and promote 

innovations for PGR 

mentoring, wellbeing 

support, support for career 

breaks and part-time study, 

and support for PGR 

supervisors. 

PGR Leads DPGR Jul-17 Feb (review 

data), 

October 

(monitor 

actions), July 

(monitor 

actions) 

2020/21 Target: >80% 

overall PGR student 

satisfaction with their 

supervisor support as 

measured by the annual 

Postgraduate Research 

Experience Survey 

(PRES). No gender 

difference in student 

satisfaction. 

Establish ‘PGR Supervisor of 

the Year’ award implemented 

to increase visibility and 

share good PGR supervisory 

practices. 

Nov-16 

Promote engagement with 

the Researcher Development 

Training Programmes to all 

PGRs. 

Jul-17 2020/21 Target: >70% of 

PGRs engaging with at 

least one Researcher 

Development Training 

course annually. 100% 

engaging with online 

resources. 

 2.4 To increase the 

proportion of 

undergraduate 

students 

progressing to 

postgraduate study, 

via increasing the 

visibility of research 

Develop and promote 

engagement in Departmental 

Research Internships for 

undergraduates. Monitor 

uptake and feedback by 

gender, annually. 

Undergraduate 

and PGT 

Leads 

CLES 

Employability 

Manager  

Oct-17 October 

2018-2021 

2020/21 Target: Increase 

number of applications 

year on year to 2020/21. 

Support a minimum of one 

research internship 

annually. Positive feedback 

from participants. 
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and academia as a 

career option, and 

the options 

available for their 

progression to it. 

Create and promote 

engagement in annual 

postgraduate study focused 

employability events with the 

CLES employability team. 

Monitor engagement and 

feedback by gender, 

annually. 

2020/21 Target: 80% of 

undergraduate and PG 

students feeling the course 

prepared them well or very 

well for further study and/or 

employment. 0% negative 

responses. 

 Increase in DLHE score 

year on year to 2020/21. 

Promote staff and student 

participation in the 

University’s 'mirror' 

mentoring scheme. This 

scheme provides 

mentoring/shadowing 

opportunities between 

students and staff at the 

University. 

Student Guild 

Academic 

Representative  

Jul-17 July annually 

2017-2021 

Monitor the number of staff 

and student participants, 

by year and gender, and 

feedback from participants.  

 

2020/21 Target: Increase 

number of applications 

from mentees year on year 

to 2020/21. Minimum one 

staff mentor participant 

annually. Positive feedback 

from mentor and mentee. 

Continue to run the annual 

undergraduate student 

conference to provide 

students with an academic 

conference experience. 

Gather feedback from the 

event about its impact on 

students’ intention to pursue 

a career in academia, and 

encourage attendance by all 

first and second year 

students. 

Dr Sara Burton 

(student 

conference 

coordinator) 

Jun-17 June 

annually 

2017-2021 

2020/21 Target:  Positive 

feedback from participants 

and high attendance by 

first and second year 

undergraduates. 
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Promote Exeter’s PGT and 

PGR opportunities to 

undergraduates, and the 

availability of a progression 

scholarship to all 

undergraduate students. 

DoE Feb-18 Feb (review 

data), 

October 

(monitor 

actions), July 

(monitor 

actions) 

2020/21 Target: 30% of 

undergraduate students 

progressing into further 

education within a year of 

their degree to progress 

internally, as measured via 

DLHE survey. 

 

Number of progression 

scholarship uptakes 

increase year on year until 

2020/21. 

2.5 4. 1.i. 

4.1.iv 

and 5.3 

iii 

Increase 

undergraduate 

students’ feelings 

of wellbeing, fit, 

and confidence in 

response to Dr 

Morgenroth's 

student survey 

results. 

Monitor student degree 

classification annually and 

put in place further actions to 

address gendered attainment 

gaps (both male and female). 

Undergraduate 

and PGT 

Leads 

DoE Feb-18 Feb (review 

data), 

October 

(monitor 

actions), July 

(monitor 

actions) 

2020/21 Target: Reduction 

in gendered attainment 

gaps - increase in male 

undergraduate attainment 

of 1sts and 2:1s. 

Monitor effectiveness of 

undergraduate tutoring 

processes. 

DoE Feb-18 

Provide inclusivity induction 

to all undergraduates, 

including explaining 

background and objectives of 

Athena SWAN. 

DoE Sep-15 September 

2016-2021 

annually 

Promote undergraduate 

Equality and Diversity 

training once it is launched. 

DoE Sep-18 Annually until 

2021 

2020/21 Target: 100% of 

undergraduate students to 

have undertaken Equality 

and Diversity training. 

Positive feedback from 

students on its impact. 
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Support and promote the 

undergraduate inclusivity 

survey being conducted by 

Dr Safi Darden and 

Professor Manuela Barreto. 

Use the results to identify 

future areas for action and 

longitudinal survey results as 

measures of success in 

future. 

Dr Safi Darden 

and Professor 

Manuela 

Barreto 

Nov-17 November 

annually 

2018-2021 

Target: >70% first year 

undergraduate population 

engagement.  

Promote peer-mentoring 

'buddy up' scheme among 

undergraduate students as a 

means of widening 

participation and supporting 

students. 

Student 

Engagement & 

Events 

Assistant (Ben 

Goulding) 

(started May 

2013) 

May 

(recruiting 

mentors), 

September 

(recruiting 

mentees) 

2018-2021. 

2020/21 Target: Increase 

number of male Buddy up 

mentors and mentees from 

2016/17 engagement level 

of 23 mentees (83% 

female), and 21 mentors 

(76% female), in particular 

encouraging engagement 

from male students to 

above 2016/17 

proportions. 

Recruit an undergraduate 

Equality, Diversity, Inclusivity 

and Wellbeing representative 

to the Undergraduate 

Student-Staff Liaison 

committee, signposting 

students to the wellbeing and 

inclusivity resources 

available, and communicate 

any related issues to the 

Chair of the Inclusivity 

Committee for action. 

CLES Student 

Engagement & 

Events 

Assistant 

Role 

established 

September 

2016 

September 

annually 

2017- 2021 

Increase in student 

feelings of confidence, 

fitting in, and wellbeing as 

measured by Professor 

Manuela Barreto's student 

survey. 

2.6 4.1 iv Reverse the decline 

in the number and 

Monitor the proportion of 

female PGR applicants; 

examine whether it is 

PGR Leads CLES 

Marketing 

Manager 

Feb-18 Annually 

2017-2021: 

Feb (review 

Target 2020/21: Increase 

proportion of female PGR 

applicants to 50%. 
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proportion of female 

PGR applications.  

declining, and possible 

reasons. 

data), 

October 

(monitor 

actions), July 

(monitor 

actions) 

Maintain a proportional 

offer and acceptance, to 

application ratio. 

Work with CLES and 

University PGR teams to 

ensure part time options for 

PGRs are well-publicised 

(e.g. in DTP advertisements) 

and supported by DTP and 

funders. 

Examine publicity and 

application material around 

PGR opportunities. Review 

PGR marketing materials 

annually to ensure that there 

are a diverse range of 

student profiles included and 

Biosciences' commitment to 

Athena SWAN is clearly 

presented. Update these 

materials as necessary to 

ensure this criterion is met. 

2.7 4.1 ii 

and 4.1 

iii 

Maintain above 

benchmark female 

undergraduate and 

postgraduate 

populations. 

Review and monitor data on 

the staff and students from 

the department involved in 

outreach and engagement 

activities by gender and 

grade, and the uptake of 

these activities by gender. 

Consider how staff and 

student contributions to 

outreach and engagement 

activities are formally 

recognised. 

Undergraduate 

and PGT 

Leads 

University 

Outreach 

Manager 

Feb-18 Annually 

2017-2021: 

Feb (review 

data), 

October 

(monitor 

actions), July 

(monitor 

actions) 

Target 2020/21: Maintain 

female undergraduate and 

PGT population at >50%. 

Maintain a proportional 

offer and acceptance to 

application ratio. 
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Review undergraduate and 

postgraduate prospectus 

annually, ensuring that there 

is a gender mix of female 

student profiles in both online 

and print materials promoting 

Biosciences' courses. 

University 

Marketing 

Manager 

2.8 4.1. iii Increase female 

PGT results to be in 

line with male 

students degree 

classifications. 

Liaise with the MSc 

programme coordinator to 

examine why fewer females 

achieve Distinctions or 

Merits, and to put greater 

support in place. 

Undergraduate 

and PGT 

Leads 

MSc 

Programme 

Coordinator 

Oct-17 Annually 

2017-2021: 

Feb (review 

data), 

October 

(monitor 

actions), July 

(monitor 

actions) 

Target 2020/21: Increase 

female PGT attainment 

levels to be in line with 

their male counterparts. 

Work with the International 

Office to investigate the 

areas where international 

PGT students would most 

benefit from support during 

their degrees, and work to 

provide this support. 

International 

Office Team 

Oct-17 

2.9 5.3. iv Increase support for 

students 

undertaking a 

period of leave 

Publicise and implement new 

undergraduate and 

postgraduate student 

guidelines for maternity leave 

and supporting student 

parents. 

Undergraduate 

and PGT 

Leads 

Undergraduate 

and PGT Leads 

Feb-17 September 

annually 

2017-2021 

Awareness of student 

leave guidelines measured 

in staff leave 

questionnaire. 

3. Supporting staff and promoting inclusivity through career transition points 

Ref Section Rationale/objective  Action(s) SAT Leads  External Lead Date (to be) 

Implemented 

Review/ 

Monitor/End 

date  

Qualitative and 

Quantitative Measure of 

Success: 

Target: (where 

applicable/appropriate) 
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3.1 5.1 i Increase the 

proportion of 

female applicants 

to at least national 

benchmark. 

Employ good practice as 

used for LSI recruitment (e.g. 

gender-decoding of adverts, 

adverts placed on female-

facing websites such as 

WISE, Unconscious Bias 

observer in attendance at 

shortlisting meetings). 

Academic Staff 

Development 

and 

Progression 

Leads 

Academic 

Leads and 

Recruiting 

Managers 

Dec-17 Review 

December, 

March and 

July annually.  

Target 2018/19: 

Proportional female 

application to shortlist, and 

shortlist to appointment 

rates. Proportion of female 

applicants for roles in line 

with the national proportion 

of women in the pathway 

advertised for.  

 

Target 2020/21:  

Proportion of female 

applicants for roles above 

the national proportion of 

women in the pathway 

advertised for, or >50% - 

whichever is greater. 

Advertise posts internally as 

well as externally via the 

Department's monthly 

newsletter. 

Provide male and female 

informal contacts for all 

posts. 

Request staff to encourage 

applications for open-ended 

roles by female collaborators 

or colleagues. 

Liaise with external head 

hunters to ensure that they 

are conscious of the diversity 

of the applicants that they 

source. 

Emphasise strong career 

progression prospects and 

training opportunities - 

including leadership training.  

Monitor recruitment data on 

a biannual basis using six 

monthly data pack. 
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3.2 5.1 i Increase the 

proportion of 

female applicant to 

shortlist and 

shortlist to 

appointed rates for 

E&R and E&S 

positions, to at 

least benchmark 

or proportional 

amounts.  

Scrutinise applicants who 

narrowly miss initial 

shortlists to check whether 

personal circumstances 

(e.g. career breaks) need 

taking into account. 

Academic Staff 

Development 

and 

Progression 

Leads 

HoD Jul-17 Review 

December, 

March and 

July annually.  

Target 2018/19: 

Proportional female 

application to shortlist, and 

shortlist to appointment 

rates. Proportion of female 

applicants for roles in line 

with the national proportion 

of women in the pathway 

advertised for.  

 

Target 2020/21: Proportion 

of female applicants for 

roles above the national 

proportion of women in the 

pathway advertised for, or 

>50% - whichever is 

greater. 

Shortlist at least 5 

candidates for open-ended 

positions. 

HoD 

Create good practice 

'unconscious bias' guidelines 

for all shortlisting and 

interview panels, in addition 

to central University 

guidelines. These guidelines 

also include information of 

consideration of career 

breaks when recruiting. 

Athena SWAN 

Lead 

Mandate Unconscious Bias 

training for all chair of 

panels. 

People 

Development 

Team Manager 

(Angie Allcock) 

Sep-16 Review 

uptake 

December 

annually 

2018-2021 

Target 2019/20: 100% of 

chairs of panels to have 

undertaken Unconscious 

Bias Training. 

Promote Recruitment, 

Interviewing and 

Unconscious Bias training to 

all interview panellists for 

open-ended posts. 

Dec-18 Target 2020/21: Increased 

uptake of this training 

course for all staff, year on 

year. Positive feedback 

received. 

Promote completion of 

Equality and Diversity 

training (pre August 2016), or 

Equality and Diversity three 

year 'Refresher' training to all 

staff. 

People 

Development 

Team Manager 

(Angie Allcock) 

Started 2012. Monthly 

reviews. 

Target 2020/21: 95% of 

staff to have completed 

Equality and Diversity 

Training, or Equality and 

Diversity 'Refresher' 

Training. (100% target not 

achievable due to regular 

new starters). 
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3.3 5.1.i 

and 5.3 

ii 

Maintain a gender 

mix of >30% women 

on interview panels, 

without 

overburdening 

female staff. .  

Review membership of 

interview panels to identify 

where they could be 

expanded to include junior 

staff representation and 

increase the gender balance 

of interviewers without 

overburdening senior female 

staff. 

Academic Staff 

Development 

and 

Progression 

Leads 

HoD Dec-17 Review 

March and 

July annually 

2018-2021 

Target 2019/20: >30% 

representation of women 

on all interview panels. 

Decrease in negative 

feedback from female staff 

about overburdening from 

sitting on interview panels.  

Identify in PDRs where staff 

would like to take up the 

opportunity to gain 

experience of being on 

interview panels. 

Encourage uptake of 

Recruitment and Selection 

training for all staff including 

post-doctoral researchers 

(use funds to hold sessions 

with refreshments for staff to 

complete R&S training) to 

ensure all interview panels 

are gender-mixed and to 

provide ECRs with training 

for job applications and cv 

development. 

Target 2020/21: 70% of 

staff who are not line 

managers to have 

undertaken recruitment 

and selection training.  

4. Supporting and advancing the career development of staff 

Ref Section Rationale/objective  Action(s) SAT Leads  External Lead Date (to be) 

Implemented 

Review/ 

Monitor/End 

date  

Qualitative and 

Quantitative Measure of 

Success: 

Target: (where 

applicable/appropriate) 

4.1 2 and 

5.3. iii 

Achieve gender 

composition of the 

Academic Lead 

Recruit at least one deputy 

for all major leadership 

and management roles 

Researcher 

Support and 

Development 

HoD and 

Academic 

Leads 

Jul-17 Review July, 

March and 

December 

Target 2020/21: Overall 

gender balance of key role 

holders and academic 
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group which is at 

least 

representative of 

academic staff as 

a whole, and 

increase the 

proportion of 

women holding 

senior leadership 

positions and 

roles. 

(DoR, DoE, DPGR) 

increase inclusivity, 

resilience and succession 

planning for the roles. 

Leads and 

Academic Staff 

Development 

and 

Progression 

Leads 

annually 

2017-2021 

leads proportional to the 

overall gender balance of 

the Department's academic 

staff.  

Role holder and deputies 

for each post to include 

both male and female staff. 

Explicitly discuss aspirations 

for specific administrative 

roles with all E&R, E&S and 

open-ended Research-only 

staff in their PDRs. 

Openly advertise key 

administrative and 

leadership roles, with role 

descriptions; ALs and 

mentors to encourage 

colleagues to apply. 

Promote and monitor 

applications and 

acceptances for the 

Research and Scholarship 

Time Management Scheme. 

Monitor feedback from 

participants about its effect 

on their career progression. 

If scheme has a positive 

impact, use feedback to 

promote this opportunity to 

staff.  
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Support research, academic 

and PS staff to undertake 

internal leadership and 

management skills training 

(e.g. Navigator and 

Springboard), and external 

training e.g. the Aurora 

leadership Development 

Programme. Monitor uptake 

and feedback on courses. 

Publicise courses to ECR 

Staff through the ECRN. 

Encourage those who have 

attended Aurora to 

propagate best practice 

learned on Aurora 

throughout the department 

(e.g. Ceri Lewis in PGR 

supervision).  

4.2 5.3. v Increase the grant 

application  success 

rate and amount 

awarded for female 

applicants to a 

comparable level to 

that of their male 

counterparts. 

Work with Research and 

Impact committee to 

convene a group to examine 

the factors leading to lower 

success rate and amount 

awarded among female 

academics. Investigate and 

support means to increase 

success rates e.g. by 

encouraging visits from 

collaborators (see also 

5.6.7). 

Researcher 

Support and 

Development 

Leads 

Director of 

Research 

Jul-17 Review July, 

March and 

December 

annually 

2017-2021 

Target 2020/21: Increase 

rates of application and 

success in fellowship 

applications of female staff 

to be equal to that of their 

male counterparts.  
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Organise Departmental ECR 

and academic staff grant and 

application writing events. 

Monitor uptake of events and 

feedback from participants to 

ensure that these events are 

impactful. 

Director of 

Postdoctoral 

Researchers 

Encourage staff to take 

advantage of their PDR and 

mentoring (e.g. One Step 

Beyond) to enhance their 

grant writing support. 

HoD 

4.3 4.2 ii Increase ECR staff 

feelings of inclusion 

and support in the 

Department, and 

progression onto 

open ended 

contracts within 

academia or 

industry. 

Include ECR representatives 

on key departmental 

committees. Monitor their 

inclusion annually.  

Researcher 

Support and 

Development 

Leads 

HoD and 

Committee 

Chairs 

Jul-17 Review July, 

March and 

December 

annually 

2017-2021 

Target 2020/21: Increase 

ECRs overall positive 

scoring of questions 

related to their career 

development and inclusion 

in the Department in the 

2018 and 2020 Employee 

Engagement survey 

against 2016 benchmarks: 

67% of ECRs feel able to 

speak up and question the 

way things are done 

(through a variety of 

means), and  55% that 

there are sufficient 

opportunities to learn,  

develop and improve their 

skills in their current role. 

Continue to provide financial 

and administrative support 

for the ECRN. 

HoD 

Promote central Researcher 

Development's suite of 

training, mentoring and 

support of ECRs to apply for 

research funding, to develop 

CVs, and to make successful 

applications for permanent 

academic positions. 

Researcher 

Development 

Team Manager 

Ensure a number of SWARM 

hours for the Director of 

Postdoctoral Researchers 

appropriate to the role. 

HoD 
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Promote engagement with 

the CLES One Step Beyond 

Research and Academic 

Staff mentoring scheme. 

Monitor uptake of One Step 

Beyond Scheme with 

Researchers as mentors and 

mentees.  

Director of 

Postdoctoral 

Researchers 

Uptake of One Step 

Beyond Mentoring Scheme 

by Biosciences staff.  

Encourage ECR take-up of 

PDRs.  

Target 2020/21: Increase 

proportion of ECRs to 

receive a PDR annually 

against 2016 benchmark of 

74%. 

4.4 4.2. iii Develop better 

monitoring 

mechanisms to 

establish whether 

Departmental 

actions are 

increasing ECR staff 

progression into 

open ended 

academic positions. 

Implement Departmental 

mechanism for recording 

whether ECRs progress onto 

open ended academic 

positions at other external 

institutions. 

Equality and 

Diversity Leads 

Director of 

Postdoctoral 

Researchers 

Oct-17 Review 

October, 

January and 

March 

annually 

2018-2021 

Qualitative measure: Data 

available as an impact 

measure. 

Encourage completion of 

central leaver questionnaires 

to better understand the 

reasons for leaving; to 

provide flexible and 

supportive working 

conditions so that part-time 

staff are less likely to leave. 

HoD 

4.5 5.1. iii   Ensure that the 

promotion criteria 

and process is clear 

and transparent.. 

Help run a promotions 

workshop for E&S staff 

across CEMPS and CLES 

(given the relatively low 

number of E&S staff per 

Department) to explain and 

support opportunities for 

E&S promotion. 

Academic Staff 

Development 

and 

Progression 

Leads 

Senior Advisor 

- Equality, 

Diversity and 

Inclusivity 

Team 

Jun-17 June 2019, 

June 2021 

100% of staff from all 

pathways feel that the 

promotions processes is 

clear and transparent and 

that they are supported to 

develop their career (as 

measured in promotions 

workshop). 
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Ensure promotions criteria 

and sources of information 

are clearly publicised at least 

once per year in Biosciences 

staff meetings or newsletters 

to staff. 

HoD Jul-17 July 2018-

2021 

Hold a Biosciences 

promotions workshop at least 

every two years so that 

personal experiences of 

colleagues can be used to 

support staff through the 

process of applying for 

promotion. Use workshop to 

measure staffs view on the 

transparency of the 

promotions process and 

perceived support for 

progression.  

HoD Jul-17 July 2019, 

2021 

4.6 5.1. iv Ensure all eligible 

staff are supported 

to submit in the 

REF. 

Support the DoR and 

Research/Impact committee 

in assessing the implications 

for women, ECRs and E&S 

staff of changes to the REF 

process.  

Departmental 

Policy Leads 

DoR Jun-16 n/a 100% of eligible staff 

submitted to the REF 

2020/21. High awareness 

and uptake of mitigating 

circumstances procedures 

for the REF. 

Ensure findings of any 

University of HEFCE Equality 

& Diversity auditing of the 

new REF are acted upon in 

the department, and that 

staff are supported and 

encouraged to present 

mitigating circumstances if 

needed. 

2020-2021 2020-2021 
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4.7 5.2 i Ensure PS 

colleagues are 

recognised for their 

contributions within 

a role. 

Raise awareness and 

encourage nominations of 

our PS colleagues for: 

a. PS Recognition Awards 

(held once annually). 

b. Above and Beyond 

Awards (nominations can be 

made on an ongoing basis). 

Review PS 2016 staff survey 

results relating to recognition 

and reward for PS staff who 

aligned themselves with the 

department. 

Monitor award type 

(vouchers, thank yous, silver 

awards etc.), by gender, and 

amount (if applicable). 

PS Support 

and Inclusion 

Leads 

All Biosciences 

Staff; People 

Development 

Manager 

Feb-18 February 

2019-2021 

uptake and nominations of 

PS staff for a variety of 

awards. Positive feedback 

in Employee Engagement 

Survey 2018 and 2020 

under reward and 

recognition related 

questions. 

4.8 5.2 ii Ensure PS 

colleagues 

physically based 

within Biosciences 

feel included and 

welcomed within the 

department. 

Review uptake and 

effectiveness of PS staff 

inductions at Departmental 

level using a focus group or 

survey to better understand 

how well their induction 

integrated them into the 

culture of the Department, 

and what could be improved. 

PS Support 

and Inclusion 

Leads 

People 

Development 

Jan-18 January 

2019-2021 

Target 2020/21: To 

increase satisfaction 

against 2016 Employee 

Engagement Survey result 

benchmark of 64% of staff 

agreeing that 'I found my 

last PDR useful' (20% 

neutral), to >70% positive 

responses, and no 

negative responses. 

4.9 5.3. i Ensure all staff are 

engaging in training 

relevant to their 

progression. 

Audit training uptake figures 

at EDI meeting, including 

Equality and Diversity, PDR 

reviewer, and recruitment 

and selection uptake, 

regularly, supporting the HoD 

in maintaining and improving 

completion rates of training. 

Academic Staff 

Development 

and 

Progression 

Leads 

People 

Development 

Manager and 

Researcher 

Development 

Manager. 

Started 2012.  Monthly Target 2020/21: To 

increase satisfaction 

against 2016 Employee 

Engagement Survey result 

benchmark of 48% of staff 

agreeing there are 

sufficient opportunities to 

learn, develop and improve 
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Once annual audit of uptake 

of central People 

Development, Researcher 

Development, and Teaching 

Qualification (e.g. LTHE, 

HEA, ASPIRE) training 

sessions by gender and job 

family.  

Jul-17 July 2018-

2021 

my skills in my current job' 

(23% neutral), to >70% 

positive responses, and no 

negative responses. 

Publicise relevant 

Departmental, People 

Development and 

Researcher Development 

training sessions via ECRN. 

Jul-17 Monthly 

.4 

10 

5.3. ii Facilitate greater 

uptake and 

monitoring of PDR 

review completion 

rates. 

Provide feedback to help 

develop central online PDR, 

and to publicise and promote 

this particularly to ECR staff 

once this new tool is 

launched. 

Academic Staff 

Development 

and 

Progression 

Leads 

People 

Development 

Manager 

Apr-17 Sep-17 Target 2020/21: To 

increase satisfaction 

against 2016 Employee 

Engagement Survey result 

benchmark of 64% of staff 

agreeing that 'I found my 

last PDR useful' (20% 

neutral), to >70% positive 

responses, and no 

negative responses. 

4.11 5.4. i To better support 

the PS staff based 

within Biosciences 

to engage in training 

and mentoring 

activities available, 

in particular those 

staff seeking to 

move from PS into 

academic and 

research pathways. 

Review PS staff awareness 

of, engagement with, and 

perceived impact of the 

training opportunities 

available to them in the 

Department, using qualitative 

or quantitative research 

methods. If issues with 

uptake are identified, in 

particular gendered issues, 

create further actions to 

address this.  

PS 

Development, 

Support and 

Inclusion 

Leads 

HoD Jun-17 June 2018-

2021 

Target 2020/21: To 

increase satisfaction 

against 2016 Employee 

Engagement Survey result 

benchmark of 48% of staff 

agreeing there are 

sufficient opportunities to 

learn, develop and improve 

my skills in my current job' 

(23% neutral), to >70% 

positive responses, and no 

negative responses. 
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Invite Technical Services 

staff based in the 

Department to the ECRN, to 

support those wanting to 

transition into Research or 

Academic roles.  

Identify whether the One 

Step Beyond mentoring 

scheme could be opened up 

to Technical Services staff 

who are interested in 

transitioning into research or 

academic roles, or a new 

Technical Services specific 

mentoring scheme 

established.  

Director of 

Technical 

Services 

Jun-17 June 2018-

2021 

Number of PS staff 

engaged in mentoring 

schemes.  

4.12 5.4. ii Increase PS staff 

engagement with 

PDRs. 

Promote engagement with 

PDRs to all PS staff based in 

Biosciences. Monitor uptake 

and perceived effectiveness 

of PDRs for staff identifying 

with Biosciences in in 2018 

and 2020 Employee 

Engagement surveys. 

PS 

Development, 

Support and 

Inclusion 

Leads 

CLES Human 

Resources 

Business 

Partner or 

Advisor 

Jun-17 June 2018-

2021 

Target 2020/21: To 

increase satisfaction 

against 2016 Employee 

Engagement Survey result 

benchmark of 64% of staff 

agreeing that 'I found my 

last PDR useful' (20% 

neutral), to >80% positive 

responses, and no 

negative responses. 
Provide feedback to central 

University PDR process 

review that there could be 

consideration given to work-

life balance as part of the 

PDR review.  

Jun-17 n/a 

4.13 5.4.iii Encourage 

engagement in PS 

Developmental 

Frameworks and 

associated 

development 

activities.  

Promote awareness of 

relevant Developmental 

Frameworks to PS 

colleagues.  

PS 

Development, 

Support and 

Inclusion 

Leads 

PS 

Development, 

Support and 

Inclusion Leads 

Jan-19 Jan-21 Target 2020/21: Increase 

in PS staff satisfaction with 

opportunities for them to 

develop their career at 

University of Exeter.  Review impact of new PS 

Developmental Frameworks 

Jun-17 June 2018-

2021 



 

 
112 

using employee engagement 

survey results in 2018. 

5. Supporting flexible working and career breaks 

Ref Section Rationale/objective  Action(s) SAT Leads  External Lead Date (to be) 

Implemented 

Review/ 

Monitor/End 

date  

Qualitative and 

Quantitative Measure of 

Success: 

Target: (where 

applicable/appropriate) 

5.1 5.5 i - 

vii 

Ensure all staff feel 

supported before, 

during and after 

leave. 

Continue to publicise and 

apply CLES management 

guidelines for supporting 

staff before, during and after 

leave. 

Flexible 

Working and 

Career Breaks 

Leads 

HoD Jul-17 July annually 

2018-2021 

Qualitative measures: 

positive feedback received 

from returning staff during 

optional informal 

interview/feedback 

sessions with the EDI 

Chair following return from 

leave. 

Review Departmental 

support for men taking up 

parental, shared parental 

and flexible working 

opportunities. 

HoD Increase in positive 

responses by men in 

biennial questionnaire 

around support for taking 

leave.  

Conduct biennial 

questionnaire including 

questions around perceived 

support for taking leave. 

Flexible 

Working and 

Career Breaks 

Leads 

Uptake of leave 

questionnaire exceeding 

60% 

5.2 5.5 v Support staff to 

work flexibly and 

take up flexible 

working 

opportunities. 

Ensure links and information 

on formal and informal 

flexible working and leave 

are prominent on the 

departmental website, ECRN 

website, and emailed at least 

once annually to staff. 

Flexible 

Working and 

Career Breaks 

Leads 

Departmental 

Administrator 

Jul-17 Review July, 

March and 

December 

annually 

2018-2021 

High level of staff reporting 

that they are supported to 

work flexibly in 2018 and 

2020 employee 

engagement survey (no 

negative responses). 

Number of applications for 

Teaching Restrictions and Promote uptake of 'Teaching 

Restriction' applications.  

HoD 
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Ensure flexible working is 

prominent in literature 

associated with job 

advertisements. 

CLES Human 

Resources 

Business 

Partner or 

Advisor 

formal flexible working 

arrangements. 

Monitor and use university 

channels (e.g. CLES and 

University Inclusivity Groups, 

CLES PGR team) to 

challenge restrictions or 

limitations on flexible or part-

time working (e.g. for PGR 

students). 

Support senior management 

in Biosciences in devising 

and applying inventive 

measures to support staff 

and students with parental or 

caring commitments, by 

examining approaches used 

in other universities and 

workplaces.  

6. Supporting an inclusive departmental organisation and culture 

Ref Section Rationale/objective  Action(s) SAT Leads  External Lead Date (to be) 

Implemented 

Review/ 

Monitor/End 

date  

Qualitative and 

Quantitative Measure of 

Success: 

Target: (where 

applicable/appropriate) 

6.1 5.6 v Increase 

understanding of 

workload 

allocations and 

perceptions that 

workload is 

allocated in a fair 

Annual monitoring of 

SWARM by gender for CLES 

Inclusivity Committee and 

Education Committee (DoE). 

Culture and 

Inclusivity 

Leads 

HoD Nov-17 November 

annually 

2018-2021 

All staff to perceive 

workload is allocated in a 

fair and transparent way 

(monitored through 

biennial qualitative or 

quantitative review) 
Monitor staff perceptions of 

workload to better 

understand whether they 
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and transparent 

way. 

perceive it is allocated in a 

fair and transparent way. 

Work with DoE and HoD to 

apply and monitor 

adjustments to workload of 

staff with significant 

administrative 

responsibilities. 

6.2 5.2, 5.4 

and 5.5 

i  

Ensure PS staff 

physically located 

within Biosciences, 

feel included in the 

Departmental 

culture, celebrated 

and rewarded. 

Ensure PS physically located 

in Biosciences buildings and 

regularly working in the 

discipline are included in 

Biosciences mailing lists and 

communications, in All-Staff 

meetings. 

PS 

Development, 

Support and 

Inclusion 

Leads 

PS 

Development, 

Support and 

Inclusion Leads 

Jun-17 January, 

June and 

November 

annually 

2018-2021 

PS staff feeling included as 

measured by biennial PS 

Survey 

Survey PS staff now 

employed in central 

“professional homes” 

regarding opportunities for 

social and professional 

interaction and career 

development in Biosciences. 

Liaise with Technical 

Services Staff Inclusivity 

group to promote measures 

in Biosciences. 

Encourage academic and 

research staff to recognise 

their PS staff support through 

Above and Beyond Award 

nominations and 

Professional Service 

recognition awards. 



 

 
115 

Provide mentoring 

opportunities for PS staff 

who are considering moving 

on to academic pathways. 

6.3 5.5 vii Support measures 

to ensure at least 

benchmark 

proportions (33.5% 

for E&R staff in 

UK) of female 

seminar speakers. 

Modify text inviting seminar 

speakers to emphasise 

opportunities to fit seminars 

with other commitments (e.g. 

providing childcare or family 

accommodation during the 

visit; remote/virtual seminars 

if needed). 

Culture and 

Inclusivity 

Leads 

Departmental 

Seminar Series 

Administrator 

Jun-17 Review in 

February, 

June and 

October 

annually 

2018-2021 

Target 2020/21: At least 

benchmark proportions 

(33.5% for E&R staff in 

UK) of female seminar 

speakers 

Encourage all academic staff 

to propose at least one 

female academic and one 

male academic to give a 

seminar each year – in so 

doing also encouraging more 

junior staff to obtain 

opportunities to meet 

potential collaborators and 

grant Co-Investigators. 

Promote measures for 

gender-representative 

attendance by staff at Open 

Days – e.g. on-campus 

events or crèches for 

children and partners. 

6.4 5.5 I 

and 

5.6.vi 

Promote a 

supportive and 

inclusive 

Departmental 

Culture. 

Monthly newsletter to be 

continued, and to include 

open requests for news 

stories to include all 

members of biosciences 

staff (including PS staff 

based in the Department) 

and students. New staff to 

be welcomed in newsletter. 

Culture and 

Inclusivity 

Leads 

HoD Jun-15 Monthly 

2018-2021 

Positive culture and 

environment as recorded in 

biennial employee 

engagement survey's 

'working environment and 

wellbeing' section, and 

feedback in Departmental 

meetings and focus 

groups.  
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Inclusive monthly Monday 

coffee mornings, with 

introductions by/for new staff, 

and explicit invitations to 

ECRs and PS staff. 

Nov-15 Monthly 

2018-2021 

Support and publicise 

welcome social event, charity 

dash, summer social 

activities, and monitor staff 

roles, job families and 

genders of those running the 

events. 

Jun-17 Monthly 

2018-2021 

Work with new HoD to 

examine ways to increase 

inclusivity of social events 

(e.g. family friendly events, 

pop-up nurseries). 

Jun-17 June 

annually 

2018-2021 

Committee and departmental 

meetings to be held during 

core hours (0930-1530). 

Established 

since 2012. 

Monthly 

2018-2021 

6.5 5.1 ii Ensure all staff have 

additional relevant 

information on the 

Department, its 

support for flexible 

working and leave, 

prior to arriving, and 

are  aware of key 

HR procedures and 

support 

mechanisms. 

Review and update the 

Departmental welcome 

booklet annually, providing 

this during all inductions. 

Make the welcome booklet 

available to existing staff 

online. 

Researcher 

Support and 

Development 

Leads 

Departmental 

Administrator 

Dec-17 Review 

December 

annually 

High awareness of HR 

procedures and support 

mechanisms, as measured 

through a biennial culture 

and inclusivity survey or 

focus group. 

Update the Departmental 

Induction booklet to include 

information on: the Inclusivity 

Toolkit, Dignity and Respect 

Advisors and Care First 

Helpline.  
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6.6 5.6. i Increase the 

proportion of female 

staff on key 

departmental and 

management level 

committees. 

Continue open 

advertisement for senior 

leadership and management 

roles, with informative role 

descriptions and person 

specifications (e.g. as has 

been done in the monthly 

newsletter for DoR, and via 

email for HoD). 

Departmental 

Policy Leads 

HoD Jul-17 Review in 

November 

and July 

annually 

2018-2021 

Target 2020/21: proportion 

of female staff on key 

departmental and 

management level 

committees reflective of 

proportion of women in the 

Department. 

Succession planning by 

inviting more junior staff to 

apply for roles and 

committee positions to gain 

experience of the roles 

concerned and wider 

contacts in the University. 

Monitor and review makeup 

and function of committees 

(e.g. current merger of 

Research and Impact 

committees, with inclusion of 

an ECR researcher to ensure 

involvement of ECR 

community at the coal face of 

research. 

Hold committee meetings in 

core hours and term time, 

and ensure agenda and 

minutes available to 

members. 

Culture and 

Inclusivity 

Leads 

Committee 

Chairs 

6.7 5.6. ii Increase the 

proportion of female 

staff on influential 

external 

committees. 

Annual monitoring of 

influential external roles of 

staff. 

Departmental 

Policy Leads 

HoD Nov-17 November 

and June 

annually 

2018-2021 

2020/21 Target: 100% of 

female staff feel supported 

to participate in influential 

external committees. Publicise external roles and 

achievements in monthly 

newsletter. 
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Encourage recognition of 

external roles by PDR 

reviewers and workload 

managers. 

6.8 5.6 viii Ensure we are 

presenting a diverse 

range of role 

models throughout 

engagement in 

Outreach activities. 

Expand record-keeping of 

academic staff engaging in 

outreach, allowing monitoring 

of gender, job role and 

family, and comparison if 

needed with SWARM hours 

and other external 

responsibilities. 

Culture and 

Inclusivity 

Leads 

Departmental 

Outreach 

Officer 

Oct-17 October 

2018-2021 

A gender mixed and 

diverse range of staff and 

students participating in 

Outreach activities. 

Provide training and 

guidance on outreach to staff 

and students via the ECR 

network.  

Monitor engagement in 

outreach activities by ECRs, 

PSS, PGRs, PGTs and 

undergraduates. 

Promote and publicise 

marquee outreach events 

such as Soapbox Science, 

Britain Needs Scientists via 

the departmental and Athena 

SWAN website, and through 

publicity in department (e.g. 

emails, noticeboards, 

monthly HoD newsletter). 

6.9 5.6 vii Celebrate and 

highlight positive 

staff and student 

role models of all 

genders. 

Support University measures 

such as “31 Women” gallery 

and nominations for WISE 

awards by encouraging 

nominations among a wide 

spectrum of the Biosciences 

community (including PS, 

Culture and 

Inclusivity 

Leads 

Equality and 

Diversity Team 

Manager 

Oct-17 October 

2018-2021 

Positive feedback on 

visibility of role models and 

engagement in webpages. 
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ECRs, PGRs, 

undergraduates). 

Send EDI stories to the 

monthly newsletter; 

encourage staff to send 

news to the monthly 

newsletter; conduct audit 

every 4 months of stories in 

the newsletter. 

HoD 

Work with Biosciences Press 

Gang and University Press 

Office to promote news 

stories from a wide range of 

Biosciences academics. 

Conduct audit every 4 

months of Biosciences 

research news stories. 

CLES Press 

Officer 

Conduct audit every 12 

months of Departmental 

website and prospectus to 

check there is a proportional 

gender balance and a 

diverse range of role models 

presented.  

Athena SWAN 

Lead 
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Bronze Action Plan 2014 – 2017 
 

Introduction  

This action plan formed part of the Biosciences Athena SWAN Departmental Bronze Award. This document was the road map that Biosciences used to 

track, monitor and review the progress and impact of agreed measures. The action plan will be updated three times per year for discussion at the 

BASWG. Additionally the overall plan will be submitted to the College’s Senior Management Team annually and reporting through the UASWG to the 

Equality and Diversity Dual Assurance Committee and ultimately to the Vice Chancellor’s Executive Group.  

 

Consultation 

There have been a number of methods of staff and student consultation, including recurrent and single events. These include focus groups, web 

feedback forms and staff/student surveys. Those actions marked ** resulted directly from consultation arising from BASWG work since 2012. 

  

Objectives   

As part of the self-assessment process nine broad objectives were identified. The action plan is constructed around these nine objectives. 

 

1. Gathering and Assessing data  

2. Supporting undergraduate and postgraduate students  

3. Providing Support around Key Career Transition Points  

4. Ensuring Fairness, Transparency and Competence in relation to Staff Appointments  

5. Supporting Career Development Opportunities for Staff  

6. Ensuring a Fair and Open Departmental Organisation and Culture  

7. Providing Quality Maternity/Adoption/Paternity/Carer and Flexible Working Opportunities 

8. Ensuring a Gender Balance in Outreach Activities  

9. Providing Good Communication Channels and Opportunities to Share and Adopt Best Practice 

 

Emboldened items = original measures of success 

Updated measures of success: Staff data as at 31 December 2016; student data up to 2016/17. 

n.b. actions highlighted in yellow are duplications in the earlier action plan, or University level actions which are no longer relevant and will be removed 

prior to submission. 
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1.1 Monitoring of data 
and reflection on the 
impact of 
interventions. 
Onward reporting to 
CEG and BASWG 
on findings. 
 

BASWG, HoD, 

Athena SWAN 

Project Officer 

A: Initial data 

gathering 

completed in 

September 

2012 

 

B: Updated 

annually from 

February 13  

Clear data on all elements of the pipeline to ensure progress is being made, reflect on impact of 
measures.  
 
No and % change in females since  – 2011/12 (first working group August 2012) 
UG: 263 to 438 (58% to 63%) 
PGT: 17.5 to 8.5 (50% to 71%) 
PGR: 45 to 73 (51% to 57%) 
Lecturer / Research Fellow): 22 to 28 (37% to 47%) 
Senior Lecturer: 4 to 8 (19% to 28%) 
Associate Professor: 1 to 1 (11% to 10%) 
Professor: 2 to 3 (17% to 25%) 

1.2 Interpret, monitor 
and report the 
progress of the 
Action Plan with 
recommendations 
for future change 
and improvement.  
 

Chair of BASWG, 

CLES manager 

A: January 

2013 

B: March 

2014, 

November 

2014, then 

Twice per year 

(BASWG) with 

an  annual 

report to 

College 

Executive 

Group 

Review and update action plan every 6 months to improve and/or modify measures.  

 

Action plan reviewed by Chair and Project Officer regularly, with meetings on: 08/07/2015 (whole SAT); 

18/12/2015 (previous Chair ES present); 13/01/2016 (whole SAT, HoD present); 07/09/2016 (new administrator 

Jenny Porrett present); 13/01/2017.  

 

Resources allocated to the Action Plan are included in the business plan. Budget allocated to the ECRN 

annually - £4000 in 2015/16, with remaining budget rolled over annually (circa £3000 in 2016/17).  

 

25 swarm workloaded hours gained and allocated annually for new Director of Postdoctoral Researchers as a 

result of Bio EDI work and research.  

 

£10,000 allocated to College level Athena SWAN Budget annually and used to support initiatives such as 

Soapbox Science, the distribution of AS surveys, the CLES One Step Beyond Mentoring Scheme launch, and 

Biosciences AS chair’s engagement with external AS events such as the Athena SWAN for Biosciences 

conference run by Biological Societies at Charles Darwin House in London (chaired by Hilary Lappin Scott), 

11/12/2015.   

1.3 
** 

Run focus groups 
and surveys with 
staff and students in 
response to the 

Chair of BASWG; 

BASWG sub 

groups; ECRN 

A: First focus 
group took 
place in 
August 2012 

High proportion of engagement of staff and students with focus groups and surveys. Collated 
information from focus groups and surveys used to inform action plan. 
 
See table 3.3.  
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analysis of the data 
to further explore 
key issues where 
relevant. 
 
 

Coordinator (when 

ECR Focused) 

 
B: when 
issues 
identified for 
future 
exploration. 
 

1.4 
** 

Review the data 
from the two Athena 
SWAN surveys, 
interpret data and 
identify relevant 
recommendations 
for Biosciences. 

Thekla Morgenroth, 

Psychology PhD 

Student; BASWG 

Chair 

A: March 2012 

B: Survey to 

be rerun 

December 

2014 – 

January 2015 

Positive change documented through the survey results in female student confidence, sense of fit with 
science careers and ambition. 
 
Thekla Morgenroth’s 2012 and 2015 surveys found that overall: there had been overall: 

1. Biosciences students had higher levels of confidence and fit than their peers in other disciplines 
2. An increase in confidence, with no gendered difference identified was noted across the college in the 

follow up survey 

1.5 Equal Pay Audits. Equality and 

Diversity Manager 

A: Launched 

March 2006, 

Reviewed 

2012  

B: Reviewed 

biannually 

2014, 2016. 

Equal pay audit information used by College Management and Remuneration Committee to reduce 

gender gap in pay. 

 

Reduction in pay gap in College of Life and Environmental Sciences (CLES) 
2012: Pay gap 6.4% 
2014: Pay gaps reduced significantly in 2013 and remained insignificant in the 2014 audit. 
2016: Pay gap 2.9% 

1.6 
** 

Survey staff on 

maternity, paternity, 

adoption and 

parental leave 

provision.  

BASWG Chair 

BASWG sub-group 

A: September 

2014 

 

Following analysis data will inform future actions to further improve support for family-friendly leave. 
 
66 people completed the questionnaire. 28% of staff population, 38% of female population, 18% of male 
population. Actions from findings included setting up a working group (November 2014) focused on maternity 
and paternity leave and the production of information which was placed upon the ECRN website (February 
2015). The website was reviewed in 2016 and a refreshed version is being planned for 2017. 

1.7 University wide 

survey of research 

fellows to assess 

how effectively the 

University is 

implementing the 

Assistant Director 

(Learning and 

Development) 

A: May 2013 

B: May 2015, 

May 2017 

Provision of findings for consideration by the BASWG to identify future actions. 

 

Positive results informed the re-allocation of the Excellence in HR award.  
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Code of Good 

Practice for the 

Employment of 

Career 

Researchers. 

1.8 
** 

200 hours allocated 

in the SWARM 

workload model for 

Charter duties 

CLES PVC, HoD A: November 

2012 

B: Annual 

allocation: 

November 

2014-17 

Time given in the workload model to progress Charter work, and to gather and analyse data within the 

Department.  

 
2014/15: 200 SWARM Workload hours allocated 
2015/16: 200 SWARM Workload hours allocated 
2016/17: 200 SWARM Workload hours allocated. 

1.9 

** 

Data collection and 

analysis from the 

timetabling office on 

changes to work 

patterns for staff 

with parent and 

carer 

responsibilities. 

CLES PVC A: March, 

2014 

B: Annually: 

March 2014-

17 

Increase uptake of flexible working for carers. Flexible working and teaching restriction applications  

 

2014/15: 6 (66.7% female) 

2015/16: 11(54.55%% female) 

2016/17: 11 (54.55% female)  

 

Applications were received staff spanning grades Research Fellows to Professor. 

 

In the 2016 Employee Engagement survey, 84% of Biosciences (Streatham) staff identified that they were 

working flexibly. 

 

65% of staff with childcare responsibilities, and 58% without positively agreed they were satisfied with their 

working pattern (18%:17% neutral – with/without). 62% of staff with caring responsibilities, and 62% without, 

agreed they were satisfied with their working pattern. 

 

1.10 Employee 
Engagement 
Survey. 

HR Services A: Survey 
launched 
September 
2012  

Data collection of staff engagement and satisfaction. Document improvement in staff work-life balance. 
 
Survey distributed to all PS, TS, academic and research staff colleagues. 
 
Uptake increased across CLES from 2012-2016: 
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B: Survey run 
November 
2014 and 
2016.    

2012: 35% 
2014: 68%  
2016: 61%  
 
Data split and uptake for Biosciences (Streatham) specifically first became available in 2016, and showed 63% 
of staff engaged with the Employee Engagement survey, above the CLES benchmark of 61%. 

2.1 Update the 

Undergraduate and 

Postgraduate online 

prospectus to reflect 

our commitment to 

the Charter, in line 

with Charter 

University level 

Bronze Award 

principles. 

College and 

Central Marketing 

Teams 

A: January 

2013 

B: Annually: 

January 2014-

17 

Monitor applications and recruitment to UG, PGR and PGT courses by gender. 
Increase in applications from females and part time students.   
  

Undergraduate female student applications increased from 737.50 (57%) to 1226.50 (59%) between 2012/13-

2016/17. 

PGT female student applications decreased from 155.75 (49%) to 72 (39%) between 2012/13-2016/17, but 

increased in acceptance rates from 47% to 77%.  

2.2 Task and Finish 

Group to review the 

recruitment and 

marketing of PhD 

vacancies for any 

unintentional bias, 

with revisions to 

current processes to 

exclude any gender 

bias. 

University Task and 

Finish Group with 

BASWG 

representative 

A: May 2014 

B: November 

2014 

The Director of Doctoral College is creating new actions around increasing PGR support. 
 
Key recommendation passed on to the Director of Doctoral College to integrate into their PGR recruitment and 
selection systems in October 2015 
 

PGR female student application, shortlisted and acceptance rates: 

2013/14 = 58% app 70% offer 68% accept 

2014/15 = 58% app 58% offer 57% accept 

2015/16 = 46% app 56% offer 59% accept 

2016/17 = 43% app 46% offer 46% accept 
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2.3 
** 

Implement 

mentoring 

framework for 

Postgraduate 

students and ECRs, 

including a named 

mentor for 

postgraduate 

students and ECRs. 

Mentors recognised 

in their own 

appraisals. 

Biosciences 

Strategy Group; 

Academic Leads; 

appraisers; 

supervisors  

 

 
 
 

A: September 

2011 

B: Reviewed  

September 

2012 and 

September 

2014 

One Step Beyond Mentoring Scheme for CLES research and academic staff was launched in April 2015. 7 

Bioscience mentees signed up, 43% female. 8 mentors signed up, 50% female. 50% of mentors had already 

undertaken mentoring training. Training for mentors and mentees was organised in October 2016, and central 

mentoring and coaching training relaunched in January 2017. Positive feedback has been received on the 

scheme, with over 45% of mentors being organically approached by mentees. 

 

Fired introductory/mentoring meetings between DPGR and PGRs on 25/02/2016 and 01/12/2016, with 

additional small group meetings established times convenient for PGRs working part-time or based off campus.  

2.4 
 

Create and 

implement specific 

training for PhD 

mentors.  

CLES ASWG; HoD A: March 2013 

B: Training 

courses run 

every two 

months. 

Ensure that mentors have access to subject-specific training to enhance their skills.  
 
First subject specific PhD Supervisor training session took place in 2016, with newly appointed DoR Eduarda 
Santos leading the discussion. The meeting  included an informal talk by Biosciences’ first ‘PGR supervisor of 
the year’ Ceri Lewis, who shared best practice, and noted the Aurora programmes positive impact on her 
supervisory style. 

2.5 Respond and action 

student feedback 

gained from the 

online ‘Module And 

Course Evaluation’ 

(MACE) anonymous 

feedback form and 

from the Staff 

Student Liaison 

Committee. 

Education Strategy 

Group; BASWG 

A: May 2014 

B: Annually: 

May 2015 – 

2017 

Issues relating to gender are referred to the BASWG for action and monitoring to increase female 
student satisfaction.  
 

Central analysis of MACE results identified some issues with ‘lad’ culture. A University level task and finish 

group has been established to look at this and implement actions.  

 

Following inappropriate comments on with the comments anonymised at the point where they go to the staff. 

 

2.6 
** 

All Staff to have 

successfully 

HoD A: March 2014 

B: Monitored 

via termly 

Increased % of staff completing training. Target to 75% completion rate by end of 2015 and 100% 

completion rate by 2017. 

March 2015: 83 (69.35%) complaint 
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completed online 

E&D Training. 

training 

reports 

March 2016:  133 (95%) compliant  

January 2017 : 134 (94%) compliant 

2.7 Implement MyPGR 

system within the 

Department. 

Director of PGR; 

Postgraduate 

student office 

A: August 

2012 

B: Embedded 

 

Reviewed 

2016 

Enhanced monitoring and tracking of the supervision and support for PGR students. Improved quality 

of supervision and completion rate for PhD students. 

 

100% of PGR students are automatically enrolled on online MyPGR system.  

 

Biosciences PRES Survey results indicated PGR student overall satisfaction with supervision increased from 
82% positive (2013) to 85% positive (2015). In 2015 female PGRs gave a 98% positive response to the question 
asking whether they received ‘regular supervisor contact, appropriate for my needs’.  

2.8 Improve tutorial 

system to be more 

supportive of 

undergraduate 

students and 

focused on career 

development. 

Personal Tutors A: October 

2010 

B: Embedded 

Enhanced tutorial provision. Increased proportion of UG graduating with 2.1 and 1st degrees and 
obtaining graduate level employment or further study positions following graduation.  
 

Overall, the proportion of female students graduating with a first or 2:1 has varied between 88% and 94%. Since 

2011/12 our female student graduate destination score has increased from 67.58 to 70.24.  

2.9 Promote PGR 
successes within 
Biosciences. 
 

Director of PGR; 

HoD; CLES 

marketing team 

A: October 

2012 

B: Embedded 

Increased number of published female successes via Twitter, annual reports, the department’s ‘Press 
gang’, posters and informal communications via e-mail.  
 
Since 2015/16, the HoD has sent out a monthly newsletter containing a focus on recent PGR student 
successes. 
 
A Biosciences postgraduate research day conference was launched in May 2014, showcasing the work and 
successes of our PGRs. This received positive feedback. 
 

2.10 Achieve an even 

gender balance in 

undergraduate and 

postgraduate 

student 

Director of 

Education; 

Education Strategy 

Group 

A: August 

2012 

B: Embedded 

Gender balanced staff and student representatives at open days to promote an inclusive culture. 
 

All staff open days had have gender mixed staff and student ambassadors.  
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ambassadors and 

staff at open days. 

2.11 
** 

Showcasing gender 

balanced role 

models through the 

range of career and 

study pathways to 

distribute at Open-

Days via a booklet 

with staff profiles. 

Education Strategy 

Group 

A: October 

2012 

B: Embedded 

Increased application of female students at UG, PGR and PGT levels. 

 

UG: 263 to 438 (58% to 63%) 
PGT: 17.5 to 8.5 (50% to 71%) 
PGR: 45 to 73 (51% to 57%) 
 

 

 

2.12 
** 

All courses to be 
advertised with part-
time as an option 
where possible, and 
actively promoted at 
open days. 
 

Director of 

Education 

A: Review 

October 2015 

B: Webpages: 
Oct 2014 
Printed/online 
prospectus: 
Jan/Feb 2015 

Increase awareness of options for study for UG, PGR and PGT courses  

 

The University launched its flexible combined honors scheme in 2013/142014, meaning 100% of Biosciences 

courses could be taken part time. Since its inception, Biosciences’ part time student numbers have increased 

from 5 to 9. In 2016/17, we liaised with the marketing team to ensure the flexible combined honors as a route 

to take courses part time was more clearly highlighted in the prospectus and online. 

2012/13: 5 (50% female) 

2013/14: 7.5 (73% female) 

2014/15: 7 (64% female) 

2015/16: 12 (54% female) 

2015/16: 9 (55% female) 

2.13 Undergraduate 

Student 

Conference. 

Module 

Coordinator 

A: May 2012 

B: Annually: 

May from 

2015-2018 

Increased female engagement and progression to PGT and PGR courses or science careers. 

 

In DLHE surveys of undergraduate students finishing between 2012 and 2014, the total number of graduates 

entering further study was 149 females and 79 males, with the proportion of those responding who were in 

higher education being greater for females than males (Fig. 4.10A). Over the same period, 11 female and 7 

male PGTs progressed to further study: again showing a higher proportion of females. 

2.14 
** 

Gender balanced 

internal research 

seminars. 

Seminar Series 
organiser; 
BASWG 

A: June 2012 Increased visibility of female research role models. 
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B: Annually:  

June 2014 – 

2017; 

 

Reviewed 

November 

2014, and 

Biannually in 

2015 and 

2016. 

We have successfully increased the gender balance of research seminar series speakers from 6% to 33% 

female.  

 
2011/12: 6% female 
2012/13: 26% female 
2013/14: 16% female 
2014/15: 36% female (in line with benchmark) 
2015/16: 33% female (in line with benchmark) 
2016/17: 28% female to date (benchmark 33%) 
 

2.15 
** 

Create online 
profiles showcasing 
students who have 
successfully 
completed part-time 
courses while 
having caring 
responsibilities.  

Director of 
Education 

A: October 

2014 

B: Annually: 

2014 - 2017 

Increased proportion of female students at all levels. 
 
 ‘I love my PhD video’ – Nicola Perera -  published Sept 17 2014. 735 views on 24/04/2017 

3.1 University induction 

talk and lunch 

hosting by the Vice 

Chancellor and 

Deputy Vice 

Chancellor team. 

HR Services A: New staff 

lunches held 

termly (since 

2003), 

Reviewed July 

2013 

B: Embedded 

High engagement with all new Biosciences staff and awareness of range of support mechanisms. 
 
All staff must attend the mandatory induction since its inception.  

3.2 All new staff to be 

informed of the 

induction process at 

the time of their 

appointment.  

HR Services A: September 

2009,  

reviewed in 

September 

2012  B: 

Embedded  

Monitor the induction evaluation feedback and report any gender specific issues to the BASWG for 

actioning.   

 

All staff are emailed at their time of appointment. All research staff receive a link to an induction video pre-

arrival.  
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Induction discussions were included in focus groups (November 2015) and the feedback from this sent back to 

central HR... The Director of Postdoctoral Researchers post was formed to ensure the ECRN was further 

enhanced as an informal port of call for inductions, with all new ECRs invited to attend. Additionally, Monday 

coffee morning meetings were established and used to introduce new members of staff to the Department. 

3.3 Publish promotion 

criteria for each job 

family; (Education 

and Research; 

Education and 

Scholarship; 

Research). 

HR Services in 

consultation with 

College(s) 

A: October 
2006, 
reviewed in 
June 2012, 
and May 2013 
B: Embedded 

Increase the number of female staff applying for and gaining promotion. 
 

100% of eligible female academics have been promoted in the period following submission. 

  

3.4 
** 
 
 
 
 
 
 

Annual promotions 
and career 
development 
workshops. 

College HRBP 
 

A: January 
2015 
B: Annually 
 
 
 
 
 

Increase the number of female staff applying for and gaining promotion and developing clear career 
plans. 
 
2014/15: Biosciences Promotion Workshop held 23-06-2015: 8 female, 5 male. 6 panellists, including 1 Lecturer 
to Senior Lecturer (female), 2 Senior Lecturers to Associate Professors (males), the outgoing Head of 
Department (male), the HRBP (female) and the Dean of College (male). 4 females and 3 males completed 
feedback forms: 3 E&S, 3 E&R, 1 Research. Our feedback forms results indicated an increased understanding 
of: 

- the process involved in going for promotion (4.8 to 6),  
- where to find information about the promotions process online (5.1 to 6.5),  
- who to approach for advice (4.7 to 5.8) 
- confidence in applying for promotion (4 to 4.3) 
- understanding of pathway’s promotion process (4.4 to 5.1) 

 
2015/16: Cross-College Promotions Briefings were hosted by Dean of College and HRBP on the new Exeter 
Academic promotions criteria. All staff were invited. Two males attended. No feedback available. 
 
2016/17: Following low turn-out to the Cross-College format in 2015/16, Biosciences promotion workshops are 
planned for 2016/17. Cross College E&S specific workshops are planned with CEMPs, due to low staff numbers 
in these pathways. 

3.5 Information 

sessions on the 

Educational 

Enhancement Unit 

A: April 2013 

B: Embedded 

Increased number of staff with Higher Education Academy Fellowship status to enhance career 

prospects. 



 

 
130 

options for 

supported teaching 

qualifications to 

promote (Learning 

and teaching) 

qualifications. 

 

Staff engaging with HEA courses.  

 

  

3.6 Provision of Women 

Only training 

(Springboard, 

Aurora and Sprint). 

HR Services; 

Researcher 

Development 

Team  

A: 

Commenced 

2010  

B: Review 

annually 

Increase the number of Biosciences students and staff attending these programmes.  

Since its launched in 2014/15, 17 Biosciences students have participated. 2014/15 feedback from the course 

indicated: 

95% of students agreed that ‘[Sprint] will help me deal better with the pressure and stress of academic life’ 

10 Biosciences staff (7 academic, 3 PS), have undertaken Aurora since 2013/14. 

 

No Biosciences academics have undertaken Springboard training, although this has been promoted to staff. 

3.7 Exit questionnaires 

implemented and 

promoted to every 

leaver. 

College HRBP; HR 

Services 

A: Reviewed 

questionnaire 

and procedure 

were 

implemented 

in January 

2014. 

B: Embedded  

Increased uptake of exit questionnaire. Analysis of data for gender related issues impacting on 

retention of female talent. 

 
Exit questionnaires established. Continued low uptake at a Departmental level has meant data could not be 
made available to Biosciences EDI due to data protection reasons. New central data collection mechanisms 
established and included in data packs in 2016.  
 
 
 
 

3.8 
** 

Ensure that 
Academic Leads 
and Appraisers are 
knowledgeable in 
the promotion 
criteria for the three 
career paths to 
advise staff at 
appraisals. 

Academic Leads; 

Appraisers 

A: January 

2013 

B: Embedded 

Increase the number of female career plans and applications for promotion. Increased promotion rates 

of female staff. 

 

Changed to the promotion criteria for The Exeter Academic. PDR reviewer training reviewed to include a greater 

emphasis on mentoring and coaching in May 2015. 
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3.9 
** 

Establish and 

promote Early 

Career Network 

(ECRN). 

BASWG; ECR 

coordinator 

A: September 

2012 

B: Reviewed 

annually 

Have an active peer support network. Analyse feedback from ECRs and implement actions addressing 

any problems raised. 

 

Following our ECR focus group,£4000 was been allocated to the ECRN in November 2015, and reallocated 

annually, with a new Director of Postdoctoral Researchers supporting the Researchers’ grassroots organisation 

of the activities, and organises post-event mentoring lunches with the speakers and up to eight Researchers 

who apply  to participate in these. This support has increased the frequency of meetings from 2 in 2014/15 to 

10 in 2015/16. 3 events have taken place so far in 2016/17., with more planned. Since Bronze, the ECRN has 

hosted 15 events within core hours. Attendance varies but regularly exceeds 20+ with positive feedback. Events 

have included a focus on grant writing, transitions from research into industry and academia, and equality and 

diversity.  

3.10 Annual 

Postgraduate 

Research 

Showcase to 

provide students an 

opportunity to 

promote their 

research (and 

annual Biosciences 

Application). 

Director of PGR A: April 2013 

B: Each April 

(2014-2017) 

Network and showcase opportunity to build student confidence. 

 

PGR research showcase held annually with positive reviews and two female Biosciences winners to date: 

 

Winner 2016 Best poster - science, technology, engineering, mathematics and medicine (STEMM) 

Postgraduate: Kirsten Thompson - Poster: Secrets of the dead: Examining genetic kinship in Gray's beaked 

whale  

 

Winner 2015 Best poster - Science, Technology, Engineering, Mathematics and Medicine (STEMM) 

Winner: Carole Lee, College of Life and Environmental Sciences 

Poster: Can environmental enrichment improve the welfare of laboratory zebrafish? 

4.1 
** 

Encourage female 
applicants at all 
career stages via 
updating job adverts 
include reference to 
Charter activities 
and information on 
staff benefits, parent 
and carer 

HR Services A: January 
2013 

B: Embedded 

In Biosciences, 44 academic positions have been recruited through the online system since 2012/13: 10 were 

open-ended E&R or E&S positions (grades F-Professorial), and 34 were Fixed Term Research positions 

(grades E-G). 32% of applicants for the academic positions were female, with a higher proportion of female 

applicants for the E&S positions (51%) than for E&R (25%) and Research (32%) roles. Silver actions created.  
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information, and 
flexible working. 
 

Monitoring of e-

applicants for 

increases in female 

applications and 

address any areas 

where this is not 

happening. 

4.2 Monitor proportion 

of female 

appointments 

compared to 

applications  to 

ensuring that the 

criteria for selecting 

applicants for 

vacant posts is 

consistent, fair and 

adheres to Equality 

Policies. 

HR Services; 

recruiting academic 

line managers 

A: June 2011 

B: Embedded 

 Overall, the data suggest that female applicants had similar chances of being shortlisted (17%: 45 shortlisted 
out of 271) as male applicants (15%). The chances of shortlisted females being appointed (29%) were 
somewhat lower than the equivalent chances for shortlisted males (37%), meaning that the overall chances of 
female applicants being appointed (4.8%: 13 out of 271 applicants) were slightly lower than those for males 
(5.4%). We are creating future silver actions to address this. 
 

  

4.3 Ensuring that all 

those participating 

in recruitment 

panels have 

received E&D and 

R&S training to 

ensure no 

unintentional bias in 

appointments.  

Recruiting 

Managers; HoD 

A: April 2013 

B: Annually 

April 2013-

2017 

Recruitment and selection training:  From 2015/16 R&S training only became mandatory for managers who sat 

on recruitment panels, rather than all staff 

October 2014: 15% complete (all staff) 

October 2015: 40% complete (managers) 
October 2016: 77% complete (managers) 
April 2017: 65% complete (managers) (new starters and promotions contribution to reduction). 
 
From 2014, we have increased the number of staff who have undertaken recruitment and selection training 
from 19 to 43.      
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Equality and Diversity training completion: 
October 2014: 68% 
October 2015: 85% 
October 2016: 92% 
April 2017: 91%  
  

4.4 Arrange feedback 

sessions for 

unsuccessful 

internal 

interviewees 

following job 

applications. 

Chair of interview 

panels 

A: April 2012 

B: Annually 

April 2013-

2017 

Support for unsuccessful applicants to strengthen future applications. 

 

Instructions included in recruitment and selection training to aid implementation.  

4.5 Gender inclusion on 

all interview panels. 

Recruiting 

manager 

A: January 

2013 

B: Review 

January 2014- 

2017 

Visible gender inclusive culture. 100% gender mixed panels by 2015. 

 

Panel membership >30% female since Bronze. 

5.1 Formal annual 

appraisal for all 

staff. 

College Dean; 

HoD; BSG 

A: April 2002 

B: Reviewed 

in 2004, 2010 

and 2012 

Increase in uptake of annual appraisals to 100% by 2017 (from 66%, 2012/13) to ensure all staff have 

measured feedback on their performance and recognition of success. 

 

Biosciences PDR completion rates since 2012/13 have been between 40% and 70% for male and female E&S 
and E&R staff, and between 30% and 65% among Research-only staff (Fig. 5.3.2). The October 2016 Employee 
Engagement survey suggests that a greater proportion of staff has held PDR review meetings than has 
submitted PDR returns to CLES, because 100% of E&R staff, and 70% of Research-only staff (72% of female 
R-only) stated they had held a PDR or Probation meeting in the past 12 months (data not available for E&S 
staff because of fewer than 10 submissions). In the engagement survey, 64% of staff had found their last PDR 
meeting useful. 

5.2 100% of appraisers 

to have received 

training prior to 

carrying out an 

CLES PVC 

 

 

A: January 

2015 

B: April 2014 

 

Small-group training is provided to PDR reviewers by People Development, and data showed that 17 

Biosciences academics had completed PDR training in April 2017 (54% if managers). We will continue to 

encourage uptake of this training.  
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appraisal to 

increase the quality 

of appraisals and 

ensure consistent 

support in place. 

 

  

5.3 Undertake the 

researcher survey 

for the HR 

Excellence in 

Research Award to 

assess career 

support needs and 

allocate strategy 

resources to meet 

these. 

HR Services; Vice 

Dean of Research 

A: May 2013 

(biannual 

survey) 

B: [2015 

missed due to 

University 

decision], 

2017 planned. 

HR Excellence in Research Award renewed in 2015 based on results. 

5.4 Providing financial 
support for staffs 
career 
development.  

HoD A: April 2013 

B: April 2014-

17 

Staff receive the support they need.  

 

£6000 allocated to participants in Aurora Training Programme. E&S Senior Lecturer Alison Hill allocated £1500 

from Departmental funds to attend Aurora in 2016.  Positive feedback on impact of course received.  

£4000 allocated to the ECRN in 2016, for annual use to put on training and development events.  

5.5 Ensure that staff 

and students are 

aware of the training 

available to them to 

ensure staff and 

students engage in 

training. 

College 

Management 

Team; HoD; 

Academic Leads 

A: April 2012 

B: Embedded 

 

In the 2016 Employee Engagement survey, 51% of females and 53% of males agreed ‘There are sufficient 

opportunities to learn, develop and improve my skills in my current job (20%/23% neutral). To improve this, the 

central People and Academic development team are responding by updating their suite of training, and we will 

promote new courses to staff as they become available.  

5.6 Monitoring of 

completed appraisal 

CLES PVC  A: April 2013 Identify any common themes for actioning. Increase numbers of applications for promotion from female 
staff. 
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forms by the 

College Dean. 

B: Annually 

April 2014-

2017. 

Biosciences PDR completion rates since 2012/13 have been between 40% and 70% for male and female E&S 
and E&R staff, and between 30% and 65% among Research-only staff (Fig. 5.3.2). The October 2016 Employee 
Engagement survey suggests that a greater proportion of staff has held PDR review meetings than has 
submitted PDR returns to CLES, because 100% of E&R staff, and 70% of Research-only staff (72% of female 
R-only) stated they had held a PDR or Probation meeting in the past 12 months (data not available for E&S 
staff because of fewer than 10 submissions). In the engagement survey, 64% of staff had found their last PDR 
meeting useful. 
 

5.7 

** 
 

Investigate views of 

staff (ECRs) on 

format of ECRN. 

ECR Co-ordinator; 

BASWG 

A: December 

2012 

B: Review 

format of 

network 

annually 

(2014-2017) 

Continued engagement of female staff and students with events.  

 

Focus group help in November 2015, engaging 15 ECRs (mixed gender). The format of the ECRN was 

positively reviewed and its programmes found beneficial, but participants identified administrative and financial 

barriers to its ongoing support.  

5.8 Ensure that female 

career progression 

examples are 

provided at the 

Biosciences 

Careers Events 

Employability 

officer 

A: April 2012 

B: Embedded 

Positive role models for others in earlier stages of careers to aspire to. 

 

All employability events have included a gender mixed speaker line up.   

5.9 Promote 

Researcher 

Development 

Programme. 

HoD; BASWG; 

ECRN co-ordinator 

A: April 2013 

B: Embedded 

Ensure continued participation from female ECRS and PhD students. 

 

The December 2016 coffee meeting focused on ECR training, including an introductory discussion led by the 

incoming chair of the ECRN, Dr Helen Fones, emphasising the opportunities and benefits of the ECRN. The 

session also featured a presentation given by Chris Woods from Researcher Development on the principles of 

the Concordat for Researcher Training and Development, and the associated rights and responsibilities of both 

researchers and their supervisors. The session was attended by 18 PIs (17 male, 1 female) and 18 ECRs (5 

male, 13 female), and one immediate outcome was the decision by the departmental Director of Research and 

Research Committee to incorporate at least one ECR to ensure that researcher training is embedded in the 
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department’s research activities (Cosima Porteus from the EDI committee was invited to join the expanded 

Research and Impact Committee in February 2017) (BA5.9). 

 

High engagement with and awareness of Researcher Development Training programmes. 

6.1 
** 

Adopt a core hour’s 

policy for meetings. 

CLES PVC; 

College Manager; 

Biosciences 

Strategy Group 

A: November 

2012 

B: Embedded 

Staff with parent and caring responsibilities are engaged and attend meetings. Positive impact on work-

life balance recorded through Employee Engagement Survey.  

 

All core departmental meetings and seminar series take place within core hours since their implementation, 

with positive reviews from staff with parent and carer responsibilities. Positive feedback from parents and carers 

on impact of core hours.  

6.2 Publicise the 

Protection of Dignity 

at Work and Study 

Policy and the 

Reporting Incidents 

of Discrimination 

Procedure. 

College HRBP; 

Assistant College 

Manager (External 

Relations, 

Internationalisation

, Communication 

and Alumni) 

A:  

Embedded 

B: April 2013 

Staff and students have a clear and transparent route to report any concerns which will be acted upon. 

 

Inclusivity Manager invited to give a presentation to Biosciences’ all staff meeting in October 2017 on the 

University’s new inclusivity toolkit, highlighting the dignity at work and study policy. This online toolkit was then 

linked to our Biosciences Athena SWAN webpages.  

6.3 
** 

Ensure that Charter 

updates are 

communicated to all 

staff and there are 

ongoing 

opportunities for all 

staff to contribute 

feedback and ideas. 

BASWG; HoD; 

BASWG Chair 

A: September 

2012 

B: Embedded 

Continued engagement with Charter principles 
 
 
Bio Core Data Presentation – 10/09/2014 
Academic Staff Meeting – 11/12/2014 
Athena SWAN HoD Briefing – 21/07/2015 
Bio All Staff meeting – 10/02/2016 (New principles presented to the department in February 2016) 
Inclusivity and Teaching Presentation at staff pre-term meeting -12/09/2016, included reason for name change 
to BIO-EDI 
Equality, Diversity and Inclusivity ECRN Presentation – 23/11/2016, included impact of June 2015 focus groups. 
Bio All Staff meeting – 01/03/2017.  
 
Academic or all staff meetings – 50+ attendees. Raised questions at the Biosciences and CLES Inclusivity 
meetings in response to questions in these meetings.  
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6.4 Report to and from 

the CLES ASWG 

and UASWG on 

actions undertaken 

by BASWG. 

BASWG Chair; 

HoD 

A: August 

2012  

B: Monthly 

reports to 

College and 

University 

ASWG 

Sharing of best practice between Departments to learn from others.  
 
There has been a representative from Biosciences on 100% of CLES and University Inclusivity Groups  
 
With the changes in structure, a PS representative who attends Biosciences meetings regularly, also sits 
 On both university race, gender, and inclusivity committees.  

6.5 
** 

Maintain 

Biosciences’ 

Charter webpages 

with relevant 

upcoming events 

and information. 

CLES Web 

Marketing Officer; 

BASWG Chair  

A: Sept 2013 

B: Embedded 

Promote events and the Charter principles and role models to maintain staff and student engagement. 
 
Since Bronze, our Biosciences AS Webpages Have been updated to promote the inclusivity toolkit, soapbox 
science, unconscious bias workshops and One Step Beyond Research and Academic staff mentoring scheme. 
 
To date, they have been viewed over [insert number of page views] times. 

6.6 Promote the use of 
the RKT 
Researcher Toolkit. 

Research and 
Knowledge 
Transfer 

A: December 
2012 
B: Embedded 

Increase in number of female applicants for internal and external funding opportunities, and in 
particular for ECRs.  
 
See section 5.4.5 

6.7 

** 

Informal and formal 
staff and PGR 
networking 
opportunities 
provided to facilitate 
two way 
communications. 

HoD; BASWG A: 
December 
2012 
B: Embedded 
 

Engagement of female staff with activities in the Department through social events and informal 

meetings. 

 

First PGR welcome event in August 2015.  
Post-ECRN workshop networking lunches hosted since June 2016, and attended monthly by 4-8 ECRs and 

PGRs to provide intimate networking opportunities.  

7.1 Increase awareness 

of University 

maternity, paternity, 

adoption and 

parental leave 

policies. 

HR Services  A: August 

2012 

B:  Embedded 

Increased provision for staff particularly ECRs. 
 
Links to maternity, paternity, adoption and parental leave policies have been highlighted on our Departmental 
Athena SWAN support web pages since 2012. A new maternity/paternity leave guidance page was developed 
and hosted on the Biosciences ECRN page since June 2015.  
 
The University reviewed and developed its policy for the support of all students taking periods of leave in 
February 2017, and this has been promoted to and cascaded by our Director of Education.  
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7.2 Confidential 

maternity/adoption 

meetings to explain 

maternity/adoption 

leave policies, 

discuss support 

prior to and on 

return from leave 

and use of Keeping 

in Touch Days;  

Salary sacrifice 

scheme for child 

care vouchers 

enabling 

parents/careers to 

save tax and NI 

contributions. 

Promoted to staff 

when they enquire 

about 

maternity/paternity 

leave. 

College HRBP; 

CLES PVC 

A: February 

2002 

B: Embedded 

Level of support, satisfaction and confidence for staff that had maternity/adoption leave monitored 
through the Biosciences maternity/paternity/carer survey. 
 
All maternity and adoption leavers are offered meetings. A rise in satisfaction with the support staff have before 
going on leave has been recorded through feedback to the Biosciences Athena SWAN committee, and in the 
maternity returner interview Rob Wilson conducted in 2016.  

7.3 Confidential 

Occupational Health 

Support. 

Occupational 

Health Team 

A: February 

2012 

B: Review 

scheduled 

July 2013 

Ensure there is early support for any required adjustments to workload for pregnant staff. 

 

All pregnant staff undertake a risk assessment with their manager shortly after notifying the University. This is 

followed up three months later, and adjustments made to ensure a comfortable and safe working environment 

for pregnant staff, in particular those working in labs (see case study 2. 

7.4 Review of car 
parking. Designated 
car share spaces 
have been 

Campus Services A: November 

2012 

B: Embedded 

Monitor feedback from staff. Support staff with childcare responsibilities to access parking. 
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implemented across 
the Campus.  

University review of car parking resulted in some car parking spaces becoming reserved for those staff who 

arrive after 9.30am due to school runs. Extensive provision is made to support staff in accessing public transport 

or cycle as an alternative to ease ongoing congestion. 

7.5 Online maternity 

leave and pay 

calculator. Staff who 

are pregnant or 

planning pregnancy 

can calculate their 

leave and 

associated pay. 

HR Services A: Embedded 

B: April 2009 

Easily accessible support for staff when planning pregnancies or during early pregnancy in a 

confidential manner.  

 

Calculator available for all staff to access. 

7.6 Review Nursery 

Provision. 

Campus Services A: August 

2013 

B: December 

2014 

Enhanced and increased nursery provision for staff and students.  

 

Nursery provision review resulted in a new nursery being developed and opened on the Penryn campus in 

2015. Progress is being made to develop and/build a larger capacity centre on the Streatham campus.  

7.7 Review of adoption 

and maternity pay. 

HR Services; 

University ASWG 

A:  
September 
2013 
B: Completed 
January 2014 

Enhanced provision implemented.  
 
Positively impacting on ECRs as qualifying period reduced to 0 weeks.  

7.8 Provide appropriate 
cover for female 
academic staff on 
maternity and/or 
adoption leave.   

HoD; CLES PVC; 
College Manager 

A: November 
2012 
B: Embedded 

Assess satisfaction with leave and return to work both as measured in the Biosciences 
maternity/paternity/carer survey. 
 
Positive feedback on implementation of cover received (see quote X, section 5.5). 

7.9 
 

Establishment of 

new 2 week period 

of paternity leave on 

full funding. 

HR Director  A: December 

2013 

B: January 

2014 

Uptake and satisfaction monitored. 

 

Since establishing paid paternity leave, 6 members of staff have taken paternity leave. 

 

From 2011/12 to 2016/17, 12 male staff took paternity/parental/adoption leave, and all returned. In 2014, our 
survey found that only 1 (20%) of 5 males who had taken paternity leave were “happy with the arrangements 
of their paternity/adoption leave”, and only 2 (40%) “Found the Discipline and College to be supportive before, 
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during and after Leave”. Since these results, the visibility of paternity and shared parental leave on the Parents 
and Carers website has been increased, all forms of leave are explicitly included in the CLES management 
guidelines. (Bronze AP1.6). 

7.10 
 

New Parents and 
Carer network 
established.  
This is a voluntary 

buddy-up system 

whereby staff and 

students who share 

similar caring 

responsibilities can 

meet up for informal 

mentoring and 

support. 

Assistant Director 

(HR) 

A: February 

2014 

B: Review 

September 

2014 

Uptake by female staff and students. Improved confidence, time and career management skills. 

 

Over 149 members of staff across the University have engaged in the parents and carers network, including 

members of Biosciences.  

 

. 

7.11 
** 

New Parent and 

Carer Guidelines 

implemented within 

Biosciences 

HRBP; College 

Manager; CLES 

PVC; BASWG 

A: January 

2015 

B: Review 

after pilot ends 

in January 

2016 

Published guidelines for managers to support those taking leave, with defined support mechanisms. 
 
Dr Rob Wilson conducted an interview with one Biosciences returner from maternity leave in November 2015, 
which was combined with a further 10 interviews across CLES to revise the CLES management guidelines in 
January 2016. Following these revisions, the guidelines were approved by the College Executive Group in 
February 2016. 

8.1 
** 

Allocate workload 
time to outreach 
activities and Invest 
in additional 
administrative 
support for 
Outreach activities. 

BSG; HoD A: 2013 
B: Complete 

Expand the engagement of females and recruitment of female students into UG and PG courses. 
 
200 workloaded house allocated to our academic widening participation coordinator a year. 

8.2 Alumni 
engagement.
  

Development and 
Alumni Team 

A: September 
2013 
B: Embedded 

Alternative role models for staff and students. 
 
All employability events have featured gender mixed panellists.  
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8.3 
** 

Gender balance in 
providers of 
outreach activities. 

Outreach 
coordinator; 
BSG 

A: October 
2012 
B: Embedded 

Inspire the next generation of female scientists which will be assessed from our admissions data. 
 
Engagement in Soapbox Science x 2. Gender mix in all major outreach activates recorded (see section 5.6.8) 

8.4 
** 

Ensure that there is 
a positive female 
presence at 
Bioscience Open 
Days. 

Biosciences 
teaching committee 

A: October 
2012 
B: June-Sept, 
2014-2017  

Promote female role models to prospective female students. Increase the proportion of female students 
at both UG and PG levels. 
 
No and % change in females since  – 2011/12 (first working group August 2012) 
UG: 263 to 438 (58% to 63%) 
PGT: 17.5 to 8.5 (50% to 71%) 
PGR: 45 to 73 (51% to 57%) 

8.5 
** 

Develop promotion 
materials and 
resources to 
encourage female 
PGT applications. 

Professor Sarah 
Gurr 

A: Sept 2014 
B: Sept 2015 

Increase female intake on PGT course. 
 
Although female PGT applications have decreased from 49 to 39% (2012/13 – 2016/17), female ‘firm accepts’ 
have increased from 47% to 77%, 

8.6 
** 

Ensure female 
achievements are 
recognised in 
nominations for 
national, 
international and 
University awards. 

Director of 

Education; Director 

of Research; HoD; 

BASWG 

A: Sept 2014  

B: Embedded 

Increase in female nominations for national, international and University awards. 
 
Female achievements are now regularly highlights in all staff monthly newsletters. 
 
Devon Venus Award nomination and champion: Dr Olivia Champion – October 2013. 

Dr Ceri Lewis - WISE Hero Award (Leading to her shortlisting) – August 2014 

Dr Sara Burton – WISE Advisor Award – August 2014 

Professor Jenny Littlechild – WISE Lifetime Achievement Award. – August 2014 

2015/16 Promoted WISE and Devon Venus award nominations opportunity – no take up 

 
2014: 31 Women – Internet Portrait Gallery featuring 31 inspirational women from the University. There were 7 

nominees from Biosciences, and four winners: Ceri Lewis (Lecturer in Marine Biology), Eduarda Santos 

(Lecturer and Chair of AS), Professor Jennifer Littlechild, and Bryony Williams – a Research Fellow. Linda Peka 

(CLES College Registrar – professional services), was also a successful nominee. 

 

The successful nominees were featured individually with profiles being shown on the University front web page 
as banners. 
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8.7 

** 

Participate in 

University events 

such as Big Bang 

South West and 

International 

Women’s Day. 

BASWG; Outreach 

Coordinator 

A: March 2012 

B: Annually: 

March-May 

and when 

events occur 

Promote careers in science to others.  

Researcher in Focus blog piece: Dr Sarah Gurr – April 2013 

Researcher in Focus blog piece: Dr Ceri Lewis – November 2013 

June 2015 – Soapbox Science participating – Researcher Dr Erin Reardon 

June 2016 – Soapbox Science participation – Researcher Dr Olivia Champion. Dr Champion was featured in 

Exeter’s Soapbox Science video (450+ hits since its inception in August 2016), and featured on Exeter’s 

‘Researcher in focus’ blog pages.  

July 2017 – Dr Cosima Porteus 

Dr Alison Hill – participating in a transatlantic conference on women in science 

9.1 Share and learn 

from best practice 

on the Charter 

related work across 

the University.   

BASWG Chair, 

HoD 

A; August 

2012 

B: Monthly 

reports to 

College and 

University 

ASWG 

Exchange of best practice across Departments and Colleges. 

 

Shared Kat Matfield’s gender decoder 

Shared the establishment of an Unconscious Bias Observer on shortlisting panels 

Shared guidelines for the arrangement of research staff time.  

[remove as duplication of action 6.12] 

9.2 Support other UoE 

Departments in 

preparing their 

submissions. 

Share application 

and action plan at 

submission point.  

Share outcome and 

feedback when 

received.  

Integrate the 

generic themes into 

the University’s 

BASWG Chair, 

CLES ASWG 

members,  

A: April 2013 

B: Monthly 

2014-2017 

CLES AS leads meet monthly in the CLES Inclusivity meetings. 46+ meetings since its inception in October 

2012 (April and August meetings are usually cancelled as this month aligns to school holidays). 

 

November 2014 Biosciences application and feedback circulated 

April 2015 Geography application and feedback circulated  

November 2015 Psychology submission and feedback circulated 

April 2016 Maths and Computer Science submission and feedback circulated 

November 2016 Geography submission and feedback circulated 

 

All CLES Discipline applications have been successful to date, with experience indicating their progress has 

been greatly assisted by sharing best practice and feedback during meetings. 
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Equality and 

Diversity plans. 

Provide feedback 

on applications from 

other departments. 

9.3 Female Role 

Models from the 

Department at 

College level. 

Assistant College 

Manager, (External 

Relations, 

Internationalisation

, Communication 

and Alumni) 

A: September 

2012 

B: Embedded 

Highlight the work of female academic staff to reflect the wealth of female role models.  

 

New HoD Professor Sarah Gurr has sat on the College Level committees since 2015, increasing proportion of 

female academic staff on the college executive group from 11% to 22%  

9.4 

** 

Promote the 

membership of the 

BASWG to widen 

engagement routes 

with staff and 

students. 

BASWG Chair A: September 

2012 

B: Biannually: 

July and 

January 2014-

2017 

Promote engagement with the BASWG of a wide range of staff and students. 

To date, 58 individuals, (63% women) have been members of Biosciences Athena SWAN/EDI committee. 

Members have spanned all job families and grades, study levels, and included and included both part and full 

time staff.  

9.5 Athena SWAN 

events.  

Marketing Teams, 

Assistant Director 

HR, College 

Alumni, Athena 

SWAN Project 

Officer 

A: 30th 

January 2013 

B: December 

2014, then 

annually to 

2018 

Communicate the Charter principles, network and gain feedback from staff and students 

Our Chair has been an active representative of the committee, learning and sharing best practice at local and 

national events, and encouraging engaging in local Athena SWAN related events including: 

- All GW4 Athena SWAN events to dates, sharing best practice following these (see 9.1) (x 2015, x 2016, x 
2017).  
- National biosciences AS event in London (X 2016) 
- University of Exeter’s ECU led ‘going for silver’ AS event (November 2016). 
- One Unconscious Bias Workshop (June 2016) 
- The One Step Beyond Mentoring Scheme Launch (April 2016)  

- An ECRN Athena SWAN workshop and feedback session (June 2016) 


