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Senate 

17 February  2015 

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: 
i) Progress against the action plan approved by UEC in November 2013, Senate in December 

2013 and Council in January 2014 and enhanced as part of the Athena SWAN application to 
the Gender Balance Action Plan 2014-2017. 

ii) The proposed future approach to Equality and Diversity. 
 
Proposed Resolution/Action 
Senate is asked to note and comment on:  
i) Progress made against and additions to the action plan since its July 2014 meeting; 
ii) Impending changes to Disabled Students’ Allowance; 
iii) The suggested approach to analysing other protected characteristics. 
 
Document Status  
Open. 
 
Previous Committee Consideration 
Senate, at its meeting in October 2014, received an update report from the Dean of Equality and 
Diversity noting the latest diversity statistics and actions that had been progressed since previous 
meetings.   
 
Council received the current paper in January 2015. 
 

 
1. Update 

a) Gender Equality Action Plan 2014-2017 
 At its July 2014 meeting, Council received an update on progress against the action plan 
which was agreed by UEC November 2013, endorsed by Senate in December 2013 and 
Council in January 2014.  Since then the action plan been updated and expanded as part 
of the Athena SWAN institutional Bronze renewal. The updated action plan is attached as 
Appendix A; actions have been colour coded to indicate change since the previous 
version. 
 

b) Athena SWAN 
The Institutional Bronze Athena SWAN renewal application was submitted 26th November 
2014. The document was circulated to and comments received from the Athena SWAN 
Forum, the University’s Risk Manager, Gender Equality Advisory Group (GEAG), Diversity 
and Equality Advisory Group (DEAG) and UEC. 
 
The Terms of Reference for the Gender Equality Charter Mark (GEM) and Athena SWAN 
fora have been refreshed to emphasise the need for mutual support in refining and 
improving departmental submissions. The change was welcomed by the members of each 
forum. 

 
c) Equality Impact Assessments 

A proposal is being developed for early 2015 for a simple Equality Impact Assessment 
(EIA) for all policy documents. This is currently being trialled on the Access Agreement. 
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d) Equality and Diversity Training 
Training for all staff on equality and diversity is to be rolled out over the coming year.  This 
will be differentiated by staff role to ensure it is relevant and supports local needs. 

 
e) REF EIA 

As part of the REF2014 submission process, HEFCE required all institutions to undertake 
an Equality Impact Assessment (EIA) of their submission. Durham University completed 
and submitted its EIA to HEFCE in February 2014. The initial analysis concluded that 
submission rates were lower for women and for staff from black and minority ethnic (BME) 
groups. The EIA also considered age and disability, but no differential impact on 
submission by these characteristics was found. We undertook a more granular analysis of 
the submission by gender and ethnicity which showed that overall submission was skewed 
by two particular areas; once these were excluded from the analysis there was no 
significant difference in submission by gender or ethnicity. The report was received by 
Research Committee at its 16th October meeting and the REF EIA was published on the 
web at the time the REF results were published. 
 

2. Future approach to Equality and Diversity 
a) Disabled Students’ Allowance 

Disabled Students’ Allowances (DSAs) are non-repayable grants that assist with the 
additional costs that a disabled student incurs in relation to their study in Higher Education.  
DSAs currently provide funding for a range of support.  This includes the purchase of 
laptops and specialist equipment, provision of support workers and assistance with 
additional travel costs.  The support is not means tested and is available for eligible full-
time and part-time students, studying at undergraduate and postgraduate level. 
 
From 2016/17 the Government will expect HEIs to support students with mild difficulties, as 
part of their duties to provide reasonable adjustments under the 2010 Equality Act.  It is 
expected that HEIs will introduce changes which will further reduce reliance on DSAs and 
help mainstream support. The implications for Durham are: 
 
i) The need to adopt inclusive teaching practices which will reduce the need to provide 

costly individual adjustments for disabled students; 
ii) The cost of providing non-specialist support previously covered by the DSA, e.g. in 

2013/14 the University spent £65k on note-takers, from 2016/17 this cost will fall on the 
University, unless via 1) we can find ways to minimise the need for this support;  

iii) The long-term sustainability of the Assessment Centre which we run on campus.  
 

In summer 2014, an audit of the University’s support for disabled students was 
commissioned by the Deputy Academic Registrar. An action plan has been developed in 
response to the recommendations of the audit, which will be considered by the Student 
Experience Sub-Committee and Education Committee. Education Committee will return to 
the issue of adopting more inclusive teaching practices to avoid the need for multiple, 
costly individual adjustments for large numbers of disabled students. Such changes to 
learning and teaching should also benefit all students. 
 

b) Other Protected Characteristics. 
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’. Durham’s 
current objectives are to 2016, meaning we need to develop a new set. Rather than restrict 
the focus to BME groups and disability, the suggested approach is a wider analysis of 
Equality and Diversity in the University, surveying all protected characteristics to develop 
appropriate action plans and Equality Objectives to 2020. This will complement work 
preparing for the changes to the DSA. The principles to be followed are: 
 
i) To identify where and why there are inequalities based on one or more protected 

characteristic in accessing and experiencing services offered to staff and students. 
ii) To put measures in place which will help reduce or remove barriers and promote 

inclusion. 
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The proposed process is to collect quantitative and qualitative data in the first instance, 
including: 
 

 HESA data for Durham and the sector for protected characteristics, noting these are 
self-reported; 

 Student data on admission, attainment and withdrawal by protected characteristic; 

 A simple questionnaire based on Equality Challenge Unit guidelines and best practice 
from the sector; 

 Staff and student complaints by protected characteristics. 
 

This will inform further stakeholder engagement, including focus groups, and finally the      
creation of an action plan to address new Equality and Diversity objectives to 2020.  

  
3. Relevant Risks 

The approach outlined above and actions listed in Appendix A are intended to mitigate the 
strategic risk in relation to Equality and Diversity (H2). 
 

4. Resolution/Actions/Next steps 
Senate is asked to take note and comment on:  
 
i) Progress made against and additions to the action plan since its July 2014 meeting; 
ii) Impending changes to Disabled Students’ Allowance; 
iii) The suggested approach to analysing other protected characteristics.
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Gender Equality Action Plan 2014-2017 

 
In 2014, Durham University’s Executive Committee and its governing bodies, Council and Senate, approved an action plan to address academic gender 
imbalance in the University. In November 2014 the University applied to renew its Bronze Athena SWAN award, a significant part of which is the action plan 
for the next three years.  At the same time, Departments are preparing applications or progressing with action plans for departmental Athena SWAN and 
GEM awards. This document provides an over-arching action plan for Durham University, giving Departments clear sight of the institutional context for their 
own Athena SWAN and GEM activities and recognising that institutional Athena SWAN activities take place within a wider context of trying to improve gender 
balance across the University. Actions have been aligned to the Athena SWAN and GEM principles set out below. 
 
Athena SWAN and GEM Principles 
 

1. To address gender inequalities requires commitment and action at all levels of the organisation; 

2. To tackle the unequal representation of women or men requires changing cultures and attitudes across the organisation; 

3. The absence of diversity at management and policy-making levels has broad implications which the organisation will examine; 

4. The system of short-term contracts has negative consequences for the retention and progression of staff; 

5. There are both personal and structural obstacles to women making the transition from PhD into senior academic positions and managerial levels, 

which require the active consideration of the organisation; 

6. That employment policies, practices and procedures should actively promote gender equality; 

7. A broad range of work actively undertaken by staff should be recognised in their career progression and promotion; 

8. The high loss rate of women in science is an urgent concern which the organisation will address. 
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Objective Action Principle Owner Timescale Success Indicator Progress at 21/11/2014 

Publicly promote 
gender equality 
and diversity 

1.1 Women and Change in 
HE Conference 

2 HR (E&D 
Manager) 

2016 Holding of conference Inaugural conference held jointly 
with Newcastle University in April 
2014. It’s been agreed to hold the 
conference biennially, alternating 
between Durham and Newcastle. 
Preparation in underway for the 
2016 conference. 

1.2 Annual celebration of 
International Women’s 
Day. Events will take place 
at Department, Faculty and 
University level and will 
focus on a different theme 
each year; 2015 will be 
‘Women in Science’. 

2 Dean of E&D March 2015 
and ongoing 

International 
Women’s Day marked 
annually with visibility 
across the institution  

March 2014 Durham’s homepage 
celebrated women across the 
university, PSS, academic, all levels 
of seniority with their stories of 
achievements and inspirational 
women. 

1.3 Women giving seminars 
in Science subjects to be 
asked to host additional 
session where they talk 
about their careers etc. 

5 Faculty of 
Science 

2015 - 2017 Sessions attended and 
found to be useful (via 
requests for feedback) 

 

1.4 Trial 50% men and 
women speakers for public 
lectures and seminars 

2 All staff 
arranging 
seminars 

Academic 
Session 
2014/15 

50% public lectures 
are given by women 

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 in 
Michaelmas Term 2014. 

Ensure staff at all 
levels are engaged 
with the gender 
equality agenda   

2.1 All Science 
departments to apply for 
Athena SWAN award (or 
equivalent) at minimum 
bronze level 

1 Faculty PVC 
GEAG 
HoDs 

2017 All science 
departments hold 
minimum Bronze level 
Athena SWAN award 

Psychology (Silver AS achieved April 
2013) 
Chemistry (Bronze AS achieved April 
2014) 
Physics (Juno Practitioner achieved 
May 2013) 
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Gender Equality Action Plan 2014-2017 

New Action  
Action in Progress  

Action Complete 

Objective Action Principle Owner Timescale Success Indicator Progress at 21/11/2014 
2.2 The following SSH and 
A&H departments to apply 
for Athena SWAN or GEM 
awards (pending ECU 
publication of details): 
Law, DUBS, SGIA, 
Education, SASS, History, 
Philosophy, Music, English 

1 Faculty PVC 
GEAG 
HoDs 

2017  Applications are 
successful and 
departments hold a 
minimum bronze level 
AS or GEM award 

SMPH (Bronze AS achieved 
November 2013) 
Anthropology (Bronze GEM achieved 
April 2014) 
Geography (Bronze GEM achieved 
April 2014) 

2.3 Review of Athena 
SWAN and GEM forums 

 Dean of E&D November 
2015 

Forums judged to be 
fit for purpose 

 

2.4 Communication of 
outcomes of gender 
consultation groups and 
survey 

1 Vice Chancellor December 
2104 

Information sent to all 
staff 

 

2.5 Equality and Diversity is 
a priority in the University’s 
planning process 

6 Dean of E&D 
Director 
Strategic 
Planning Office 

2014 - 2017 The planning priorities 
statement includes 
targets/KPIs on gender 
balance for 
Departments and 
Faculties; all 
departments include 
actions on gender 
equality in 
departmental plans 

Gender equality introduced as 
priority in 2013/14 planning round 

Recruit and retain 
more women 

3.1 Sponsorship of a 
Daphne Jackson Fellowship 

4, 8 Dean E&D Appointment 
2015 

1 Daphne Jackson 
Fellow in post 

Funding secured 

3.2 Appointment Policy and 
Procedure to be reviewed 
and updated to: 
3.2.1 - encompass all 
university appointments 

6 HR 
Recruitment 
Manager 

January 2015 By 2017, 35% 
applications to 
academic posts will be 
from women (a 4 p.p 
increase on the 

New Appointment Policy and 
Procedure is being drafted and will 
encompass all university 
appointments including leadership 
statutory and voluntary positions. 
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Gender Equality Action Plan 2014-2017 

New Action  
Action in Progress  

Action Complete 

Objective Action Principle Owner Timescale Success Indicator Progress at 21/11/2014 
including leadership, 
statutory and voluntary 
positions.  
3.2.2 -  recommend panel 
members for senior 
academic and  leadership 
positions to be involved 
from job description to 
final appointment. 
3.2.3 -  require all 
appointment panels to 
include at least two of each 
gender 
3.2.4 - encourage where 
possible all academic 
positions to be advertised 
on a ‘ Job-Share’ basis  
3.2.5 -  include strapline 
encouraging women 
applicants both within 
academic and support 
departments 
3.2.6 -  use of recruitment 
system for all roles  

average 31% between 
2010/11 and 2013/14) 

This will be available for 
consideration by UEC in January. 

 3.3 Trial advertising 
positions in Science Faculty 
on WISE 

6, 8 HR Recruitment 
Manager 

2015 - 2017 Trial completed with 
recommendations on 
whether to continue 
advertising via the site 

 

3.4 Job share policy to be 
reviewed to encourage 
advertising of job share for 
all posts 

6 HR  
Equality and 
Diversity 
Manager 

November 
2014 

Posts being advertised 
as open to job share 

Policy has been reviewed and 
revised and was approved by UEC 
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Gender Equality Action Plan 2014-2017 

New Action  
Action in Progress  

Action Complete 

Objective Action Principle Owner Timescale Success Indicator Progress at 21/11/2014 
3.5 Monitoring of 
enhanced procurement 
policy 

6 HR Recruitment 
Manager 

Annual 
review of 
applications 
data 

Applications from 
more diverse pool of 
people 

Enhanced policy was introduced in 
2014 

3.6 Updated promotions 
policy 

5, 7 Deputy Director 
HR 

Approval in 
January 2015 

Feedback on policy 
process via survey of 
those applying for 
promotion; 70% think 
the process is clear 
and fair 

An updated policy has been 
developed; the Senior Women’s 
Network has been consulted as part 
of the development process 

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

5 Assistant 
Director HR 
(Training and 
Development) 

Annually in 
November 

Increase in proportion 
of successful 
applications 

Sessions arranged and advertised for 
November 2014 

3.8 Quarterly analysis of 
exit survey responses 

5, 8 Assistant 
Director HR 

Quarterly Responses are 
analysed 

 

3.9 Adopt policy of 
allowing a term research 
leave following 
maternity/parental/ 
adoption leave  

5, 6 E&D Manager Approval 
November 
2014 

70% staff returning 
from maternity/ 
adoption/parental 
leave are using the 
scheme 

The policy has been approved by 
UEC 

Improve Diversity 
at leadership and 
management 
levels 

4.1 All Faculties and 
Departments to develop 
plans to improve the 
gender balance of their 
senior management teams, 
monitored through the 
annual planning process 

3 FPVCs 
HoDs 

2017 25% senior 
management positions 
in Faculties and 
Departments held by 
women in Social 
Sciences & Health and 
Arts & Humanities; 

Current examples of best practice 
include the expansion of the senior 
management teams in departments, 
e.g. inclusion of Athena SWAN 
champion in Chemistry, non-
portfolio position in Engineering & 
Computing Sciences 
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Gender Equality Action Plan 2014-2017 

New Action  
Action in Progress  

Action Complete 

Objective Action Principle Owner Timescale Success Indicator Progress at 21/11/2014 
15% in Science 

4.2 Explore possibility of 
sharing significant 
Department administrative 
roles to allow part-time 
senior staff to gain 
administrative experience 
and increase the diversity 
in Senior Management 
Teams. 

3 FPVCs 
HoDs 

2016 Discussed at Faculty 
Boards with HoDs 

 

4.3 Propose to 
Nominations Committee a 
review of Joint and 
respective committees of 
Council and Senate in 
terms of remit, 
composition and 
appointments process, 
with the ultimate aim of 
achieving 30% women on 
key committees by 2020 

3 Nominations 
Committee 

2014 Recommendations are 
endorsed 

A paper was considered by 
Nominations Committee on 
20/11/14. 

4.4 Establishment of and 
recruitment to all 
leadership positions to 
follow a standard approval 
process, i.e. job 
descriptions, clear 
appointment process, open 
advertisement, proactive 
encouragement/ 
recruitment 

3 HR January 2015 Agreed policy in place Process is being developed for sign-
off by Council in January 2015 
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Gender Equality Action Plan 2014-2017 

New Action  
Action in Progress  

Action Complete 

Objective Action Principle Owner Timescale Success Indicator Progress at 21/11/2014 
Improve our 
policies and 
practices to take 
better account of 
work/life balance 

5.1 Where possible and 
practical for Academic 
Session 2014/15 key 
decisions at scheduled 
Committees of Senate and 
Council will take place after 
09.15 and before 16.00 

6 Committee 
Chairs 

2014/15 Key decisions at 
scheduled Committees 
of Senate and Council 
have taken place after 
09.15 and before 
16.00, as noted in 
minutes. 

 

5.2 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.  

6 GES 2015/16 Scheduled 
Committees of Senate 
and Council will begin 
after 09.15 and end by 
16.00 

 

5.3 Strongly encourage all 
staff to schedule meetings, 
as far as possible, to enable 
colleagues to participate 
fully. 

6 UEC 2015/16 All staff informed via 
Faculty Boards and 
communication from 
the VC 

 

5.4 Each academic 
department to have a 
workload model which 
enables academic staff to 
see their workload relative 
to the anonymised 
workloads of colleagues. 

7 FPVCs 2015 Models exist and are 
monitored through 
the planning process 

 

5.5 Science Faculty to 
adapt University principles 
for workload allocation 

7 PVC Science January 2015 Principles developed  

5.6 Trial during 2014/15 at 
least 50% public lectures 
and seminars should be 

2 All staff 
arranging 
seminars 

2014/15 At least 50% public 
lectures and seminars 
completed by 6:15 
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Gender Equality Action Plan 2014-2017 

New Action  
Action in Progress  

Action Complete 

Objective Action Principle Owner Timescale Success Indicator Progress at 21/11/2014 

completed by 6.15 

5.7 Conclude review of 
University nursery opening 
hours 

5 HR 2015 Staff satisfied with 
opening hours (via 
user survey) 

Initial survey of staff revealed that 
some would like longer opening 
hours; HR is currently consulting 
with the nursery on the feasibility of 
this 

Improve the 
quality of and 
access to data on 
the gender 
balance of our 
staff 

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

6 HR Information 
Manager 

2015 People+ includes data 
for reporting on 
protected 
characteristics 

 

6.2 Reporting templates in 
People+ to generate the 
data required for Athena 
SWAN and GEM 
applications/monitoring 
(pending ECU publication 
of details) 

 Policy Support 
Officer (E&D) 
HR Information 
Manager 

2016 Reports exist  

Provide training 
and support so 
that staff at all 
levels understand 
their role in 
promoting gender 
equality 

7.1 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) 

2 Assistant 
Director HR 

2015 Training launched and 
found useful by 
participants 

 

7.2 Roll out unconscious 
bias workshops to all staff 

2 HR Michaelmas 
2014 

Staff attending 
sessions 

Unconscious bias training is currently 
available for staff via the open 
booking system 

7.3 Enhanced E&D website  E&D Manager 2015 Website live  



S14/51 
Appendix A 

 
Gender Equality Action Plan 2014-2017 

New Action  
Action in Progress  

Action Complete 

Objective Action Principle Owner Timescale Success Indicator Progress at 21/11/2014 
Enhanced 
mentoring, 
particularly for 
Early Career 
Researchers 

8.1 Targeted mentoring of 
Early Career Researchers 
(ECRs) 

5 CIG 2015/16 Termly events for 
ECRs 

 

8.2 Continue to engage in 
the Women in Academia 
Coaching & Mentoring 
programme 

5 HR Ongoing Durham continues to 
be represented on the 
programme, with at 
least one participant 
from STEMM each 
year 

In 2013/14 two if Durham’s seven 
participants were from STEMM 
departments; the programme is 
currently recruiting for 2014/15 

 


