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Gender equality charter mark 
Department analysis and action template  

Analysis and action relating to academic staff only is required for the completion of this 
template 

Contact information 

Name Dr Joanna (Jo) M Setchell 

Job title Reader 

Email joanna.setchell@durham.ac.uk 

Phone number 0191 334 1633 

Level of award applied for: Silver 

All data in the data template should be given for the past three years. Where data is 
unavailable, please provide explanations in the suitable section of this submission. 

List of acronyms (not included in word count) 

APL – Additional Paternity Leave  
ASR – Annual Staff Review (details in Section D4) 
BoS – Board of Studies (details in Section B1) 
DEAG – Diversity and Equality Advisory Group (University-wide) 
GEM – Gender Equality Mark 
HoD – Head of Department (details in Section B1) 
HR – Human Resources 
PRP – Personal Research Plan 
PGCAP – Postgraduate Certificate in Academic Practice 
REF – Research Excellence Framework 
SAT – Self-Assessment Team 
UKRC – UK Resource Centre for Women in Science, Engineering and Technology 
WLM – Work Load Model (details in Section G) 
 
We use the UCEA/XpertHR framework throughout, but where relevant we translate these 
codes to staff titles based on 
http://www.hesa.ac.uk/component/option,com_studrec/task,show_file/Itemid,233/mnl,12
025/href,Combinedlevels.html  
 

Approximate word count 

8600, not including letter of endorsement, action plan, graphs and tables presenting 
quantitative data including table headings and captions, biographies of self-assessment 
team members, and list of acronyms. 

http://www.hesa.ac.uk/component/option,com_studrec/task,show_file/Itemid,233/mnl,12025/href,Combinedlevels.html
http://www.hesa.ac.uk/component/option,com_studrec/task,show_file/Itemid,233/mnl,12025/href,Combinedlevels.html
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Provide a summary of your department, including the information requested below and 
any other contextual information that you feel is relevant to your submission.  

Summary should include: 

= brief details of the number of staff and students 

= location details, particularly if split over a number of buildings or sites, and comment on 
how this affects staff 

= size of the department in relation to other arts, humanities and social science 
departments in the institution  

= how research groups are organised 

= ratios of men and women in on departmental senior management team 

In 2012/13 Durham Anthropology comprised 68 members of staff, including 32 permanent 
academic staff, 8 teaching and 15 research staff on fixed-term contracts, and 11 
administrative and technical support staff. The student body of 424 full time equivalents 
comprised 320 undergraduates, 47 postgraduate taught students and 56 postgraduate 
research students. We teach six single-honours undergraduate and seven taught post-
graduate degrees and contribute to several joint honours programmes.  

The Department is spread over two campuses, Durham City and Queen’s Campus, within a 
collegiate university. Each member of academic staff has an individual office on one campus 
and access to a shared hot-desk office at the other site. There is a free inter-campus bus 
service for staff and students. In academic year 2014/15 we will consolidate our teaching in 
Durham City, following several years of cross-campus harmonisation.  

We are one of the largest integrated anthropology departments in the UK and have worked 
hard to integrate a breadth of sub-disciplines. We are a medium size department within the 
Arts, Humanities and Social Sciences at Durham (16 departments and schools, median 32, 
range 15-87 permanent academic staff). 

We are a hybrid department, spanning the natural and social sciences. Our research is 
clustered in three areas: social anthropology, evolutionary anthropology, and the 
anthropology of health. These research clusters are fluid, with many members of staff 
participating in more than one.  

In 2012/13 our senior management team was made up of three women and two men. From 
August 2013 we have a female Head of Department for the first time since the early 1970s. 
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A To address gender inequalities, commitment and action 
at all levels of the institution is required 

Senior management support 

Silver and gold 

Please see attached letter with evidence of actions taken by the Head of Department to 
support/promote the gender equality charter mark.  

 

Case studies 

 

Dr Kate Hampshire, Reader, not a SAT member. 

“I joined the Anthropology Department in Durham in 1998 as a lecturer. 16 years later, I’m 
still here, now as a Reader and a mother of three children. It has not always been easy to 
combine parenthood with a fulfilling academic career because, as most academics will 
know, the job is not one that can easily be confined into a straightforward and predictable 
work pattern. However, I’m happy that I have been able to balance the various demands on 
me, and keep developing my teaching and research in exciting (for me) new directions. This 
has been facilitated both by flexible working policies at Durham and, perhaps even more so, 
by the collegiality and support of my work-mates. Between 2002 and 2011, I had three 
periods of maternity leave, followed in each case by a part-time return to work (40-80%). 
When my youngest child started school, I decided to resume full-time work, but was able to 
negotiate a flexible working arrangement that allows me to finish work early two days a 
week so that I can collect my children from school. Luckily for me, my husband has also 
been able to work part-time and flexibly so that things are manageable between us. It can 
still be a struggle sometimes, and there are simply not enough hours in the day to manage 
everything (in work and at home) as well as I would like, but I’m grateful for the support I’ve 
had both at home and at work, and for the legislation that now makes flexible and part-time 
working more socially acceptable and straightforward to negotiate, which have enabled me 
to have a fulfilling career and home life.” 

 

Dr Esther Clarke, Post-Doctoral Fellow, SAT member. 

“I joined Durham Anthropology as a post-doctoral researcher just last year when I had 
already had three young children. However, when I applied for the job I only had two! I 
became pregnant with my third during the job-consideration phase and was both delighted 
and overwhelmed when I was offered the job and found out I was pregnant at the same 
time! Durham was fantastically supportive and very quick to agree to a delayed start. I was 
also living in the USA at the time and the idea of packing up the family and moving to the UK 
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was daunting enough without having to think of doing that with a newborn! In the end I was 
able to start my position when my third child was 1 year old. This made the transition much 
easier for all of us, and it also meant that my other two children, then 4 and 6 years old, 
were very well prepared for the trip. 

Before coming to Durham, I had taken a 3 year career-break to raise my children and was 
more than a little afraid of getting back into academic research. My choice to come to 
Durham was heavily biased by the high proportion of female role models in the 
Anthropology department and the excitement at having found a female mentor there with 
interests allied to my own.  

Durham has been everything I had hoped it would be. I feel supported and valued in my role 
and, even better, I feel comfortable being a parent and an academic. My role as a Junior 
Research Fellow gives me the academic freedom I need to pursue my research goals, and 
my department gives me the flexibility to be able to maintain a happy home life. My Head of 
Department has children herself and I know that I can talk to her freely if and when I need 
to about any problems that come up with my work/life balance. I was offered other jobs, 
but none of them could give me the flexibility and understanding that I have found here. I 
feel as though I can truly have the best of both worlds, and it is achieving and maintaining 
this balance that encouraged me to return to (and encourages me to remain in) academia 
for the rest of my career.” 
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Ongoing commitment 

1. Describe the self-assessment process including information on members of the self-
assessment team. 

We began exploring gender equality in 2013 as a result of expressions of interest from 
several members of staff. Our department plans for 2013 and 2014 included promoting 
gender equality. In August 2013, we created a new role of equality champion (currently Dr 
Jo Setchell), tasked with developing a more formal gender equality initiative. We applied to 
participate in the GEM trial and Dr Setchell took responsibility for coordinating GEM activity 
when our application was successful.  

In October 2013, Dr Setchell asked the department for volunteers to join the Self-
Assessment Team (SAT). More people volunteered than we needed, reflecting a 
department-wide interest in issues of equality. We assembled a SAT based on the members’ 
varied experience, including balancing home responsibilities and work, dual career families, 
single and child-free people, recent experience of recruitment and promotion processes, 
different stages of the career ladder, and departmental and university management 
responsibilities. 

SAT biographies (not included in word count)  

 Professor Helen Ball, Head of Department. Appointed as Lecturer 1993, promoted to 
Senior Lecturer 2002 and Professor 2007. Dual-career family with two children. 
Experience of maternity leave at Durham. Parent representative on University 
Nursery Management Committee 1997-2000. Served on many appointment 
committees from administrative staff to Pro-Vice Chancellors. Chaired the University 
Diversity and Equality Advisory Group (DEAG) 2007-2010. Served as DEAG and 
Faculty representative on University’s Bronze Athena Swan application 2012. 
Member of Senior Academic Women’s Group. 

 Dr Trudi Buck. Appointed as Teaching Fellow on a fixed-term contract in 2007. Trudi 
did her MSc (2001) and PhD (2007) in the department. From a single income family. 
Teaching interests include representations of women in palaeoanthropological 
literature and popular culture.  

 Professor Michael Carrithers, appointed as lecturer 1982, promoted to Senior 
Lecturer 1986, Reader 1988 and Professor 1992. Dual-career family with two 
children. Currently part-time and a full-time carer for his seriously ill son. 

 Dr Esther Clarke. Appointed as a Post-Doctoral Research Fellow 2013. Married with 
three young children in a single income family. This position marks her return to an 
academic career after a 3 year child-rearing career break. Founding member of 
Mums and Mums-to-be Support Network. 

 Dr Yulia Egorova. Appointed as Lecturer in 2007, promoted to Senior Lecturer 2011. 
Dual-career family with two children. Recent experience of maternity leave in 
Durham.  
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 Mr John Forster. Finance Administrator. Appointed in June 2010, having worked 
previously in the University Finance office. Married with 2 children. 

 Dr Jeremy Kendal. Department Work Load Model administrator. Member of 
University Senate. Joined the department as a Post-Doctoral Research Fellow in July 
2007, then as Lecturer in July 2012. Dual-career family (his wife was appointed as a 
Lecturer in the department at the same time as Jeremy). Three children including 
one born March 2014. Jeremy is splitting parental leave with his wife, taking six 
months each.  

 Dr Jamie Lawson. Appointed as a Teaching Fellow on a fixed-term contract in 2009. 
Previously an undergraduate and MSc student in our department, graduating in 2000 
and 2003, respectively. Queer, cis-male identified and in a dual-career relationship. 
Equality, Diversity and Harassment officer from January 2014. Founding member of 
Durham's staff Lesbian Gay Bisexual and Trans* (LGBT) network. Currently involved 
in organising Durham Pride - the first event of its kind in Durham City.  

 Dr Tessa Pollard, Director of Post-Graduate Taught degrees. Appointed as Lecturer in 
1994, promoted to Senior Lecturer 2008. Dual-career family (her partner is also a 
Senior Lecturer in the department) with one child. Experience of maternity leave, 
part-time and flexible working within the department. Founding member of the 
Working Group on the Role and Status of Women in Durham University, which 
prompted the University to join Opportunity 2000 in 1997. 

 Dr Jo Setchell, Director of Research. Appointed as a Lecturer in 2007, promoted to 
Senior Lecturer 2010, and Reader 2013. Single and childless by circumstance. 

 Mrs Sarah Winship. Equality and Diversity Manager. Joined the University in 2008. 
Married with two children. One period of maternity leave while at the University, 
returning full-time. Has a flexible working arrangement in place, uses the University 
Nursery and University Holiday camps. 

The SAT consulted broadly with the entire department, both formally and informally, 
including a staff survey, focus groups and forums. Human Resources (HR), the Student 
Recruitment and Admissions Office and the Department Administrator were key sources of 
information.  

The SAT held meetings in October, November, January and March with additional subgroup 
meetings to consider specific issues. At the first meeting, the SAT discussed strategy and 
determined how we would go about data collection, including staff surveys and focus 
groups. We presented our strategy at Board of Studies (BoS) at the end of October 2013, 
where it was approved. The SAT considered initial data at a meeting in November and 
identified key issues for broader consultation and additional avenues of investigation. The 
SAT met again in January to consider the dataset and results of a staff survey and focus 
groups. Once agreed by the SAT, a draft of the application was sent to all members of the 
department for comments in March. We reported progress to BoS in January and 
subsequently held an open meeting for all staff to comment on the draft and discuss 
implications for our practice. We also sought feedback from the University GEM forum 
(which includes an HR representative, the Faculty lead for Equality and Diversity and the 
Dean for Equality and Diversity, who takes institution-level concerns to senior executive fora 
for discussion and action), DEAG and the Faculty of Social Sciences and Health. We discussed 
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the feedback and incorporated it into the draft submission. The SAT agreed the final 
submission.  
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B The absence of diversity at management and policy-
making levels has broad implications which the 
institution will examine 

Ratio of men and women in: 

Academic departmental senior management team (see table T3) 

 
 
Academic teaching and learning committee or equivalent (see table T4) 
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Research committee or equivalent (see table T5) 

 

1. How does line management work in the department? How are line managers chosen, 
do the roles rotate? 

The Head of Department (HoD) line-manages all academic staff, the Department 
Administrator, Financial Administrator, the Research Administrator, and the Department 
Technician. The Department Administrator line-manages 5 further administrators. Research 
staff are line-managed by their grant holders or sponsors.  

The HoD is a 3-year, rotating, internal appointment. The appointment process is governed 
by the Standing Orders of the University Senate and Council. A volunteer electoral officer 
announces the appointment process 12 months before the appointment and seeks 
nominations from all permanent academic and support staff. Nominees are invited to 
present their vision for the department to BoS, and interviewed by the Faculty Pro-Vice 
Chancellor. BoS formally nominates their chosen candidate to the University Executive 
Council. Senate is consulted and the candidate is appointed if Council approves. The process 
is rerun if approval is not obtained. There are no specific rules concerning seniority, 
although it would be unusual to appoint a Lecturer as HoD.   

The HoD chairs BoS, the key decision-making committee. Key sub-committees, which make 
recommendations to BoS, include the Research, Education and Postgraduate Committees. 
The senior management group comprises the Directors of Education, Postgraduates, 
Research, and Anthropology at Queens Campus, and meets informally once a week. 

Chairs of committees and other administrative role-holders are appointed by the HoD, in 
consultation with the senior management team, on the basis of career development, 
expertise, willingness, ability to serve in these roles, and shared vision with the HoD. Posts 
are normally appointed for 3-years. We use the Annual Staff Review (ASR, Section D4), to 
solicit expressions of interest in such appointments. 
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2. What is the department doing to address gender imbalance on committees? What 
success/progress has been made? 

We actively consider gender when making up committees that are a subset of the 
department, to encourage a broad range of views. 

Women were previously under-represented on the senior management team (Fig 1). We 
have improved this by appointing two women into senior posts who were willing to take on 
management roles and by recruiting two recently promoted women to the team when male 
incumbents stepped down. 

The Education Committee includes all academic staff. It has had an equal gender balance 
since 2010/11 (Fig 2).  

Gender balance in the Research Committee has improved over time (Fig 3) as a result of 
direct consideration of gender when inviting staff to join.  

3. Where there is an imbalance, what is the department doing to ensure a broad range 
of views are heard? 

We have addressed a historical imbalance by actively considering gender when constituting 
committees that are a subset of the department and women are now well represented on 
key decision-making bodies within the department. Nevertheless, we are aware of the need 
to monitor this to ensure that this continues (Action B3.1). 

4. How is consideration for gender equality embedded in the thinking and processes of 
committees and their related structures and procedures? 

The committee structure in the department is gender-equal and both men and women play 
significant roles in decision-making. To ensure that this is the case, we have introduced 
(2014) a proforma for all items requiring approval at Board of Studies, which includes a 
statement on “Implications for Diversity and Equality”. This requirement specifically seeks to 
ensure that committees are considering the impact of their policies on gender and diversity 
(Action C2.1). We strive to make processes informative, open, consultative and fair, with 
clear information about process and procedure available to all. We make all departmental 
documents, including agendas and minutes of meetings, accessible online to all academic 
members of the department, and use regular email bulletins to inform staff of decision-
making by sub-committees.   

5. What training and induction is provided to committee members and those with 
decision-making powers? 

BoS and the Education Committee include all members of academic staff. Training and 
induction are provided by the HoD when new members of staff join the department 
(Section D2). Staff invited to join smaller committees receive an informal induction from the 
committee chair.  
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Role descriptions for major roles within the department are available to all staff on the 
intranet. Post-holders shadow their predecessor before taking on a role, we employ 
handover periods during which previous incumbents mentor new post-holders, and, where 
possible, we promote deputies to full roles when incumbents step down, to facilitate 
knowledge transfer.  
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C That employment policies, practices and procedures 
 should actively promote gender equality 

1. How is gender equality considered in the development and implementation of 
departmental policies, practices and procedures? 

We consider the impact of any policy, practice or procedure on women and men at all 
levels. To ensure that this continues to be the case we now include a mandatory question 
on the coversheet for all items presented to BoS for approval, asking for a summary of how 
equality and diversity issues were considered and addressed (Action C2.1). We ensure that 
information is clear, comprehensive and freely available and that clear criteria are used in 
decision-making. Where possible we include staff at all levels in discussion and decision-
making. We consider gender alongside other diversity issues when considering workload 
allocations (Section G), research resources and research leave, fellowship applications and 
nominations, and development opportunities.  

2. How does the department monitor the effect of policies, practices and procedures on 
gender equality? What steps does it take when positive and/or negative impact is 
found? 

We monitor the effects of policies, practices and procedures on gender equality formally at 
BoS, other Department committees, and the Annual Review. We split data on staff and 
students, committee membership, research group membership, student applications and 
offers, degree outcome, staff recruitment, turnover, promotions and workload by gender to 
monitor equality. The GEM champion will continue to co-ordinate these activities in future 
and report to BoS (Action C2.1). 

In addition to these formal mechanisms, we monitor the effect of policies, practices and 
procedures on gender equality informally via informal discussion with colleagues (for 
example during coffee meetings) and in weekly senior management discussions. 

When we find positive impacts we celebrate them, for example at BoS. Where we find 
negative effects, we discuss and implement strategies to resolve them. As examples: (i) we 
detected a consistent male-bias in seminar speakers, so are developing guidelines for 
seminar organisers to address this (Action C2.1a); (ii) our staff survey (Section D12) revealed 
gender issues around speaking at committee meetings. We now ask chairs to address this 
issue and we are exploring training for committee chairs (Action C2.1b); (iii) we are 
developing a parental leave policy in response to concerns from people with recent 
experience of leave (Action D7.1, Section D7). 
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3. Does the gender balance of staff whose research outputs were submitted to UK 
funding bodies’ Research Excellence Framework (REF) 2014 (see table T6) reflect the 
gender balance of department staff eligible to submit to the REF?    

The gender balance of staff submitted to REF 2014 matches that of the department closely. 
We submitted 60% (15/25) of eligible women and 63% (12/19) of eligible men. Our 
submission was 56% women, 44% men.  

 

4. Where a gender imbalance is identified, what action will the department take to 
enable a more representative sample of returns to future research assessment and 
funding allocation exercises? 

There is no gender imbalance in the staff submitted to REF 2014.  
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D There are personal and structural obstacles to making 
the transition from undergraduate level to PhD and then 
into senior academic positions and managerial levels, 
which require the active consideration of the institution 

See Athena SWAN factsheet: best practice: work-life balance 
(www.athenaswan.org.uk/content/factsheets) 

Comment and reflect on the following student data for the past three years: 

= Ratio of students by gender on access or foundation courses (see table T7). Describe 
initiatives to attract men or women. 

We have no access or foundation courses.  

 

= Ratio of first degree undergraduate, other undergraduate, postgraduate taught and 
postgraduate research (see table T1 or T8) students (full and part time) by gender in 
comparison to national picture for the discipline (See subject information on pages 38 – 
53 of ECU Equality in higher education: statistical report: Part2 Students). Describe 
initiatives to attract men or women. 

Our undergraduates are all first-degree students. Women are in a strong majority at 
undergraduate, and postgraduate levels (Fig 4).  

The majority of women at undergraduate and postgraduate level is higher than the 2012 
national figures for Social Studies (Fig 4). 

We had proportionally more women on BSc courses in 2010/11 and 2011/12, but this 
reversed in 2012/13 (Fig 5). In all cases, women predominate (68-79%). There are relatively 
more women than men on both MSc and MA degrees (Fig 6).  
 
All female students are full-time, while a very small number of men are part-time. At 
postgraduate level women are more likely to be in full-time study than men, particularly for 
postgraduate research in 2012/13 (Fig 7). This may be because a greater proportion of men 
are self-funded (63% vs. 43% of women), and are working to support themselves during 
their studies. We are taking action (Action D0.1) to explore this further and resolve any 
gender issues we detect. 
 

 

http://www.athenaswan.org.uk/content/factsheets
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There appears to be no need for action to increase the representation of women in the 
student body. However, we will continue to review admissions by gender, and discuss 
whether the female majority at all levels is a matter of concern (Action D0.2).  

 

= Ratio of first degree undergraduate, other undergraduate, postgraduate taught and 
postgraduate research applicants and offers made by gender (see table T9). Describe any 
initiatives/actions taken to address any imbalance and their effect to date 

 
Undergraduate applications by women were more likely to be successful in all years, with 
some variation between levels and by year (Fig 8). This is important, as it contributes to the 
fact that ~70% of our students are women at all levels of study. We do not consider gender 
when making offers or accepting applicants. We make an offer to everyone who is predicted 
the required grades, and accept all applicants who attain the required grades. This suggests 
that the pattern observed is likely to be due to female students performing better in the 
subjects that our applicants often take at A-level. To clarify this point, we intend to examine 
the A-level predictions and attainment of applicants by gender (Action D0.3). 

At postgraduate taught level, application success was either equal for women and men 
(2010/11) or women were more likely to be successful (2011/12 and 2012/13). At 
postgraduate research level, application success was equal for women and men in 2012/13, 
but women were more successful in 2010/11 and 2011/12. Applicants at postgraduate 
taught level are offered a place if they have the required undergraduate and English 
language qualifications, and two good academic references, irrespective of gender. The 
same is true at postgraduate research level, with the added condition that applicants should 
have identified an appropriate supervisory team in the department. Again, we do not select 
among students who meet our entry requirements. We will continue to monitor gender 
differences in application success, and take action to investigate underlying reasons (Action 
D0.3). 
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= Degree classification of first degree and other undergraduate qualifiers by gender (see 
table T10). Describe actions being taken to ensure assessment processes are unbiased. 

 
Patterns of student attainment varied by year (Fig 9) but this is largely due to the small 
numbers involved (28-31 men, 53-82 women). Thus, although Fig 9 suggests gender 
differences in some years, these are likely to be stochastic. We will monitor student 
attainment by gender in future, and take action if necessary (Action D0.4). 
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Undergraduate degree outcomes are a summary of multiple modules (Level 1 does not 
count to the final degree, Level 2 counts 40% and Level 3 60%), each of which has 1-4, mean 
2, assessments of various types, marked by different members of staff. Anonymous 
marking, rigorous second-marking and moderation procedures and external examiners 
ensure fair marking. Nevertheless, as our data vary considerably by year, we intend to 
interrogate student records to see whether grades differ by type of assessment, etc. (Action 
D0.4). We will also extend our analyses to monitor Postgraduate Taught and PhD outcomes 
by gender in future (Action D0.4).  

1. Comment, reflect on and explain gender differences in staff data on recruitment job 
application and success rates (see table T11). 

Note differences between levels, and describe any action that is being taken. If the data set 
is large, please break it down into the different disciplines or units. Where this data is not 
available explain why.  

In 2010-3 we hired 30 members of staff (21 women, 9 men). There are more women than 
men among both applicants and successful applicants and in all three years there is an 
increase in the % women from application to successful application (Fig 12). [These data 
exclude applications of unknown gender, but the gender of successful applicants is known, 
so the data are not strictly comparable]. In 2010/11 the % applications and % successful 
applicants are both higher than the overall gender balance in the department (52% women, 
Section D3). In 2011/12 and 2012/13 the application gender balance matches that of the 
department very closely, while the % women who were successful is higher. Split by grade, 
the numbers are inevitably small, but we observe the same patterns at all grades (see T11).  
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Thus, we are clearly attracting high quality women applicants, who are more successful in 
their applications than men. However, the proportion of women applicants is lower than the 
representation of women at doctoral level (70% women, Section D). This confirms that a 
major attrition point occurs at the post-doctoral level, the same level at which women 
abandon careers in science, technology and engineering subjects, and correlates with the 
time at which many female researchers are raising young children, or are planning to do so.  

Comment on how the department’s recruitment processes ensure that female (or male, 
where appropriate) candidates are encouraged to apply, and how the department ensures 
its shortlisting, selection processes and criteria comply with the university’s equal 
opportunities policies.  
 
Most of our recruitment is conducted online. The university recruitment website includes 
explicit reference to the promotion of diversity, respect for others and equality of 
opportunity, with a link to information about working at and living in Durham, including 
child-care and schools. However, department advertisements and job details for 2010-3 
refer only to the post. Only one included any information about the department, and it 
focussed on size and research excellence. We now (from 2014) include a statement that we 
prioritise staff wellbeing and highlight that we are gender-aware (Action D1.1).  

A group whose core membership consists of departmental representatives from the 
appointing panel undertakes shortlisting for academic appointments. Until recently, 
university policy stated that the shortlisting group should have at least one male and one 
female member. This changed recently to two of each. Membership of the appointing panel 
for department appointment rounds in 2010-3 varied 2-6, with 1-3 women and 1-4 men, 
and a total of 58% men. This reflects the gender balance of the promoted members of staff 
in the department quite well. Future appointing rounds will monitor and report the 
proportion of females on appointing panels to BoS to ensure a proportion in line with the 
gender balance of promoted staff in the department (Action D1.2). 
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The hiring process is transparent and consultative. We consult permanent academic staff 
about new posts and job descriptions, and invite all staff to attend candidates’ talks and to 
meet candidates informally over lunch. Consultation with staff following the candidates’ 
talks feeds into the appointment panel’s decision process.  

2. Describe the induction and training support provided to new staff at all levels, and 
how consideration of gender equality is embedded across the department and/or in 
the institution. Please provide data and analysis as appropriate. 

New staff at Durham receive a welcome letter from our Recruitment Manager and a guide 
to policies, including the equality and diversity policy.  

University induction includes information about equality and diversity and the staff LGBT 
network.  

Within the department we have recently (2013) introduced a formal induction for new 
members of academic staff which includes a meeting with the HoD and with staff in key 
administrative roles. All new members of staff also receive a staff handbook, which includes 
information on policies, processes and key staff. New research staff also receive a copy of 
our ‘post-doc policy’, while their line managers receive a document reminding them of their 
responsibilities. The Department, and the University, are committed to the Concordat to 
Support the Career Development of Researchers, and the University won a Times Higher 
Education Award for Outstanding Support for Early Career Researchers in 2009. 

New members of research and academic staff are assigned a mentor in the department to 
guide them in all aspects of their role, including development opportunities, throughout 
their probationary period (usually 3 years for academic staff, 1 year for research staff). 
Probation mentors have expertise and interest in the same area of research as the new 
member of staff. Staff may request a change in mentor once they are familiar with the 
department. A permanent member of academic staff oversees fixed-term research staff, 
with particular responsibility for staff development, reflecting the importance of this career 
stage. 

All staff receive additional mentoring via peer review of grant applications before 
submission to funding bodies.  

As well as the formal mechanisms of support, ‘peer-pal’ mentoring occurs as part of day-to-
day interactions between colleagues, particularly where staff work closely together in 
research groups, collaborate on research proposals, projects and manuscripts, and co-teach. 
We use informal situations such as coffee meetings and lunches before seminars to discuss 
current tasks.  

The university requires new academic staff to complete the Postgraduate Certificate in 
Academic Practice (PGCAP) if they have not previously completed such a programme 
elsewhere. The Certificate is accredited by the Higher Education Authority and includes 
discussion of diversity and inclusivity. It also provides a supportive network of new staff 
members across the university. However, one of the SAT was enrolled on the PGCAP in 2012 
and reported that the session on ‘Diversity and Equality’ focussed on policies and 
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procedures regarding students with disabilities, with no mention of other diversity. We have 
raised this as an issue with the PGCAP (Action D2.1).  

3. Comment on career development and progression, looking at staff in all levels. 

Overall there are slightly more women than men in the department (Fig 13). The HoD has 
historically been male, but is now a woman (2013-14). Looking to the future, both women 
and men are ready to take on this role. At Professor level, the % women has improved over 
time. The % women at Senior Lecturer/Reader has also improved slightly over time. We 
have improved the gender balance at senior levels by both promoting women internally 
(Section D5), and recruiting female staff at a senior level (Section D1).  

At Senior Lecturer, the % women began at 63%, decreased to 50%, then increased again to 
57%. At Lecturer, the % women began at 69%, but fell to 62%. These decreases are due, in 
part, to internal promotions of women. At Research/Teaching Assistant, the % women 
remained constant at 60%. 

Despite our recent success in improving the representation of women at senior levels, the 
decrease in women as seniority increases is concerning, and the equal gender balance 
among academic staff does not reflect the student body (71% women, Section D) so is 
evidence of a ‘leaky career pipeline’ after the doctoral degree. The department is still 
considering the debate as to whether our benchmark should be 50% female at all levels, or 
should reflect our student gender proportions. 
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4. Describe current appraisal schemes for staff at all levels. 

Are staff able to choose their appraiser? Are promotion and changes in work-life balance 
routinely discussed in appraisal? Is information in past appraisals considered when 
discussing promotion? Is there a separate scheme for postdocs? If not, is the general scheme 
fit for them? 

All staff undergo an Annual Staff Review (ASR) each year, which includes a Personal 
Research Plan (PRP) where relevant. All eligible (i.e., promoted) members of staff have 
undergone training, and participate as reviewers. Staff are allocated a reviewer, but are free 
to ask to change reviewer. The review includes changes in job content. The HoD uses 
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information in reviews to identify good candidates for promotion. The same review scheme 
is used for postdocs, and is tailored for the individual under review.  

The ASR is based on a standard University form, which asks for individual reflection on 
progress during the year against priorities agreed in the previous review and sets new 
objectives for the forthcoming year. The review includes the opportunity to identify 
development needs. In 2013 we modified the ASR and PRP forms to make them more 
supportive, and to ensure that they feed directly into departmental strategy. We held a 
refresher meeting for reviewers to remind them of the supportive purpose of the review. 
This is a work in progress, and we are soliciting feedback from all staff (Action D4.1). For 
example, the form does not currently mention promotion or work-life balance explicitly, 
although both are often discussed during review meetings. 

5. Comment, reflect on and explain gender differences in staff data on promotion and 
success rates (see table T12). 

What action is being taken? Where numbers are small, comment on individual examples of 
staff who have been through the promotion process. Explain how potential candidates are 
identified and what support is provided to them. 

We had 10 applications for promotion in 2010-13 and a 70% success rate (Fig 14). More 
women applied than men (8/10), although the overall gender balance in the department is 
roughly equal (Section D3). Women were also relatively more successful than men (6/8 
successful vs. 1/2). These patterns are likely to be due to the larger pool of women who 
were eligible to apply for promotion during this period. They also help to explain our 
improving gender balance at senior lecturer/reader.  

Although our overall staff gender balance is approximately equal at all levels, and women 
both applied for and achieved, promotion, we note that 50% of women at reader/professor 
are childfree, suggesting possible hidden pressure-points. We will conduct a more detailed 
examination of promotion application and success rates, including chronological age, family 
situation and career stage (Action D4.2). 
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Consider: 

= how staff are made aware of promotions criteria 

= how staff are put/put themselves forward for promotion 

= whether initiatives designed to encourage women to apply for promotion exist 

= comment on any mentoring (formal and informal) or advisory schemes that are in place 
or being considered to encourage female staff to apply for promotion 

= how career breaks including maternity leave are considered in the promotions process 

= comment on professional and personal development opportunities and how they are 
promoted for staff 

= comment on any initiatives in place or planned to encourage females to take up 
leadership and management roles 

The University promotions criteria are available online and this information is emailed to all 
academic staff annually. The HoD encourages individuals to apply for promotion personally, 
regardless of gender. As from 2013, the Faculty of Social Sciences and Health provide an 
annual seminar on ‘De-mystifying Promotion’ for academic staff, which the HoD advertised 
to all academic staff, with an enthusiastic reception.  

The ASR (Section D4) is also an opportunity to discuss promotion. Staff applications are 
submitted to the HoD, who consults with senior staff, and the ASR Reviewer. The HoD then 
either supports the application or advises the applicant on how it can be strengthened. 
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Applications can also be made without department support. The University Promotions 
Committee determines the success of the application and gives feedback on unsuccessful 
applications.  

Maternity leave, part-time working and career breaks are included explicitly as contextual 
factors relevant to an application for promotion and in the HoD’s accompanying statement.  

The department has a staff development policy, recognising the need to encourage and 
support all staff in developing their abilities, skills and expertise. The HoD has overall 
responsibility for staff development and training. Professional and personal development 
opportunities are publicised to all staff via email, and we encourage participation and 
information sharing. The department also nominates individuals for specific opportunities, 
such as Academic Leadership training. Two women have undergone training in recent years 
and one is undergoing training this year. We also nominate candidates for the Aurora 
programme, developed by the Leadership foundation to support potential women leaders in 
Higher Education. We recently nominated two female researchers for the University 
‘Leading Research Programme’ aimed at researchers applying for their first research grant. 

6. Comment, reflect on and explain gender differences in staff data on staff turnover (see 
table T13). 

What does exit interview data show? Consider the history of staff, ie have they progressed 
internally or are they usually external appointments. 

We are not confident in our turnover data and have requested that HR record turnover 
more effectively (Action D6.1). 

Since 2010, 12 women and 11 men have left the department (Fig 15). Overall % turnover is 
similar for women and men. A higher proportion of men left than women at higher grades. 
The permanent academic staff that left included both staff who had been promoted 
internally and recent external appointments. All but one went on to other academic posts at 
the same grade or higher. Other leavers were fixed-term researchers and temporary 
teaching fellows. The HoD has held informal exit interviews with recent leavers. HR have 
conducted exit interviews for academic female staff at Grades 7-10, and male staff at grades 
9-10. We have expressed support for a move to expand this to survey all leavers, regardless 
of grade. 
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7. Describe what the department does to support staff on maternity leave and the 
arrangements in place to provide cover during a period of maternity leave. 

Consider support for female staff before they go on maternity leave, the arrangements for 
covering work during maternity absence, how women are kept in touch with developments 
while on maternity leave and what help they receive to achieve a suitable work-life balance 
on their return. Where applicable, this may include providing details of additional funding 
arrangements available (e.g., budgeting maternity cover into research grant applications).  

Staff preparing for maternity leave meet with the HoD to agree reasonable adjustments for 
their pregnancy and leave. HR ensure that the staff member is aware of policies and 
entitlements. As of 2013, those going on parental leave also meet with the Director of 
Research to discuss how to involve them in any research opportunities that arise during 
their leave, recognising that teaching and administrative tasks can be redistributed during 
leave, but research cannot easily be put ‘on ice’. The research leave ‘clock’ continues during 
parental leave, with terms that occur during leave accruing as teaching terms. 

When staff go on maternity leave their teaching and administrative duties are covered by 
colleagues or by temporary appointments. Staff on maternity leave keep in touch with 
developments in the department via e-mail and occasional visits to the department. We 
encourage staff to use Keeping in Touch days if they continue to supervise research 
students, for example, as this has been regarded as ‘just normal practice’ in the past. 

On their return, women have the opportunity to work part-time and to have flexible hours 
and three of the six staff members who took maternity leave in 2010-13 chose to return to 
the department working part-time. We have recently (2013) established a support group for 
new parents, with regular meetings during work hours. 

Where possible, staff on fixed-term contracts who take parental leave have their contracts 
extended such that they can return and complete the outstanding months on the contract.  

Consultation with those who have taken parental leave recently revealed areas for 
improvement and we plan to develop a ‘Parental Leave Policy’ aimed at those preparing for 
maternity/paternity leave (Action D7.1). 

8. Comment on data on maternity leave return rate (see table T14).  

Six people took maternity leave in 2010-13 and they all returned to work.  

9. Comment on data on uptake of paternity (see table T17), additional paternity (see 
table T18) and adoption (see table T19) leave by grade and gender. 

Our take-up of paternity leave and Additional Paternity Leave (APL) is below the potential 
take-up. Discussions with staff suggest that this was due to lack of knowledge, or informal 
arrangements with the HoD. We have, therefore, made information about APL more readily 
available in the Department, including in the staff handbook and on the staff intranet 
(Action D9.1). Change is already underway, and a male staff member who expects to 
become a father in 2014 has applied for APL.  
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No staff have applied for adoption leave. 

10. Comment on data on formal requests for flexible working by gender and application 
success rate (see table T18). 

Comment on any disparities. Where the number of women in the department is small, 
applicants may wish to comment on specific (anonymised) examples. Comment on the 
numbers of staff working flexibly and their grades and gender, whether there is a formal or 
informal system, the support and training provided for managers in promoting and 
managing flexible working arrangements, and how the department raises awareness of the 
options available. 

Those who wish to apply for a flexible working arrangement fill in an application form and 
meet with the HoD to explore any potential issues and consider alternative working patterns 
if appropriate. Following this meeting the HoD notifies the applicant of the decision in 
writing. If the application is accepted it results in a permanent change to the applicant’s 
terms and conditions of employment. 

Within Anthropology all formal applications for flexible working have been successfully 
negotiated, meaning that there are no disparities by gender or grade (Fig 16). We have no 
records for 2010/11, but numbers of staff working flexibly are low but increasing (4 in 
2011/12, 6 in 2012/13). There is a preponderance of women. Grades represented are from 
Lecturer to Reader.  

 

The low numbers may be attributable to three factors. First, in the past the departmental 
administrator made informal arrangements for flexible working during timetabling 
negotiations. This has been replaced by formal requests for flexible working, which feed into 
the first draft of the timetable.  

Second, academic staff have a great deal of control in the timing of their work and may not 
request flexible working as a result. With the exception of timetabled teaching and 
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department committee meetings, most academic work can be arranged to suit the staff 
member and/or conducted remotely. Many departmental resources are available 
electronically to facilitate flexible and remote working.  

Third, although staff have models of successful flexible working in the department, our staff 
survey and consultation with staff revealed limited knowledge of the availability of flexible 
working arrangements, suggesting that the department needs to raise awareness of the 
options available. We are addressing this by putting information and a link to the HR 
website (i) in the staff support handbook, which is issued to new staff, (ii) on the internal 
website, and (iii) on the staff noticeboard (Action D9.1). 

HR support the HoD in managing formal flexible working arrangements, and provide 
detailed guidelines for applicants and managers. However, this analysis highlighted a lack of 
formal training provided for managers in the department in promoting and managing 
flexible working arrangements. We will liaise with HR to train existing managers, and to put 
plans in place to train future managers (Action D10.1).  

We also discovered that the university has no central record of requests for flexible working 
and their outcome. We will lobby HR to develop a central database (Action D10.2). 

11. Provide information on support for staff who are carers or have caring responsibilities. 

When the department is informed that staff have caring responsibilities, the HoD invites 
them to discuss their situation and to discuss reasonable adjustments including 
redistributing work, arranging time-off, and requesting faculty contingency funds for 
teaching cover. However, discussions with staff revealed that carers often see caring as ‘just 
part of life’ and cope without informing the department, by working at home, or by making 
informal arrangements with colleagues. Inevitably in such situations, teaching and 
administrative deadlines are met, but research suffers. We will improve staff access to 
information about support for carers and encourage them to request help (Action D9.1).  

12. Describe the work the department has undertaken to evaluate the impact of its 
initiatives designed to tackle personal and structural obstacles to progression for staff. 

In addition to collecting and analysing the data in this section, we undertook a staff survey 
using a tailored version of the UKRC cultural analysis tool, with extra questions designed for 
our department. (Section E1). We also conducted focus groups and interviews with those 
who have recently taken, or been eligible for, parental leave, single parents, early career 
researchers, new staff and carers. We examined department job adverts, panel membership 
and shortlists. Revisions to the ASR process are ongoing (Action D4.1).  
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E to tackle unequal representation of women or men 
requires changing cultures and attitudes (within the 
department) and across the institution 

‘Culture’ refers to the language, behaviours and other informal interactions that characterise 
the atmosphere of the institution or department, and includes all staff and students.  

See Athena SWAN factsheet: best practice: organisational culture and Athena SWAN 
factsheet: best practice: work-life balance (www.athenaswan.org.uk/content/factsheets) 

1. Using the UKRC cultural analysis tool for staff (see page 7 of the trial handbook) – what 
do the findings indicate?  

What actions are you taking as a result of the findings?  

What actions are you already taking that may help to improve your staff experience?  

The staff survey and subsequent discussions suggest that people perceive recent, positive 
changes in the department, and that there is a general confidence that we have a clear 
supportive culture. However, these feelings were not universal, suggesting that there is 
room for improvement in several aspects of our practice.  

The survey revealed a general lack of knowledge or understanding of policies, including 
promotion, discrimination, leave, flexible working and harassment. We are taking action to 
improve information to staff, via improvements to: (i) the staff support handbook, which is 
issued to new staff and available to all staff, (ii) the internal website, and (iii) the staff 
noticeboard. We now (from 2014) encourage all staff to attend coffee/tea on Tuesday 
mornings to facilitate informal dissemination and discussion. We will institute an all staff 
meeting at least twice a year to discuss staff issues and working practices. Finally, we have 
suggested that the university institute an employee newsletter about policies relating to 
staff (Action D9.1). 

95% of staff reported that they had not undertaken training in understanding unconscious 
bias. This is critical, as, although there is generally good awareness of gender within the 
department, there is space for cultivating an improved awareness of how systems, policies 
and procedures can be discriminatory. To encourage reflexivity and vigilance, and challenge 
ourselves to detect issues, we will arrange for staff training in understanding unconscious 
bias, followed by department discussions (Action E1.1). 

Most staff agreed that work is allocated fairly and irrespective of gender, that they were 
actively encouraged to take up career development opportunities and that that they were 
given opportunities to represent the Department. Almost all staff agreed that work-related 
social activities in the department are likely to be welcoming to both women and men. 

When asked whether they agreed that the annual appraisal was helpful, roughly equal 
numbers of staff agreed and disagreed, suggesting that we need to work on this. Similarly, 
only 48% of staff agreed that the department provides useful mentoring, and more women 

http://www.athenaswan.org.uk/content/factsheets
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disagreed with this than men. Follow-up suggests that the situation is improving, but this is 
clearly something that we need to work on. We are taking action to revise the ASR process 
in the department and contributing to a university-wide review (Action D4.1), to improve 
participation in mentoring, and to develop a ‘bottom-up’ research strategy, to counter the 
damaging effects of a heavy emphasis on REF outputs and grant funding as benchmarks for 
academic success (Action E1.2). 

95% of staff agreed with the statement that “I often have to work more than my contractual 
hours or compromise my life/work balance to be able to cope with my workload, within the 
department.” Much of this issue is external to the department, and all staff agreed that “I 
have to work more than my contractual hours or compromise my life/work balance to be 
able to progress in my career more generally (i.e., outside my department)”. Nevertheless, 
we will continue to explore ways to address this, including appointing an additional, senior 
department administrator in 2014, freeing academic staff to concentrate on academic tasks 
(Action E1.3). 

What do staff think about working in the department?  

100% women and 86% men (the rest were neutral) said that the department was a great 
place to work for men. 79% women (14% disagreed, 7% were neutral) and 90% men (10% 
neutral) said the same for a woman.  

All men felt valued as a member of the department, while 21% of women disagreed. 
Discussion with staff suggested that this is due to the overwhelming university emphasis on 
REF, and a consequent devaluing of other contributions, including teaching. The gender 
difference suggests that we need to consider how to help women, in particular, to feel more 
valued, although this is important for all staff. We are addressing this via ongoing review of 
the ASR (Action D4.1), encouraging mentoring, improving the stability of teaching 
allocations, challenging the REF-driven goals of the institution by designing our research 
strategy to support a broader research portfolio, and lobbying the university to take ‘Good 
citizenship’ seriously in promotion applications (Action E1.2). 

What kind of social spaces do you have, and how supportive are staff of one another? 

At Durham we have a staff common room, shared with Archaeology, as well as foyers 
outside many staff offices. At Queen’s we have a shared kitchen area, with a dining table, 
and a sofa area in the staff hot-desk room.  

We encourage staff to support one another and most staff are very supportive of colleagues 
during day-to-day activities, weekly informal coffee meetings, etc. (see section D2). We do 
not tolerate bullying, harassment or a lack of respect for other staff members, and have a 
harassment officer who provides a point of contact for staff or students experiencing 
bullying or harassment. Where we detect such behaviour, we address the issue face-to-face 
where possible and in private, as people are not always aware of the effect they have on 
other members of staff. 

We celebrate success: we use email bulletins to inform all staff of significant achievements 
by staff and students and congratulate them. Similar emails announce the arrival of babies, 
grandchildren, weddings and other events. We send cards and flowers when staff are ill or 
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bereaved, have leaving collections and cards, and make presentations to outgoing HoDs and 
staff who leave or retire. 

2. How do you ensure line managers are familiar, or at a minimum aware of, the range of 
policies available to staff? How do you ensure they actively support staff to utilise 
relevant policies and benefits? 

The HoD is the main line-manager (Section B), and consults monthly with HR. Other line-
managers are aware of policies via the staff handbook and the intranet. However, the 
responses to our staff survey highlight that we could improve general knowledge of HR 
processes, policies and procedures from recruitment to end of contract or retirement. We 
are taking action to do so, including instituting ‘all staff’ meetings with HR, and requesting 
an employee newsletter (Action D9.1). 

3. Demonstrate how the department is gender aware and how it promotes the 
involvement of women.  

There is generally a very good awareness of gender issues within the department. The 
current HoD was chair of DEAG 2008-11, and Vice-Chair for 2011-12. Prof Catherine 
Alexander, a member of the department, is currently Dean for Equality and Diversity. Dr 
Tessa Pollard, SAT member, was a founding member of the Working Group on the Role and 
Status of Women in Durham University. In addition, many members of staff have research 
interests that relate to gender.  

The department aims to be inclusive, supportive, friendly and transparent. We take a 
people-centred approach to allocation of roles (Section B), promoting the involvement of 
both women and men at all levels of seniority within the department.  

Both women and men in the department have experience of sitting on influential 
committees within the university outside the department and the department supports 
them in taking on these roles. These contributions to the university outside the department 
provide excellent models for other staff and we both encourage staff to apply for such roles 
and support staff with longer-term ambitions to acquire the necessary skills/experience for 
such roles. 

We encourage female staff to register on databases that help to increase the chances of 
appearing on national news and current affairs programmes. 

We aim to use our experience to contribute to a culture-shift within the university as a 
whole, and across the academy. We do this formally by contributing to the university GEM 
forum, and informally via cross-department networks of colleagues, and via discussion with 
colleagues in other universities.  

Our analysis reveals that the transition from fixed-term to open-ended contract is the key 
point at which the representation of women decreases, making this a particularly important 
level at which to encourage participation in policy decisions. We have a fixed-term 
researcher representative on BoS and Research Committee, to ensure that their views are 
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heard, and now (2013) have an academic post-doc co-ordinator in charge of mentoring 
research staff. We invite all fixed-term researchers to department research discussions. In 
future, we will also include fixed-term researchers in ‘all staff’ meetings (Action D9.1). 

4. Provide evidence of how staff with family responsibilities and part-time staff are 
considered when scheduling meetings and social gatherings. 

Departmental meetings are scheduled within core hours (1000-1600h) and we publish dates 
at the beginning of the year to facilitate planning. In practice, BoS and Education committee 
run past 1600h, and we are exploring ways to address this, including reordering the agenda 
to take all decisions by 4pm and moving ‘information only’ agenda items to the end of the 
agenda, and tabling items that require prolonged discussion for additional meetings at a 
later date (Action E4.1). Smaller meetings are scheduled in consultation with all involved. All 
departmental documents including agendas and minutes of meeting are available online 
and accessible by all academic members of the department from home or the office at any 
time.  

Departmental seminars are held within core hours to be family-friendly. We hold 
department social gatherings at lunchtime to ensure all can attend. In summer, we hold a 
party in the late afternoon and evening. We encourage family members, including children, 
to attend and many do so.  

We support formal flexible working, and staff have a great deal of control in the timing and 
location of their work (Section D10).  

5. Where long-hours culture is an issue, what actions are being taken to address it? 

The long-hours culture at Durham reflects the national situation in universities, and is 
largely beyond the reach of department policy. Nevertheless, we endeavour to provide a 
supportive working environment so that both women and men can achieve a sustainable 
work-life balance. Where a member of staff is particularly vulnerable to disadvantage due to 
the long-hours culture, we arrange a meeting or meetings for that person with their mentor 
and relevant senior staff to work out a reasonable schedule of work and a framework of 
support by other members of the department.  

We have a sophisticated tool for monitoring and allocating tasks fairly and a high degree of 
transparency (Section G). We endeavour to streamline administrative tasks, and prioritise 
effective working practices over long hours. We respect one another’s workloads and 
endeavour to avoid sudden requests. We are working on an annual timetable of tasks and 
deadlines to improve planning and identify crunch times (Action E1.3).  

We schedule meetings during term-time, or during the first and last week of student 
vacations to facilitate annual leave, conference attendance, fieldwork and research. We use 
rotas to distribute summer tasks (e.g., admissions, resit examining) to ensure fair 
representation. We place no restrictions on when staff take annual leave outside term.  
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Because it is always research that suffers when other tasks accumulate, we promote and 
protect weekly research days when timetabling teaching. 

6.  Comment on the level of participation by female and male staff in outreach activities 
with schools and colleges and other centres (see table T19). 

How does the department ensure that this is recognised and rewarded (e.g. in appraisal and 
promotion)?  

Both men and women contributed to outreach activities aimed at either school students or 
the general public in all years (Fig 17) and the gender balance of staff involved in this work 
generally reflects that of the department well (Section D1), although fewer women than 
men contributed in 2010/11.  

 

We recognise outreach activities by celebrating them on our website. Service to the 
university community such as outreach is recognised in the criteria for promotion, which 
include not only Research and Education but also Good Citizenship, defined as ‘being 
generous with your help and support to others and collaborating with your academic 
colleagues in matters relating to research, learning & teaching, and knowledge transfer, and 
working for the benefit of your department and the University as a whole.’ However, the 
reference to outreach could be strengthened, and we have raised this with the university 
(Action E6.1).   
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F the system of short-term contracts has particularly 
negative consequences for the retention and progression 
of female academics 

1. Comment on the proportions of men and women on fixed-term, open-ended and zero-
hours contracts (see table T20).  

What are the department’s policies about transferring staff to permanent contracts? If staff 
are not transferred, why not?  

Are there gender issues and how are they being addressed/have they been addressed? 

We have no academic staff on zero-hours contracts.  

Reflecting our staff data (Section D1), open-ended contracts are gender equal (Fig 18). 
However, the data for fixed-term contracts reflect those for our student body (71-3%, 
Section D), with more women than men. This suggests that the transfer from fixed-term to 
open-ended contract is the major stage at which the proportion of women decreases.  

  

 

Fixed-term appointments are typically research staff funded on research grants or Teaching 
Fellows. There is thus, an inherent problem with job security that requires structural 
changes on a broader-scale than the scope of departmental policy. Nevertheless, since 2010 
we have transferred three post-doctoral fellows to permanent lectureships: two men as a 
condition of the funding, one woman. Others have gone on to research positions in other 
departments, and permanent academic posts elsewhere. We have a post-doc register which 
records research expertise and contract dates and allows the department to notify 
researchers who are nearing the end of their contract of any future opportunities within the 
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department. We strongly encourage research staff to undergo development training, and to 
apply for research funding to make them as competitive as possible when applying for 
permanent positions in Durham and elsewhere. We encourage permanent staff to include 
post-docs in grant applications. We advertise jobs to research staff when we hear about 
them. We have a fixed-term researcher representative on BoS, to ensure that their views 
are heard, and now (2013) have an academic post-doc co-ordinator in charge of mentoring 
research staff, who meets with all new such staff, acts as a point-of-contact, and invites 
those nearing the end of their contract to discuss their future.  

Teaching Fellows are usually appointed for one year and are funded by external grants. In 
recent years Teaching Fellows have gone on to fixed-term research posts or open-ended 
lectureships both in the department and elsewhere. Some Teaching Fellows stay for several 
consecutive years, but this is contingent on fixed-term, external funding. As for research 
staff, we offer mentoring, and strongly encourage teaching fellows to make funding and job 
applications. However, discussions with current and past Teaching Fellows make it clear that 
the demands of a teaching appointment conflict with the excellent research CV required to 
obtain a permanent position, particularly where staff stay for >1 year. We are, therefore, in 
the process of developing a new Teaching Fellow policy to ensure that the department 
supports the career development of staff on fixed term, teaching only contracts as far as 
possible (Action F1). Teaching Fellows are full members of BoS. 

We also have two fixed-term lecturers on 3-year appointments. Transfer onto permanent 
contracts will be dependent on student recruitment and staffing balance at the time that 
their contracts are due to expire, and their performance, which is benchmarked against 
institution-wide interim and final goals for teaching, research and administration included in 
their probation agreement. 
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G a broad range of work activity undertaken by staff is 
recognised in their career progression and promotion 

1. Describe the systems in place to ensure that workload allocations, including pastoral 
and administrative responsibilities are transparent, fairly applied and are taken into 
account at appraisal and in promotion criteria.  

The department Work Load Model (WLM) includes quantitative data on research, 
administrative duties and teaching, leave, buy-out, etc., and is used by the HoD when 
allocating teaching and administrative duties.  

All academic staff workloads and model assumptions are available online.  

The WLM provides an explicit record of a wide range of staff duties, which can be used to 
support cases for promotion. Pastoral and administrative responsibilities are discussed 
during the ASR (Section D4), and included in promotion criteria, which include both service 
to the Department/University, and Good Citizenship. 

2. Is the department using workload management/modelling? 

Reflect on whether this enables gender equality in the department and/or any further action 
that is needed. Where the department is not using this model, is there an equivalent system 
in place or action to ensure a range of work is recognised in promotion and progression?  

The WLM provides an easy mechanism to compare workloads and provides a historical 
perspective to avoid systematic exploitation of particular staff in particular roles or duties. 
For example, Fig 19 shows overall workloads in 2013/14 by gender, revealing that women 
had somewhat lighter workloads than men for this year. Splitting by task, the % teaching 
allocation is very similar for female and male permanent staff (22% for women, 20% for 
men), but % admin is higher for women (18% vs. 11% of time), probably due to the female-
dominated senior management team (Section B). In future, we will monitor the gender 
balance in teaching and administrative load to ensure it remains in line with the gender 
balance of the department (Action G2). 
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3. UKRC Cultural Analysis Tool: Looking at Table T21 of the data template, discuss analyse 
and develop any necessary action points in relation to the results. See page 7 of trial 
handbook for further information. 

Overall, equal proportions of staff agreed and disagreed with the statement that ‘my 
department values the full range of an individual’s skills and experience when carrying out 
performance appraisal’, with 25% neutral (Fig 20). Split by gender, women were more likely 
to disagree with the statement, less likely to be neutral and slightly less likely to agree.  

Women were far more likely to disagree with the statement ‘my department values the full 
range of an individual’s skills and experience when considering promotions’ than men, while 
men were more likely to be neutral and much more likely to agree (Fig 20). The Academic 
Progression Committee, not the department, decides promotions, although the HoD 
provides a supporting statement (Section D5). 

These patterns suggest that the heavy emphasis on outputs and grant funding as 
benchmarks for academic success in the university has disproportionately affected how 
female academics within the department felt valued. Within the department we have taken 
steps to change this culture by reviewing the purposes of the ASR and PRP process (Action 
D4.1), challenging the REF-driven goals of the institution, and prioritising effective working 
practices over long hours culture (Actions E1.2, E1.3). Follow-up discussion with staff 
suggests that recent changes have been positive.  

We are working on making the process and procedures for promotion more transparent 
within the Department, and to be more pro-active in encouraging and supporting colleagues 
in applying for promotion (Action E1.3). 
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H to tackle the unfair treatment often experienced by trans 
people requires changing cultures and attitudes across 
the institution 

ECU does not require data on trans staff to be presented within this section. Any decision to 
monitor gender identity should be taken in consultation with trans staff and student groups 
as well as trade unions and the students’ union. If, following consultation, an institution does 
decide to monitor gender identity, consideration must be given to anonymity, confidentiality 
and storing of data.  

This section should be completed after consulting relevant staff members working at an 
institutional (rather than departmental) level.  

1. What steps is the institution taking to ensure that trans people do not experience 
unfair treatment when working as a member of staff at your institution? 

How do you tackle negative attitudes of students, colleagues and members of the public?  

We are fully committed to eliminating discrimination and actively promoting equality of 
opportunity for our staff and students in line with our University Strategy. We believe that 
where equality of opportunity exists all staff and students work in a more rewarding and 
less stressful environment, one where prejudice and harassment are not accepted, and one 
more likely to enhance performance and achievement. 

Our Respect at Work and Study Policy clearly outlines the University’s position on 
harassment, bullying and discrimination. Our Equality and Diversity training provision 
incorporates trans* issues. 

The University has a vibrant, active and influential LGBT staff support network to drive LGBT 
equality across the institution.    

The University Counselling Service has recently introduced group therapy for LGBT students. 
They arrange for counsellors with expertise and specialist training in supporting transgender 
people at all stages of the transitioning process.  

Diversity and Harassment Contacts receive regular updates from a variety of sources such as 
Stonewall and Equality Challenge Unit. Their training specifically references trans* issues 
and uses LGBT case studies. 

All HR Managers and Senior Tutors in Colleges were recently provided with a copy of ECU 
guidance on supporting a student or member of staff who is transitioning. 
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2. What further initiatives are necessary to ensure trans people do not experience unfair 
treatment at your institution?  

The University is reviewing training provision and developing an unconscious bias session for 
all staff. 

Further work with the LGBT staff network should try to identify any possible barriers in 
policies or processes and seek to address concerns. 

3. How does the institution monitor (and act on any findings of) positive and/or negative 
impact of its policies and procedures on trans people? 

Durham has a network of Diversity Contacts in most Departments and Colleges. In addition, 
10 Harassment Contacts in the University have received specialist training and can be 
contacted by staff or students who feel they have been harassed or bullied. The contacts 
from these networks can assist staff and students with enquiries and provide information on 
University policies and sources of help and support. 

An employee relations log records all staff complaints and includes a section for HR 
managers to include the nature of the complaint. This information is regularly renewed by 
the Diversity Adviser who contacts all the HR managers and officers monthly to ensure the 
log is up to date. 
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Action plan 

P
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p
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n

u
m

b
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Objective Rationale 
i.e. what evidence 
is there that 
prompted this 
objective? 

Action already taken to 
date and outcome 

Further action 
planned 

Timeframe1 Person 
responsible2 
Include job title 

Target outcome 
Where possible 
include a 
tangible measure 
of success 

Comments 

B3.1 Maintain equal 
gender 
representation in 
committees. 

We currently have 
an equal gender 
balance in 
committees, but we 
need to monitor 
this to ensure that 
it continues. 

We have addressed a 
historical imbalance by 
actively considering gender 
when making-up 
committees that are a 
subset of the department 
and there are currently no 
serious imbalances. 

Monitor gender 
representation 
in committees in 
the Annual 
Review and 
correct any 
imbalances. 

Annual Ongoing GEM 
champion, 
reporting to 
BoS 

Equal gender 
representation in 
department 
committees 

 

C2.1 Ensure that 
department policies, 
practices and 
procedures 
encourage and 
facilitate the 
involvement of both 
women and men. 

Current data reveal 
no serious gender 
issues with 
department 
policies, practices 
and procedures, but 
we need to monitor 
this to ensure that 
it continues, and 
consider gender in 
all new and revised 
policies, practices 
and procedures. 

Split data on staff and 
students, committee 
membership, student 
applications and offers, 
degree outcome, staff 
recruitment, turnover, 
promotions and workload 
by gender to monitor 
equality. 
 
New proforma introduced 
for committee business 
brought to Board of 

Continue to 
monitor the 
effect of 
policies, 
practices and 
procedures on 
gender equality.  

Annual Ongoing GEM 
champion, 
reporting to 
BoS 

Gender-audited 
and gender-
proof policies, 
practices and 
procedures  

Examples 
are in 
C2.1a, b, c 
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Studies, identifying 
“implications for diversity 
and equality”. 
 
Outcome: increased 
awareness and discussion 
of gender issues in the 
department. 

C2.1a Monitor gender 
balance in seminar 
speakers. 

We detected a 
consistent male-
bias in invited 
seminar speakers. 
Such speakers are 
important role 
models for our 
students and staff. 

Split seminar speakers by 
gender, discussed the male 
bias with seminar 
organisers. Agreed to 
consider gender balance in 
future. 

Develop 
guidelines for 
seminar 
organisers to 
address gender 
issues; monitor 
gender balance 
to research 
committee; 
identify and 
rectify any 
gender issues. 

Annual Ongoing Director of 
Research, 
seminar 
organisers, 
reporting to 
BoS via 
Research 
Committee. 

Equal gender 
representation in 
seminar series 

 

C2.1b Address gender 
issues around 
speaking at 
committee meetings. 

Staff survey 
(Section D12) 
revealed gender 
issues around 
speaking at 
committee 
meetings. 

Discussed the issue with 
chairs and agreed to 
address the issue in future 
committee meetings . 

Seek training for 
committee 
chairs with 
university staff 
training division. 

2014 Ongoing HoD, reporting 
to BoS 

All staff feel able 
to contribute to 
discussion, and 
all views are 
heard 

 

C2.1c Investigate gender 
balance in reading 
lists. 

This topic arose in 
staff discussions of 
potential gender 
bias. 

 Include an 
investigation of 
gender balance 
in reading lists 
as part of a first 

2015 Ongoing Director of 
Education 

Data on gender 
representation in 
reading lists, 
identification of 
any gender 
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year statistics 
module, as an 
opportunity to 
raise awareness 
of gender issues 
among students 
and to 
investigate the 
specific issue of 
representation. 

biases, improved 
student 
awareness of 
gender issues 

D0.1 Identify reasons 
underlying 
differences in 
full/part-time 
student numbers; 
address any gender 
issues. 

All female 
undergraduates are 
full-time, while a 
very small number 
of men are part-
time. At 
postgraduate level 
men are more likely 
to be in part-time 
study than women.  

Examined funding, finding 
that a greater proportion of 
men are self-funded (63% 
vs. 43% of women), and 
may be working to support 
themselves. 

Survey students 
about the 
reasons for 
full/part-time 
study. Address 
any underlying 
gender issues 
identified. 

2014 2015 Directors of 
Undergraduate, 
Postgraduate 
Taught and 
(particularly) 
Postgraduate 
Research 
admissions and 
studies, 
reporting to 
BoS 

Understanding of 
the gender 
imbalance; any 
gender issues 
identified and 
addressed 

 

D0.2 Review admissions 
by gender. 

There appears to be 
no need for action 
to increase the 
representation of 
women in the 
student body. 
However, the 
female majority at 
all levels may be a 
matter of concern. 

Reviewed admissions 
figures 2010-13 by gender, 
finding a female majority at 
all levels. 

Continue to 
review 
admissions 
figures by 
gender, and 
report to BoS.  
 
Discuss whether 
the female 
majority at all 
levels is a 
matter of 

2014 2015 Directors of 
Undergraduate, 
Postgraduate 
Taught, 
Postgraduate 
Research 
admissions, 
reporting to 
BoS 
 
 
BoS 

Understanding of 
the gender 
imbalance in 
admissions.  
 
 
 
Decision as to 
whether we 
need to address 
female majority, 
and how to do so 
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concern. if so 

D0.3 Understand 
differences in 
application success 
by gender. 

Applications by 
women are more 
likely to be 
successful at all 
levels, contributing 
to the skew 
towards female 
students 

Reviewed application 
success 2010-13 by gender, 
finding that applications by 
women are more likely to 
be successful at all levels, 
contributing to the skew 
towards female students. 

Examine the A-
level predictions 
and attainment 
of 
undergraduate 
applicants by 
gender.  
 
Monitor and 
investigate 
underlying 
reasons for 
gender 
differences in 
postgraduate 
application 
success. 

Annual Ongoing Directors of 
Undergraduate, 
Postgraduate 
Taught, 
Postgraduate 
Research 
admissions, 
reporting to 
BoS 
 

Understanding of 
reasons 
underlying any 
gender 
imbalance, 
address any 
gender issues 
identified 

 

D0.4 Ensure assessment 
processes are 
unbiased. 

We detected some 
variation across 
years in student 
attainment by 
gender. 

Reviewed undergraduate 
student attainment 2010-13 
by gender, dectecting some 
variation across years. 

Monitor gender 
differences in 
student 
attainment at all 
levels, identify 
and explore and 
gender 
differences.  
 
Interrogate 
student records 
to see whether 
grades differ by 
type of 
assessment, etc.  

Annual 
 
 
 
 
 
 
 
 
 
 
2014 

Ongoing 
 
 
 
 
 
 
 
 
 
 
2015 

Chairs of Exam 
Boards, 
reporting to 
BoS via Annual 
Review 

Demonstrably 
unbiased 
assessment 
procedure 
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Take action to 
address any 
gender issues.  

D1.1 Ensure department’s 
recruitment 
processes are 
explicitly gender-
aware. 

Our review of 
department 
advertisements and 
job details for 2010-
13 revealed that we 
do not mention 
staff wellbeing or 
gender-awareness. 

Examined department 
advertisements and job 
details for 2010-3. Added 
that staff wellbeing and 
gender are department 
priorities to latest job 
details (2014).  

Review 
department 
advertisements 
and job details, 
including 
highlighting that 
the department 
is gender and 
diversity aware, 
and any 
successful GEM 
application 

Ongoing  HoD, reporting 
to BoS 

Staff wellbeing 
and gender 
highlighted in job 
adverts 

 

D1.2 Ensure that 
shortlisting and 
selection processes 
are equal 
opportunity. 

Membership of the 
appointing panel 
for department 
appointment 
rounds in 2010-3 
reflected the 
gender balance of 
the promoted 
members of staff in 
the department 
quite well; we need 
to ensure that this 
continues. 

Examined membership of 
the appointing panel for 
department appointment 
rounds 2010-3. 

Monitor the 
proportion of 
women on 
appointing 
panels to ensure 
a proportion in 
line with the 
gender balance 
of promoted 
staff in the 
department 

Ongoing  HoD, reporting 
to BoS 

Shortlisting and 
selection 
processes are 
equal 
opportunity; 
proportion of 
women on 
appointing 
panels in line 
with the gender 
balance of 
promoted staff in 
the department 

 

D2.1 Ensure that the 
University 
Postgraduate 

One of the SAT was 
enrolled on the 
PGCAP in 2012 and 

We have raised this issue 
with the Centre for 
Academic Practice. 

Continue to 
lobby the Centre 
for Academic 

Ongoing  SAT member Dr 
Jamie Lawson, 
reporting to 

Postgraduate 
Certificate in 
Academic 

 



48 
 

Certificate in 
Academic Practice 
includes discussion of 
diversity and 
inclusivity. 

reported that the 
session on 
‘Diversity and 
Equality’ focussed 
on policies and 
procedures 
regarding students 
with disabilities, 
with no mention of 
diversity based on 
gender, sexual 
orientation or race 
(or any intersection 
of those axes). 

Practice to 
include 
comprehensive 
discussion of 
diversity and 
inclusivity  

BoS Practice includes 
discussion of 
diversity and 
inclusivity 

D4.1 Improve the ASR 
process. 

When asked 
whether they 
agreed that the 
annual appraisal 
was helpful, roughly 
equal numbers of 
staff agreed and 
disagreed, 
suggesting that we 
need to work on 
this. 

In 2013 we modified the 
ASR form to make it more 
explicitly supportive, and 
held a refresher meeting for 
reviewers to remind them 
of the supportive purpose 
of the review. 

Ongoing review 
of the ASR & 
PRP process. 
Solicit feedback 
on ASR and PRP 
process, 
particularly from 
research staff. 
Include 
discussion of 
promotion and 
work-life 
balances 
explicitly. 
Contribute to 
university-wide 
review. 

2014 ongoing HoD, Director 
of Research, 
reporting to 
BoS 

Improvements in 
staff views of the 
annual review 
process 

 

D4.2 Understand and 
address any gender 

Our data suggest 
that women are 

Examined gender 
differences in promotion 

Conduct a more 
detailed 

2014 ongoing GEM 
champion, 

Improved 
understanding of 

 
 



49 
 

differences in 
promotion 
application and 
success. 

more likely to apply 
for promotion and 
to be successful 
than men, and help 
to explain our 
improving gender 
balance at senior 
lecturer/reader. 
However, these 
data do not include 
the age at which 
staff are promoted, 
and we note that 
50% of women at 
reader/professor 
are childfree, 
suggesting possible 
hidden pressure-
points. 

applications and success 
rates 2010-13. 

examination of 
promotion 
application and 
success rates, 
including 
chronological 
age, family 
situation and 
career stage. 

reporting to 
BoS 

gender 
differences in 
promotion 
application and 
success. 
Strategies to 
address any 
gender issues 

D6.1 To monitor staff 
turnover effectively. 

HR and department 
records did not 
match and we could 
not reconcile them. 

Asked HR to record 
turnover. 
 
We have expressed support 
for a move to expand this 
to survey all leavers, 
regardless of grade. 

Continue to 
lobby to record 
staff turnover 
accurately, to 
share data with 
the department, 
and conduct exit 
interviews at all 
grades 

Ongoing  Department 
administrator, 
reporting to 
BoS; HR 

Accurate records 
of staff turnover 
and exit 
interview 
information 

 

D7.1 Develop a ‘Parental 
Leave Policy’ aimed 
at those preparing 
for 
maternity/paternity 

Consultation with 
those who have 
taken parental 
leave recently 
revealed areas 

Consulted with those who 
have taken parental leave 
recently.  

Develop a 
‘Parental Leave 
Policy’ based on 
ongoing 
discussion with 

2014 2015 Senior lecturer 
and SAT 
member, Dr 
Yulia Egorova, 
reporting to 

‘Parental Leave 
Policy’ available 
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leave. where the 
department can 
improve. 

parents, HoD 
and HR 

BoS 

D9.1 Improve staff 
knowledge and 
understanding of 
staff policies. 

Staff survey 
revealed a general 
lack of knowledge 
or understanding of 
policies, including 
promotion, 
discrimination, 
parental leave, 
carer’s leave, 
flexible working and 
harassment. 

Made information about 
policies more readily 
available in the 
Department, including 
putting information and a 
link to the HR website (i) in 
the staff support handbook, 
which is issued to new staff, 
(ii) on the internal website, 
and (iii) on the staff 
noticeboard. 
 
Revived department coffee 
mornings, for informal 
information dissemination. 
  
 

Institute an all 
staff meeting to 
discuss staff 
issues and 
working 
practices at least 
twice a year, 
including a 
question & 
answer session 
with HR. 
 
At the university 
level suggest an 
employee 
newsletter 
about policies 
relating to staff.  
 
Add details of 
the range of 
policies to the 
post-doc line 
manager policy, 
and add it to the 
checklist of 
topics that they 
should cover 
with their post-
docs. 

Ongoing  HoD, reporting 
to BoS 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Academic post-
doc co-
ordinator 

Improved staff 
access to 
knowledge of 
policies 
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D10.1 Train existing 
managers, and put 
plans in place to train 
future managers in 
managing flexible 
working 
arrangements. 

Our analysis 
highlighted a lack of 
formal training 
provided for 
managers in the 
department in 
promoting and 
managing flexible 
working 
arrangements. 

 Liaise with HR to 
train existing 
managers, and 
to put plans in 
place to train 
future 
managers. 

2014 ongoing HoD, reporting 
to BoS / HR 

Mangers trained 
in managing 
formal flexible 
working 
arrangements. 

 

D10.2 Monitor flexible 
working applications 
and success. 

Department have 
data for 2011-13, 
HR have no data. 

 Lobby HR to 
develop a 
central 
database. 

2014 ongoing GEM 
champion, 
reporting to 
BoS 

Records of 
flexible working 
applications and 
success 

 

E1.1 Enhance awareness 
of unconscious bias 
among all staff. 

95% of staff 
reported that they 
had not undertaken 
training in 
understanding 
unconscious bias. 
 

 Arrange for staff 
training in 
understanding 
unconscious 
bias, and 
subsequent 
discussion of 
issues raised 
within the 
department. 

2014 ongoing HoD & GEM 
champion, 
reporting to 
BoS / HR 

All staff aware of 
the issue 
surrounding 
unconscious bias 

 

E1.2 Help women (and 
men) to feel more 
valued in the 
department. 

Staff survey 
suggested that the 
heavy emphasis on 
REF outputs and 
grant funding as 
benchmarks for 
academic success 
over the last REF 

Ongoing review of the 
purposes of the ASR and 
PRP process (Action D4.1) 
 
We encourage mentoring 
for all staff (Action D4.1). 
 
Challenging the REF-driven 

Make the 
process and 
procedures for 
promotion 
nomination and 
application 
more 
transparent 

2014 ongoing HoD & GEM 
champion, 
reporting to 
BoS 
 
ALL STAFF 

Women feel 
more valued by 
the department 
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cycle in the 
university as a 
whole has 
disproportionately 
affected the 
perceptions of how 
female academics 
within the 
department felt 
valued. 

goals of the institution by 
designing our research 
strategy to support a 
broader research portfolio. 
 
 

within the 
Department 
next year. 
 
Be more pro-
active in 
encouraging and 
supporting 
colleagues in 
applying for 
promotion. 
 
Improve the 
stability of 
teaching 
allocations. 
 
Explore ways to 
reward 
mentoring, 
including 
lobbying the 
university to 
take ‘Good 
citizenship’ 
seriously in 
promotion 
applications. 

E1.3 Explore ways to 
improve staff work-
life balance 

95% of staff agreed 
with the statement 
that ‘I often have to 
work more than my 
contractual hours 

We schedule meetings 
during term-time, or during 
the first and last week of 
student vacations to 
facilitate annual leave, 

We are working 
on an annual 
timetable of 
tasks and 
deadlines to 

Ongoing  HoD and GEM 
champion, 
reporting to 
BoS 

Improved 
strategies for 
maintaining staff 
work-life balance 
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or compromise my 
life/work balance to 
be able to cope 
with my workload, 
within the 
department.’  

conference attendance, 
fieldwork and research.  
 
We use rotas to distribute 
summer tasks (e.g., 
admissions, resit 
examining) to ensure fair 
representation.  
 
We place no restrictions on 
when staff take annual 
leave outside term.  
 
We promote and protect 
weekly research days when 
timetabling and arranging 
meetings. 

We employ work-load 
modelling (Section G) to 
allocate tasks fairly. We 
endeavour to streamline 
administrative tasks, and 
prioritise effective working 
practices over long hours.  

We respect one another’s 
workloads and avoid 
sudden requests.  

We highlighted staff 
wellbeing in our 2014 
departmental plan, 
presented to the faculty. 

improve forward 
planning and 
identify crunch 
times. 
 
Appoint an 
additional, 
senior 
department 
administrator in 
2014, freeing 
academic staff 
to concentrate 
on academic 
tasks. 
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E4.1 Ensure department 
meetings are 
scheduled within 
core hours (1000-
1600h). 

In practice, BoS and 
Education 
committee run past 
1600h. 

Remind chairs that 
meetings should occur 
during core hours. Order 
the agenda to take all 
decisions by 4pm and move 
‘information only’ agenda 
items to the end of the 
agenda. Table items that 
require prolonged 
discussion for additional 
meetings at a later date. 

Monitor timing 
of department 
meetings and 
ensure that they 
occur during 
core hours. 

Ongoing  Committee 
chairs, HoD 

Department 
meetings all held 
within core 
hours 

 

E6.1 Recognise outreach 
activities more 
explicitly. 

 We recognise outreach 
activities by celebrating 
them on our website.  
 
Request that university 
recognise outreach more 
specifically in the criteria 
for promotion. 

Follow up on 
request that 
university 
recognise 
outreach more 
specifically in 
the criteria for 
promotion  . 

2014 ongoing GEM 
champion, 
reporting to 
BoS 

University 
recognises 
outreach more 
specifically in the 
criteria for 
promotion.  

 

F1 Develop and adopt a 
new Teaching Fellow 
policy. 

Discussions with 
current and past 
Teaching Fellows 
make it clear that 
the demands of a 
teaching 
appointment 
conflict with the 
excellent research 
CV required to 
obtain a permanent 
position, 

We offer mentoring, and 
strongly encourage 
teaching fellows to make 
funding and job 
applications.  

Develop a 
Teaching Fellow 
policy, in 
consultation 
with existing TFs 
and the HoD. 
Discuss at BoS 
and adopt. 

2014 2015 Teaching 
Fellow Jamie 
Lawson, 
reporting to 
BoS 

New Teaching 
Fellow policy 
adopted, and 
implementation 
monitored. 
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particularly where 
staff stay for >1 
year. 

G2 Ensure gender 
balance in teaching 
and overall 
administrative load, 
as well as types of 
administrative role 
(e.g., strategic vs. 
operational). 

The WLM provides 
an easy mechanism 
to compare 
workloads and 
provides a historical 
perspective to 
avoid systematic 
exploitation of 
particular staff in 
particular roles or 
duties. 

Examined workloads by 
gender for 2013/14. The % 
teaching allocation is very 
similar in women & men in 
permanent staff (22% for 
women, 20% for men), but 
% admin is higher for 
women (18% vs. 11% of 
time), probably due to the 
female-dominated senior 
management team. 

To monitor the 
gender balance 
in teaching and 
overall 
administrative 
load in future 
and report to 
BoS to ensure it 
remains in line 
with the gender 
balance of the 
department. 

2014 ongoing WLM 
administrator, 
reporting to 
BoS 

Gender balance 
in teaching and 
overall 
administrative 
load, as well as 
types of 
administrative 
role (e.g., 
strategic vs. 
operational) 

 

1 for many of the objectives, the Timeframe is listed as Ongoing, and the action takes place whenever there is change in committee membership, policy 
document, allocation of seminar speakers, etc. 

2 recognising that gender equality is a responsibility of all staff 


