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Sponsor: Tom Ward  Author: Catherine Alexander  
 

 

Equality and Diversity Strategic Actions Update  
 
The purpose of this paper is to provide an update to Senate on progress on the implementation of 
the 2013/14 Equality and Diversity action plan agreed by UEC in November 2013, and endorsed 
by Senate in December 2013 and by Council in January 2014. 
 
This is an updated version of the paper presented to Council on 15 July 2014. 
 
Proposed Resolution/Action 
Senate is asked to take note of the paper and provide comment on the progress made in 
delivering the action plan since its December 2013 meeting.   
 
Document Status  
Open. 
 
Previous Consideration by Senate  
Senate, at its meeting in December 2013 received a presentation of key findings from the 
University’s Gender Balance Framework Report, with a progress report on the implementation of 
actions identified in the Equality and Diversity report circulated to Council in December, and an 
account of further actions planned for the remainder of 2013/14.  
 
Senate agreed:  
a) to endorse the outline action plan for the remainder of 2013/14 as set out in section 3 of the 
document; 
b) to support the inclusion by all departments of gender balance as one of their planning priorities. 
The COO would ask SPCU to provide comparative data to each department; 
c) gender balance data be provided annually to Senate, its committees and to each Board of 
Studies. 

 
1. Background  

The paper, which has been developed following consultation and engagement with a broad 
range of stakeholders, provides an update to Senate on progress on implementation of the 
action plan agreed by UEC In November 2013, and endorsed by Senate in December 2013 
and by Council in January 2014.  
 

2. Paper Structure and content  
The structure and content of the paper is as follows:  
 
Appendix A: Equality and Diversity Framework: This is in the format of an updated page for 
the University’s Website and sets out the Principles of Equality and Diversity which have been  
derived from consultation groups across the University, an Introduction;  and Strategic Actions 
which put current Equality and Diversity initiatives into context. The 2010 Equality Act requires 
all public bodies to publish a rolling four-year programme of objectives addressing one or more 
of the areas described under ‘general duty’. 
  
Appendix B: Update on the University’s 2012-16 Equality and Diversity Objectives.  
  
Appendix C: Action Plan in support of Gender Balance priority 
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Noting that the initial emphasis has been on Gender Balance (Objective 2), the action plan 
sets out the actions and initiatives which have been devised and agreed since the Council 
meeting in January 2014.  
 
Many of these initiatives will have a positive effect on areas beyond gender balance; some 
have already been completed but most will come into effect in academic year 2014/15, in 
accordance with the Action Plan initially presented to and agreed by UEC and endorsed by 
Senate and Council. 
 

3. Relevant Risks 
Failure to continue to progress with the Strategy risks undermining the University's ability to 
recruit, retain and develop the best staff and students. There is also a risk of reputational 
damage if we are not perceived to be appropriately addressing equality and diversity issues. 
Failure to achieve Athena Swan/GEM status may have a negative impact on future grant 
capture. 
 

4. Next Steps 
Since the model of research, consultation, objective and target setting followed by policy 
change and implementation is proving effective in the case of addressing gender imbalances, 
UEC has endorsed that this sequence is followed in addressing the institutional response to 
BME groups and disability in the academic year 2014/15. This will provide the University with a 
renewed set of Equality Objectives to 2020. 
 
Senate is asked to take note of the paper and provide comment on the progress made in 
delivering the action plan since its December 2013 meeting.   
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Appendix A: Equality and Diversity Framework 
 
Principles 
Five underpinning principles of Equality and Diversity have been derived from a series of consultative groups held across the 
University in 2014. They are central to everything we do. 
 

      Mutual respect              Transparency                 Fairness                Communication              Opportunity 
 
Introduction 
Durham University’s 2020 Strategy to become world class is grounded on the assumption that we can attract the best staff and 
students and provide the kind of open and supportive environment that will allow them to flourish. Embedding the principles of 
equality, diversity and inclusion across our University is crucial for the success of our Strategy. Learning and research require 
questioning, open debate and challenge. To thrive as a University we need difference. There is thus a clear business case, 
academic, legal and moral reasons for ensuring we have as diverse and inclusive a body of staff and students as possible, and 
each person feels part of our community.  
 
Durham’s Equality and Diversity Framework sets out how we comply with our legal obligations as a public body under the 2010 
Equality Act in relation to the protected characteristics of age, disability, gender, gender reassignment, pregnancy and maternity, 
race, religion or belief and sexual orientation. 
 
We aim to go beyond this, however, recognising other possible causes of inequality, such as economic and social background, and 
creating a place where all students and staff feel confident and inspired to fulfil their potential. Achieving this means tuning our 
words and actions to match our principles. The Framework integrates and simplifies what people in our community need to know. It 
centres on the need for constant vigilance and improvement via a Strategic Action Plan that will take us to 2020 in line with the 
University Strategy.  
 
Attaining fairness and openness is a continual process, not a time-bound task. Our Strategic Action Plan makes sure we have the 
structures in place to be able to assess the impact of what we do, support staff in their work and actively advance diversity and 
equality. This means having the data to know how we are doing, plus policies and governance structures to shape and monitor how 
we act, and so enable reflection and change. To go beyond compliance, we need the humility to accept where we need to improve, 
the willingness to use best practice inside and outside Durham, and a culture where we have the courage to challenge the 
unacceptable. 
 

 



Appendix A 

 
Equality and Diversity Strategic Actions 
 

1. Introduction 
 

1.1 The Action plan set out below aims to achieve inclusivity and equality of all groups across the university by collecting and 
reflecting on evidence, devising actions to improve practice, identifying a responsible body and monitoring progress against SMART 
targets. In order to align with and support the University’s 2010-2020 Strategy, the overall target date is 2020. 
 

2. Background 
 

2.1 The Equality Act 2010 requires all public bodies to prepare and publish one or more diversity objective concerned with any of 
the areas mentioned in the general duty1 to promote equality. Durham’s Objectives were published in 2012 to be achieved in 2016.2  
Since then, the Equality and Diversity team has increased in size and services offered, training has been provided to staff and the 
University gained an Athena Swan Bronze Award. Further impetus came from Council and Senate in 2012 for a more radical 
examination of the University’s practices in respect of equality, diversity and inclusivity. The initial priority was to address gender 
imbalance at senior academic and leadership levels; this also entailed an examination of gender balance across the University.  
 
2.2   Following an internal report analysing and benchmarking gender data, a further series of consultation groups were held and a 
series of actions devised.3 Data have been drawn from the Athena Swan and GEM departmental self-assessment teams who have 
carried out qualitative surveys, workshops and compiled trend analysis data from HR on gender. These data have been amplified 
through an E&D questionnaire for all staff (2014), 10 consultative groups held for all levels of staff across both campuses (2014) 
and benchmarking data and best practice inside and outside the HE Sector.  
 

3. Next Steps  
 
3.1  Following the model of gathering data, consultation, analysis and identifying actions to address gender imbalance, we will 
focus on establishing objectives and an action plan to improve the University’s response to disability and ethnic difference during 
Academic Session 2014/15. These objectives will complement our existing Equality and Diversity Objectives and take us to 2020. 

                                                        
1
 Eliminate unlawful discrimination, harassment and victimization and other conduct prohibited by The Equality Act 2010; Advance equality of opportunity between persons who 

share a relevant protected characteristics and persons who do not share it; and Foster good relations between persons who share a relevant protected characteristics and 
persons who do not share it. 
2
 Appendix A: Durham University’s 2012-16 Equality Objectives 

3
 Appendix B: Activities and interventions in support of gender balance priority (since Feb 01 2014 
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Appendix B: Update on Durham University’s Equality and Diversity Objectives 2012-16 

 

1. Athena Swan: Building on our University-wide Bronze Award, all relevant departments to 
achieve individual Athena Swan Bronze awards. 

1.1 All STEMM Departments are on track to have submitted applications for an Athena Swan 
bronze award by Nov 2014. 
 

1.2 Psychology has been awarded a Silver Athena Swan Award 
 

1.3 Physics has been awarded a Juno Award (equivalent to Athena Swan) 
 

1.4 Anthropology and Geography were chosen to trial the Athena Swan equivalent for Arts, 
Humanities and Social Sciences ‘GEM’ and were both awarded Bronze Awards August 
2014. 

 
1.5 Chemistry awarded a Bronze Athena Swan Award 

 
1.6 Five more Departments are working on GEM submissions; two more working on Athena 

SWAN submission. 
 
2. Gender Balance of Academic Staff: By March 2016 an overall increase will be observed in 

female academics in senior leadership roles. 
 
2.1 By start of Academic Session 2014/15 there will be an increase in Senior women in 

leadership roles (4 HoDs, Dean of SMPH, PVC(R)) 
 

2.2 An extensive programme directed at improving gender balance across the University is 
being implemented. 

 
3. Admissions: In line with our Access Agreement, we will collaborate with partners to see a 

continued increase in students coming to the University from our targeted under-represented 
groups. 
 
3.1 The annual Access Agreement analyses the University’s access and retention record 

against HESA KPIs.  The 2014/15 Access Agreement shows improved performance against 
adjusted sector benchmarks in recruiting: state school entrants, mature students and 
students in receipt of Disabled Students’ Allowance.  Student retention is one of the 
University’s key strengths when measured against the adjusted sector benchmark and 
outperforms the adjusted sector average on its projected first degree completion rates. 
 

3.2 With regard to low participation neighbourhoods, the University is marginally below the 
adjusted sector average.  A more nuanced dataset has been adopted by Durham to identify 
socio-economic class. See 

http://www.offa.org.uk/agreements/UniDurham_NSP_revised_merged.pdf) 

4. Diversifying the curriculum: In line with our curriculum review and development processes, 
we will embed the recommendations of the Diversity in the Curriculum Working Group across 
the University and by 2016 be teaching a more diverse curriculum across a number of key 
courses. 
 
4.1 A working group of Education Committee was established in 2013/14 to oversee the 

implementation of the recommendations of the Diversity in the Curriculum Working Group.  
A final report was submitted to Education Committee at its meeting 25th June 2014. 

http://www.offa.org.uk/agreements/UniDurham_NSP_revised_merged.pdf
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5. Addressing data gaps: The university will hold a comprehensive suite of information about its 

staff and students which will cover in appropriate levels of detail, all protected characteristics. 
 
5.1 People+ and RIS (Research Information System) are in development and aim to hold all 

requisite data to allow E&D monitoring. 
 

6. Carrying out a pay gap audit: Equal pay audits will be carried out at two-yearly intervals 
starting in 2012, with appropriate action plans developed and delivered 
 
6.1 The most recent equal pay audit took place in 2014; Council will be asked to sign off the 

resulting action plan. 
 

7. Diversity Training: A new suite of diversity training will be launched with every member of 
senior staff and 10% of all other employees receiving training. 
 
7.1 A new Diversity Trainer has been appointed, and new training programmes developed and 

rolled out including unconscious bias workshops and training. 
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Appendix C: Action Plan in support of gender balance priority 

  
 
 Activities / interventions Status Target date for 

completion 
Responsibility Comment 

1 Public promotion of gender equality and 
diversity 

    

1.1 Women and Change in HE Conference Completed April 2014 HR ≥100 attendees 
(UK/international). 
Agreed with 
Newcastle this should 
be the inaugural event 
of biennial women and 
HE conferences in the 
north east.  

1.2 Athena Swan Awards Ceremony Completed July 2014 HR Dame Julia Higgins 
presided: major 
annual event for the 
sector. 

1.3 International Women’s Day: ‘Wall of Women’ Completed March 2014 Media and Comms Durham’s homepage 
celebrated women 
across the university, 
PSS, academic, all 
levels of seniority with 
their stories of 
achievements and 
inspirational women. 

1.4 Inaugural Durham Pride  Completed June 2014 LGBT Network First Pride, university 
and city collaboration. 
>2000 attendees. 
Monthly smaller 
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events planned in 
response to very 
positive student 
feedback. 

2 External recognition of gender equality and 
diversity 

    

2.1 Award of Athena Swan Bronze for School of 
Medicine, Pharmacy and Health 

Completed April 2014 Athena Swan 
Forum 

 

2.2 Award of Athena Swan Bronze (Chemistry), Completed Sept 2014 Athena Swan 
Forum 

 

2.3 Award of Gender Equality Charter Mark (GEM) 
Anthropology (Bronze) and Geography (Bronze). 

Completed August 2014 GEM Forum  

2.4 Submission for Athena Swan Bronze Award: 
Engineering and Computer Science, Biological & 
Biomedical Sciences 

On-going November 2014 Athena Swan 
Forum 

 

2.5 Submission for GEM awards: Law, History, 
Education, School of Government and International 
Affairs 

On-going tbc GEM Forum Submission date and 
format still to be 
determined by 
Equality Challenge 
Unit 

2.6 Submission of Institutional Athena Swan Bronze 
Renewal 

On-going Nov 2014 DEAG/Gender 
Equality Action 
Group 

 

3 Internal consultation and engagement     Focus on gender 
balance but 
incorporated 
broader E&D issues 

3.1 Ten consultative groups on E&D held across 
university campuses, all levels, PSS and academic  

Completed April 2014 Dean of E&D  

3.2 University-wide questionnaire on E&D circulated 
and completed 

Completed April 2014 Dean of E&D  

3.3 Colleges Board: identify general and specific E&D 
issues and devise Colleges Action Plan 

On-going End of 2014/15 College 
Heads/Dean of 
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E&D 
3.4 JCR/MCR identification of E&D issues and actions 

to address 
On-going Michaelmas 2015 Durham Students’ 

Union  / Dean of 
E&D 

 

3.5 REF Equality Analysis  On-going Michaelmas 2015 Dean of E&D  
4 Promotion of gender equality     
4.1 Trial during 2014/15 50% men and women 

speakers for public lectures and seminars  
On-going   UEC 

(agreed18/3/14) 
Communicated to 
Heads of 
Departments/colleges: 
implementation 
discussion held at SSH 
and Arts and 
Humanities Faculty 
Boards; to be held at 
Colleges Board and 
Boards of Studies 
meetings  

4.2 Development of enhanced E&D in each Faculty, 
Departments, Colleges and PSS: KPIs to be  
approved by DEAG in consultation with relevant 
UEC lead  
 
 

On-going  
 
 
 

Academic Session 
2014/15 
 
 
 
 
 

DEAG, UEC  
 
 
 

KPIs to be included in 
2014/15 Planning 
Rounds 

4.3 Science Faculty to explore the possibility of 
recruiting a ‘consultant’ from similar science HEI 
background to act as gender equality advisor  

On-going  
2014/15 

GEAG  

4.4 Support in principle by UEC to sponsor 2 x Daphne 
Jackson Fellowships per year 

Completed  UEC  Funding identified, 
with Scholarships 
Office 

5 Recruitment     
5.1 Panel members for senior academic and  leadership 

positions to be involved from job description to 
On-going  HR Feasibility of HR 

support being 
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final appointment. 
 
Expectation that all appointment panels should 
include at least two of each gender wherever 
possible (UEC 12/11/13) 

explored 

5.2 Advertise and facilitate job-share appointments On-going September 2014 HR New Appointment 
Policy and 
Procedure is being 
drafted and will 
encompass all 
university 
appointments 
including leadership 
statutory and 
voluntary positions. 
This will be 
available for 
consideration in the 
michaelmas term. 

5.3 Guidance to be provided on best practice / job-
share policy 

On-going August/September 
2014 

HR Policy has been 
reviewed and 
revised and is 
awaiting formal 
approval 

5.4 Enhanced procurement policy: recruitment 
agencies to present own E&D policies and 
demonstrate how diverse applicants attracted 

Completed   HR  

6 Academic Progression / promotion     
6.1 Proactive encouragement of individuals to apply 

for promotion 
Recommended 
to Heads of 
Department 

May 2014 Heads of 
Department 

Implementation 
discussion at Boards 
of Studies 
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6.2 Mentoring within Departments for promotion Recommended 
to Heads of 
Department 

May 2014 Heads of 
Department 

Implementation 
discussion at Boards 
of Studies 

6.3 Policy for research leave for maternity/paternity 
leave returnees (interim guidelines required in-
year) 

On-going September 2014 HR Policy has been 
reviewed and 
revised and is 
awaiting formal 
approval 

6.4 Annual Demystifying Promotion Workshop led by a 
senior academic in each Faculty with experience of 
Academic Progression Committee and promotion 
process 

On-going Rolling 
(November/December 
2014) 

Faculty PVCs  

6.5 Review of promotion and probation process and 
forms 

On-going December 2014 HR  

7 Leadership    On-going training 
programme in HR 

7.1 30% minimum men and women on Departmental 
senior management teams, working groups, 
department committees as far as possible,  
 
Explore possibility of sharing significant 
administrative roles (e.g. DoR, DUGs) 
 
Faculties and Departments in Arts and Humanities 
and Social Sciences and Health to have a plan to 
achieve 50% women in senior management 
positions by 2020; Faculty and Departments in 
Science to have a plan to achieve 30% women by 
2020)  

Recommended 
to Heads of 
department 
 
 
 
 
 

May 2014 
 
 
 
 
 
 
Academic Session 
2014/15 

Heads of 
Department/School 
 
 
 
 
 
Gender equality 
Action Group 
(GEAG) 

Implementation 
discussion to take 
place at Boards of 
Studies 

7.2 Formal committee memberships: 
a) 30% minimum men and women on Committees 
of Senate and Council by 2020:  

a)  and b)  
ongoing  
  

June 2014 – December 
2014  

Nominations 
Committee 

a) and b)to be 
considered at 
Nominations 
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b) review of committee remits, composition, and 
appointments process 

committee meeting in 
November 2014 
  

7.3 c) short-term rebalancing measures for Committees 
of Senate and Council 

Completed  June 2014  Nominations 
Committee 

 

7.4 Leadership positions (as available/new positions): 
Department, Faculty, Committee, University 
Research Institutes, Deans, PVCs to have job 
descriptions, clear appointment process, open 
advertisement, proactive 
encouragement/recruitment.  
 
Establishment of and recruitment to all leadership 
positions to follow a standard approval process. 

On-going  For UEC approval HR As 5.2 above 

8 Training and support (engagement and 
communication) 

    

8.1 Unconscious Bias workshop for Senior Leaders 
Forum 

Completed 27 May 2014 HR 48 attendees including  
6 UEC members and 1 
Council member  

8.2 Unconscious Bias + training for all appointment 
panel and committee members 

On-going 
(rolling 
programme) 

 HR Course programme 
written. Dates 
available via open 
course booking 
system. First session 
went ahead in 
September with a 
further 8 sessions 
scheduled up to June 
2015. Following 
feedback from 
departments on 
potential numbers 
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needing training, HR 
are investigating 
running 
departmental 
sessions. 

8.3 Unconscious bias workshops for all staff being 
developed 

On-going August/September 
2014 

HR  

8.4 Training for Chairs and Committee members in 
roles and responsibilities 

On-going  University 
Secretary/GES 

 

8.5 Head of Department comprehensive induction and 
training programme (e.g. unconscious bias, legal 
obligations, how to manage flexible working, 
awareness/promotion of University policies, peer-
to-peer mentoring) 

On-going January 2015 HR  

9 Mentoring / enabling    On-going mentoring 
programme in HR 

9.1 Targeted mentoring of Early Career Researchers 
(ECRs) 

On-going November 2015 Dean of E&D, Prof 
Curtis 

 

9.2 Guidance on peer-to-peer mentoring for Heads of 
Department  

On-going January 2015 HR   

9.3 Actively promote international mentoring/research 
networks especially for ECRs (e.g. via Matariki) 

On-going  International office  

10 Work/life balance     
10.1 Trial during 2014/15 at least 50% public lectures 

and seminars should be  completed by 6.15  
 

On-going   UEC Communicated to 
Heads of departments: 
implementation 
discussion to take 
place at Boards of 
Studies 

10.2 Where possible and practical for Academic 
Session 2014/15 key decisions at scheduled 
Committees of Senate and Council will take 

 
Agreed by UEC 
(03/10/14) 

 Faculty Boards and 
Colleges Board  
 

To be communicated 
to Heads of 
Departments: 
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place after 09.15 and before 16.00. Where 
possible and practical for Academic Session 
2015/16 scheduled Committees of Senate and 
Council will begin after 09.15 and end by 16.00. 
All staff are strongly encouraged to schedule 
meetings, as far as possible, to enable 
colleagues to participate fully. 

 implementation 
discussion at Boards 
of Studies 

10.3 Workload models: each academic department 
to have a workload model which enables 
academic staff to see their workload relative to 
the anonymised workloads of colleagues. 

Agreed by UEC 
(03/10/14) 

 HR To be communicated 
to Heads of 
Departments: 
implementation 
discussion at Boards 
of Studies 

11 E&D monitoring data     
11.1 Clean-up of HR data 

 
 
 
 
Development of HR System (People+) to collect and 
report on requisite data for internal and external 
E&D monitoring. 

Data audit 
completed 
August 2014 
 
 
Ongoing 

 HR  
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