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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 Erin McClymont 

Job title Senior Lecturer 

Email erin.mcclymont@durham.ac.uk 

Phone number 0191 334 3498 

Level of award applied for 

Bronze 

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. 

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 on departmental senior management team 

Durham Geography is one of the oldest and largest geography departments in the country. 
Research and teaching takes place across a range of topics from the humanities and historic, to 
social science and physical science, with a roughly equal balance of staff and students between 
physical and human geography. Geography has 131 academic staff, including staff on research-
only (43) and teaching-only (5) contracts, supported by 43 technical, administrative and support 
staff. The postgraduate community includes c.100 research students, and c.30 taught Masters 
students. All undergraduate courses are full time, on campus. The overall student body is around 
650 FTE undergraduates including single honours Geography (c.590), a fourth year cohort (c.35) 
completing an Integrated Masters; and c.60 non-single honours students taking our courses. 

mailto:erin.mcclymont@durham.ac.uk
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Geography is located in a compact cluster of 3 buildings within 100m of each other. We teach 
solely on the Durham campus using centrally allocated teaching spaces and through our own 
laboratories (8 in total). Some staff have responsibilities (e.g. faculty officers, research institutes) 
in other parts of the university within Durham, or on Queen’s campus (17 miles away, linked by a 
free inter-campus bus service). 

Geography is based in the Faculty of Social Science and Health along with 9 other departments. 
We are one of the largest departments in the faculty: we have the largest undergraduate intake of 
any single programme (c.17% of the total) and the largest research postgraduate recruitment 
(c.25% of the total). We are the second largest department by staff numbers (we hold c.17% of 
faculty staff). 

Research structures in Geography are monitored and periodically reviewed by Research 
Committee, evolving to fit emerging patterns of work, changing interests and staffing. We have 
adopted a ‘cluster’ approach where we do not group individuals but look for themes of work. In 
the last 3 years we have developed 4 human and 3 physical geography clusters, each with a 
convenor appointed by the Head of Department serving (usually) a three year term. Intersecting 
the clusters are 2 departmental research units that provide contract analytic services to external 
parties. Overlaying the department structures are faculty centres and university research 
institutes. We currently have 2 institute directors (both female) and 4 deputy/associate directors 
of institutes and centres (2 male, 2 female). 

We have a Head of Department, a Deputy Head, Research Director, Postgraduate Director, 
Education Director, and Services/Facilities Director. These positions comprise the ‘Departmental 
Management Group’ with the inclusion of our Executive Administrator. In 2012/13 our 
Department Management Group had a female:male ratio of 2:5. 
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A To address gender inequalities, commitment and action at all 
levels of the institution is required 

Senior management support 

Bronze 

Letter of endorsement from the head of department. 

Please find our Head of Department letter on page 35 of this document. 

 

Ongoing commitment 

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

In 2013, the 5 year Department Strategic Plan identified promotion of gender equality as one of its 
top four priorities. The Self-Assessment Team Chair was invited to take on the role in May 2013, 
and made an open call to the department for Self-Assessment Team membership. The team 
reflects different career stages, home responsibilities, and a range of academic, professional and 
support staff roles: 

Dr Louise Bracken is a Reader in Physical Geography, with experience across a range of managerial 
roles. (personal circumstances redacted). 

Professor Mike Crang is a Professor of Human Geography, with experience across a range of 
managerial roles. He is currently Deputy Head of Department. (personal circumstances redacted).. 

Dr Erin McClymont is a Senior Lecturer in Physical Geography and Chair of the Self-Assessment 
Team. (personal circumstances redacted). 

Ms Deborah Morgan is Executive Administrator to the Head of Department, which includes co-
ordination and discussion with staff on HR-related issues. She heads a team of 43 professional and 
support staff. (personal circumstances redacted). 

Dr Robert Shaw is a Teaching Fellow (fixed-term) having completed his PhD in the Department in 
2012. In 2011 he formulated work-life balance documentation for postgraduates. (personal 
circumstances redacted). 

Divya Tolia-Kelly is Reader in Human Geography and a mentor for the University Coaching and 
Mentoring programme. (personal circumstances redacted). 

Dr Jeff Warburton is Reader in Physical Geography, with experience across a range of managerial 
roles. (personal circumstances redacted). 
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Ms Samantha Waugh is a part-time, fixed-term, research technician who has worked in Durham 
since 2009. (personal circumstances redacted). 

Mrs Sarah Winship is Equality and Diversity Manager, and joined the University in 2008. (personal 
circumstances redacted). 

The Team met at least once a month during development of the application, with academic staff 
allocated credits in the department workload model. An initial scoping study by Durham Human 
Resources (staffing, recruitment, promotions) and Staff Surveys (2007, 2011) were used to identify 
potential areas for review. Staff and student information was collected in close collaboration with 
Durham Human Resources. Surveys of staff/research postgraduates (98 responses) and 
undergraduates/taught postgraduates (84 responses), alongside individual and group meetings, 
were used to explore experiences and recommendations. The Chair participated in the Faculty 
GEM Forum, a termly discussion meeting including the Dean of Diversity & Equality, the Equality 
and Diversity Manager, and other Self-Assessment Team chairs. 

The data collected by the Team was disseminated to the Department through the main staff 
meeting (Board of Studies). The Action Plan was ratified at the March 2014 Board of Studies. This 
full application document was circulated for staff consultation in April 2014. The Self-Assessment 
Team will meet termly, and continue to monitor and implement the Action Plan to ensure that 
gender equality remains embedded in department policies and practices (Action A1). 
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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) 

 

Research committee or equivalent (see table T5) 
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1. How does line management work in the department? How are line managers chosen, do the 
roles rotate? 

The Head of Department is line manager for all academic staff and independent research fellows. 
Section Heads and Principle Investigators line manage support staff and post-doctoral research 
associates, respectively. Management of department activities is undertaken by four committees, 
for Research, Education, Postgraduates, and Services. The Chair (Director) of each committee is a 
member of the Department Management Group, which also includes the Head and Deputy Head 
of Department, the Executive Administrator plus a “member without portfolio” who rotates on a 1 
term basis via an open call to the department. The gender balance of the Department 
Management Group currently reflects the gender balance of senior staff (c. 30% female, Figure 1). 
Vulnerability to small staff numbers is demonstrated by the 2012/13 drop in female 
representation reflecting replacement of the (female) Deputy Head by the incoming (male) Head. 
The gender of the person undertaking a specific role can also have an impact on gender balance 
reported for multiple committees. For instance, the female Postgraduate Director (in post since 
2011) is a member of Research Committee, Postgraduate Committee, and Department 
Management Group. 

Education is the largest committee (11 members) and manages undergraduate and taught 
postgraduate programmes. Female representation is always low (<26%, Figure 2). The Services 
committee which manages space, IT and equipment, has also tended to have low female 
representation (18-33%). Both Education and Services have always had male Directors. In contrast, 
women currently play a prominent role in research leadership: Directors of Research, 
Postgraduates, and Research Ethics are women. This is the first time that a woman has been the 
Director of Research. The Research committee (8 members, Figure 3) has maintained gender 
balance over the last 3 years. Research committee includes Research Cluster Leaders, usually ‘mid-
career’ staff, whose gender balance reflects career stage differences between human (2 female, 2 
male) and physical geography (3 male; Figure 4). At University level, female Geography staff hold 
directorial posts on four of the six University institutes/centres linked to the Department. 
Department staff are also members of University Senate (1 female, 5 male in 2012/13) and 
University Council (3 male in 2012/13). 

 

A medium-term (five year) planning model is used to allocate major administrative roles and 
ensure succession planning. Advanced researchers (Readers, Professors) typically chair 
Department Research, Education and Postgraduate committees, but also hold posts on other 
University research bodies (e.g. centres and institutes), are mentors for early career staff, and 
undertake Annual Staff Reviews. 
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The Head of Department role rotates every three years. Academic staff are individually consulted, 
in person, for nominations around 12 months ahead of appointment. Nominees are confidentially 
invited to submit their application to the Faculty Pro-Vice Chancellor. Confirmation of the 
successful candidate is announced and approved at Board of Studies, and the candidate becomes 
Deputy Head for 1 year. The other major administrative roles in the Department also rotate on a 3 
year cycle, often involving staff moving positions within a committee (e.g. from Deputy to 
Director). Discussion around staff roles occurs with the Head of Department, with guidance from 
Department Management Group. 

2. What is the department doing to address gender imbalance on committees? What 
success/progress has been made? 

In 2013 a review of projected Directors and their Deputies forecast the potential for key 
management roles (and the Department Management Group) to become 100% male by 2015. This 
finding was at odds with recent growth in female professoriat numbers. Our GEM survey also 
reported that the opportunity to contribute to Department processes is perceived as open, with 
no difference in opinion across genders. However, both transparency around the recruitment 
process and the size of the management roles were highlighted for improvement, especially 
where the Director was not supported by a Deputy. The latter was felt to be potentially 
disconcerting for fractional/flexible staff (who tend to be women). 

The Department has moved quickly to address this forecast imbalance. From 2013/14, several 
administrative roles are opening up including Research Director, Director of Admissions, and their 
deputies. In 2013/13 the Board of Studies endorsed an open selection process, with published 
calls for applicants, formal role descriptors, and a clear structure of appointing deputies to 
succeed as Directors. This process will be monitored to ensure no gender bias, and to ensure 
female representation in senior management with consideration for impacts on staff workloads 
(Action B1). Our target female representation (30%) reflects our senior academic staff gender 
balance. 

Surveyed staff had more negative and gendered views about the opportunities to contribute to 
University decision making. 52% of female academic staff (28% male) disagreed that they were 
encouraged to represent the Department. Initiatives to promote female representation on 
university-level committees are underway via the University’s Diversity and Equality Advisory 
Group, with implications for senior staff in all departments. We will seek to identify the causes of 
more negative perceptions of university committee membership, and consider whether support at 
Department level is required (Action B2). 

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

All decisions made by Department committees are reported to Board of Studies for ratification, 
discussion and comment. Board of Studies can, and has, returned decisions back to the 
committees for further discussion and revision where required. Teaching and Research “away 
days” are scheduled each academic year to ensure detailed discussion around these key activities. 
For example, the 2012 Research Away Day discussions led to a revised cluster structure for 
Physical Geography. In 2013/14, four major reviews of Department policies and practices are 
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underway (Education, Exams and Assessment Review, Space, and Communications). Through a 
series of surveys and focus groups all staff have been consulted (both academic and support). 

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

Consideration of gender equality has largely been practical in nature (e.g. committee meeting 
scheduling) and quickly resolved. Surveyed staff commented positively about opportunities to 
contribute to the department, and agreed that staff meetings are generally held within ‘core 
hours’. However, examples also emerged of staff being members of committees whose meetings 
were scheduled on days that they did not work, an impact most likely felt by female academic staff 
who are more likely to work flexibly/part-time (see Table 18). 

In 2013/14 the Department introduced a new proforma for items requiring approval at Board of 
Studies. New policies must include 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. 

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

Heads of Department attend a University leadership programme, which includes information on 
the legislative context of equality, as well as equality issues more broadly. Training for other senior 
management roles varies and is usually informal e.g. shadowing a predecessor, acting as Deputy 
(although they may have distinct job descriptors) and/or being a committee member. The Chair 
and Secretary of the Board of Examiners have formalised university training, which focus on 
assessment procedures and protocols and incorporate some diversity-relevant information e.g. 
mitigating student circumstances. Job descriptors for senior management now allow staff to see 
what is expected of the role, what responsibilities the job entails, and what training needs are 
required. 
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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? 

The commitment to promoting gender equality in the 5 year Department Plan means that gender 
equality is now a strategic item in every Board of Studies, and the new proforma for Board 
business highlights this consideration. Prior to this, a Department work-life balance policy was 
ratified (May 2013), which outlines the benefits of work-life balance for all staff, and presents 13 
key principles. These include: commitment to supporting flexible working, recognising quality over 
quantity of work, and promoting a collegial working environment. Concerns have been raised (see 
Section E) that more could be done to promote this policy and translate it into department 
practice. Although the policy is adopted for all staff, the direct impact of commitment to 
flexible/fractional working has most impact on the female staff with these contracts. In seeking 
gender balance in Department committees, we also recognise that it is also important to monitor 
staff workloads, and ensure that staff skills/experience are valued (avoiding ‘tokenism’; Action C1). 

The only senior management who have had formal gender and equality training in relation to their 
current roles are the Head of Department and the REF co-ordinator. Senior academics with 
relevant training did so for other roles (e.g. staff recruitment). More than 50% of the surveyed 
academic staff have had no training in equality and diversity, and >78% had no training in 
unconscious bias. To maximise consideration of gender equality in committee decisions, we will 
ensure specific diversity training is undertaken by Directors and their Deputies, alongside 
continued monitoring of our practices and implementation of our new Board of Studies proforma 
(Action C1). 
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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? 

The impacts of fractional working and career breaks on research activity are reviewed through the 
REF application. Addressing broader impacts of policies/practices currently requires individual 
mediation via the Head of Department and/or by individuals presenting their points to Board of 
Studies. Both approaches could be viewed as intimidating steps given the absence (until now) of a 
strong Department commitment to promoting gender equality. However, the work-life balance 
policy resulted from a fractional contract staff focus group (2012) where unclear expectations of 
productivity and associated priorities were highlighted. An all-male physical geography seminar 
programme (2012/13) prompted a more proactive approach to inviting female external speakers, 
giving them first choice at seminar slots. 

Human Resources Staff Surveys (2007, 2011) give Department-level data on staff satisfaction with 
a range of issues (e.g. work-life balance, workloads), although the data is not aggregated by 
gender. Our GEM Survey included several of the Staff Survey questions for comparison, and 
identified a range of experiences which require investigation: repeat surveys will determine 
whether our policies and practices are impacting gender equality (Action C1). Monitoring of 
female representation on committees and impacts on individual workloads is also required (Action 
C1). 

 

3. Does the gender balance of staff whose research outputs were submitted to UK funding 
bodies’ Research Excellence Framework 2014 (see table T6) reflect the gender balance of 
department staff eligible to submit to the REF?    

All eligible staff in the Department of Geography were submitted to REF2014 (Figure 5); our 
gender distribution thus reflects our academic staff (note that Table 6 includes fixed-term 
Research Fellows as well as open-ended academic staff). Our REF documentation highlights our 
increase in female academic staff since REF2008 (from 28% to 35%) and the role played by women 
in research leadership. 
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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? 

No gender imbalance was identified. In our commitment to ensuring gender equality we recognise 
that this must continue to be monitored for future REFs. The Department REF committee will play 
a key role in ensuring that those on fractional/flexible contracts (male and female) are supported 
in the production of the required outputs and impact case studies. 
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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. 

No Geography students were on access or foundation courses at Durham over the 3 years of this 
application. However, we do also recruit small numbers of students (0-2 per year) from the 
University Foundation Centre (www.dur.ac.uk/foundation.centre) which offer programmes to 
prepare students for degree-level study, including mature or international students. 

= 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. 

Geography is not defined as SET/non-SET in the Higher Education Statistics for students, but is SET 
in staff statistics. We make our comparison to SET and non-SET subjects, given strong social 
science (Geography BA) and natural sciences (Geography BSc) components in our undergraduate 
degrees. 

Over the last 3 years, 56-59% of Geography undergraduates were female (Figure 6), below non-
SET (62%) and above SET (38%) subject totals. All Geography undergraduates and taught 
postgraduates are full-time as only exceptional circumstances allow part-time study. 

Most Geography postgraduate students are male. Female taught postgraduate representation 
(average 38% but highly variable) is below the national average for SET (51%) and non-SET (60%) 

subjects. Postgraduate research degrees have a stable female cohort of 43% (3%) over the last 3 
years, similar to the national picture (45%). Part-time study for postgraduate research students is 
present but very low for both genders (3-12%, compared to the national picture of 25-30%) and 
without a clear trend through time. 

http://www.athenaswan.org.uk/content/factsheets
http://www.dur.ac.uk/foundation.centre
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= 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 

The female:male ratio of our students (Table 8) strongly reflects the gender balance of our 
applicants (Table 9) i.e. females dominate undergraduate applications, males dominate 
postgraduate applications. There is consistently a higher success rate (converting an application to 
an offer) for female undergraduates and postgraduates (56-73% female, 49-64% male), but there 
are always much higher numbers of male postgraduate applicants. 

The gender balance in our Department is thus reversed between undergraduate and postgraduate 
studies. Although this partly reflects the national picture, we recognise that we do not have any 
specific initiatives in place to attract female applicants to our postgraduate degrees. Our 
undergraduate survey did not explain the shift: 74% female students agreed they were 
“encouraged to take up opportunities for career development and further study in geography” 
(60% male). Only 11% female respondents said that gender imbalance in higher education would 
affect consideration of working in this sector. We will investigate the drivers for our current 
postgraduate applicants, and review our postgraduate marketing documentation to highlight our 
GEM commitments and to ensure no unconscious bias (Action D1).  

 

= Degree classification of first degree and other undergraduate qualifiers by gender (see table 
T10). Describe actions being taken to ensure assessment processes are unbiased. 

Female undergraduates consistently achieve a higher proportion of first class degrees than male 
students (Figure 7). Male students consistently achieve a higher proportion of 2:2 classes. The 
percentages for Third Class degrees are skewed by very low numbers (1-3 students per year). 
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The Department has strict anonymity procedures in place for all students, which ensure that the 
quality of the work is assessed first and foremost. Our procedures are robust in ensuring that bias 
does not enter our assessment procedures and in the classification of our degrees, which our 
external examiners repeatedly emphasise as exemplary practice. 

The top performances of our female undergraduates are not translated into postgraduate study. 
However, relatively few of our own graduates stay in Durham; Figure 7 thus represents two 
different cohorts of students (undergraduates/postgraduates). Durham’s Careers, Employability 
and Enterprise Centre collates and circulates graduate destinations for departments; the centre 
has agreed to aggregate this data by gender for us in future so that we can determine whether 
there is a difference in destination (Action D1). 

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. 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. 

Since 2012 the Department has recruited 52 staff (58% female) across a range of contracts and 
roles (Table 11). Both male and female staff have been appointed as Professors (UCEA 5A/5B) and 
Senior Lecturers (XpertHR-J). Of 37 staff appointed to XpertHR-K, 51% were female. This category 
includes fixed-term contract staff (Researcher/Teaching Fellow) and so contributes to a higher % 
of female staff being fixed-term (see Section F). In Physical Geography, where women are 
currently under-represented (Figure 4), 3 female and 3 male Lecturers (XpertHR-K) have been 
recruited; two of these posts (1 female, 1 male) are proleptic, but will result in five (18%) female 
physical geography staff on open-ended contracts by 2018. A high proportion of new professional 
and administrative staff are female (75-100% across 9 positions), whereas the single technical 
appointment in 2011/12 was secured by a male applicant. 
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The percentage of female applicants is below the national gender balance for academic staff (48% 
SET, 58% non-SET), although higher success rates indicate that we are attracting high quality 
female applications. For senior grades, female applicants have been below 15% (UCEA 5A/5B and 
XpertHR J). It is not clear why such low numbers of female applicants are recorded. The 
Department’s recruitment procedures comply with University policies on equal opportunity. 
Selection panels always include staff who have undergone Human Resources training, and we 
always aim to ensure that at least one member of staff is female. Durham University has also been 
awarded the Two Ticks Symbol by JobCentre Plus, which demonstrates a proactive approach to 
employing disabled people. 

We will review our Department recruitment documentation to ensure that our adoption of GEM 
principles is promoted (e.g. flexible/fractional working) and that neither the content nor wording 
of the job descriptions contains gender bias. Staff will be advised to actively identify and 
encourage female candidates. Our recruitment procedures will continue to minimise bias, 
including adoption of university-level recommendations for interview panels to have 2 female and 
2 male staff (Action D2). 

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. 

A ‘pre-induction’ pack of information is given to new staff, tailored to grade/role. A university 
induction event is run twice a year and includes information about equality and diversity. 

All academic staff meet the Head of Department in the first few months to arrange probationary 
agreements and to discuss department practices. Staff are allocated a mentor during their 
probation (Section D3). A “New Staff Induction” section of the internal department website 
includes information on commitments to the Researcher Concordat (for research staff/fellows), 
and Department policies on work-life balance, the workload model, and Annual Staff Review. 
Induction is thus generally ad hoc and informal, can occur sometime after arrival, emphasises 
policy rather than practice, and relies on line managers to provide information to new starters. 

For early career lecturing staff, a probation requirement is usually to complete the Postgraduate 
Certificate in Academic Practice (PGCAP). There is limited discussion of gender/diversity issues 
beyond consideration of disability support. All staff are encouraged to apply for university training 
programmes, identified as part of the annual appraisal system. A Diversity and Equality training 
course is available on a monthly basis: however, 62% of surveyed staff have not taken this (with an 
equal male/female split). While the department supports staff training, including crediting hours 
for longer programmes into the Workload Model (e.g. PGCAP), only 51% of female and 45% of 
male surveyed staff report having been encouraged to take training. 

Through wider promotion of GEM principles in our recruitment documentation (Action D2) and 
creation of more practical advice on how we implement these policies at department level (Action 
D3) we aim to increase awareness of gender equality as part of staff induction. New staff will also 
complete university training in Equality and Diversity if they arrive after our Department-level 
training is completed (Action E1). 
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3. Comment on career development and progression, looking at staff in all levels. 

Overall, 35% of academic staff are female (2012/13), falling from 44% over the last 3 years (Table 
2). The gender balance within the department varies by career stage, by contract (fixed-
term/open-ended, Table 20), and by physical/human geography expertise. Figure 8 presents staff 
distribution according to department roles/promotion status. Postdoctoral research associates 
and Teaching fellows (fixed-term) are 50% female, whereas independent research fellows (fixed-
term) are 28% female. With increasing seniority in open-ended contracted staff there is a 
reduction from 40% female (Lecturer, 15 staff total) to 28% (Professor, 29 staff total). The increase 
in female staff at Senior Lecturer grade is strongly influenced by the low total numbers (only 4) at 
this grade. Our overall gender balance is comparable to the wider University for all academic staff 
(34% female), and higher than the university professoriat (18% female). As noted above, more 
female staff have been recruited to Lecturer grade in the last 3 years, and there has been a 
notable increase in female physical geographers. Progression of these staff to more senior roles 
will address the reduction in female representation with grade. 

 

Career progression for all staff is reviewed through 3 systems: (a) mentoring, (b) Annual Staff 
Review (see Section D4), and (c) applications for promotion (see Section D5). Mentoring emerged 
as an issue from the staff GEM survey. Many staff indicated that they did not have a mentor (33% 
female, 42% male). Female academic staff ranked their Department mentoring as the least helpful 
for career development: 30% disagreed that they had useful mentoring opportunities (16% for 
male staff), and 30% disagreed they had received support and practical advice for developing their 
career (19% for male staff). Both male and female staff considered the formal Annual Staff Review 
to be helpful (87% female, 78% male support), as well as informal mentoring within the 
department.  However, the Annual Staff Review (discussed in Section D4) is detached from 
discussions about promotion for academic staff. Within the university, the Coaching and 
Mentoring Network is being implemented alongside a Senior Academic Women’s network. 
However, awareness of these schemes within the department is limited, and there is a focus on 
senior female academic staff. 

To improve support for female academic staff in career development and progression the 
department mentoring policy will be reviewed, to include identifying why female staff do not find 
value in the existing system (Action D4). 
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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 are appraised through the formal Annual Staff Review system. The proforma and schedule 
(August-December) is set by central Human Resources. Appraisers are chosen by the Department 
Management Group, and all academic staff are offered the opportunity to request a different 
reviewer. Postdoctoral researchers are reviewed by their line manager using the same paperwork. 
All appraisers undergo training through Human Resources, either through a training session or 
online tutorial. 

Ahead of the review, staff reflect on achievements and challenges over the preceding 12 months. 
The review discusses these outcomes, and identifies objectives for the following year including 
training/development needs. For academic staff, a 5 year Personal Research Plan is also included. 
Prior to 2013 the proforma was passed for approval by the Head of Department, and the research 
plan was passed to the Research Director for reference.  From 2013/14, a new system was 
implemented whereby staff can be recommended to draw on wider department expertise to 
support development needs (e.g. teaching, grant income). 

Separate from the annual appraisal, the department reviewed staff progress towards REF outputs 
through a pool of senior staff (Readers and Chairs) as the REF Working Group. Individual staff were 
allocated a REF mentor depending on research area and career stage. The REF mentoring system is 
currently under review through staff consultation and so we do not comment on it here. 

Human Resources promote the appraisal process as a means for feedback and forward planning, 
not as a focus for discussions around promotions. The appraisal process was ranked top by female 
staff for supporting career development (ranked 2nd by male staff). Most staff identified this 
process as useful for providing information on promotions processes; however, 26% female and 
36% male staff disagreed. Repeat reviews of staff experiences of the appraisal process (Action A1) 
will monitor whether the new department system is perceived to increase support for career 
development opportunities. 

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. 

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 

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

= 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 
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= 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. 

Applications for promotion are reviewed by the University Academic Promotions Committee via 
Human Resources, using a proforma which covers Research, Education, and Service. The 2013 
proforma includes a section early in the application on Contextual information (e.g. maternity 
leave, career breaks). University expectations for each grade are outlined.  

Geography staff are informed of the promotions process by email in the autumn teaching term. 
Potential applicants are invited to submit a draft application (as a CV) to a department advisory 
group, which includes the Research Director, Education Director, Head and Deputy Head, and a 
previous member of the Academic Promotions Committee. The advisory group discussions take 
place in strict confidence. Individual feedback to all potential applicants is provided against the 
promotions criteria by the Head of Department. If the advisory group recommends an application, 
staff are invited to complete their application. 

The advisory group (and thus department support) for promotions applications relies on staff 
making the decision about whether they are ‘ready’ to be reviewed, drawing on informal advice or 
personal motivation given decoupling of promotions and annual appraisal processes. Most staff 
(74% female, 80% male) stated that they understood the promotions process, but both male and 
female staff reported never having been encouraged to apply for promotion. Our staff survey 
revealed disquiet around the internal review process: several female staff were cautioned about 
managing risk of failure rather than viewing the process as a feedback opportunity. Both genders 
reflected on a lack of formal system for encouraging promotions applications, leading to 
perceptions of patronage for selected staff. The university runs workshops on ‘demystifying 
promotions’, and the department ran promotions workshops in the past, but few staff highlighted 
these as helpful. 

Over the last 3 years, female staff had a 100% success rate in promotions applications, and twice 
comprised >60% of successful staff (Figure 9). In 2010, there was a single female professor (17 
male); in 2012/13 we have 8 female professors, through a combination of promotions (5 female 
staff) and recruitment. In the absence of department initiatives to encourage women to apply for 
promotion, and without evidence for a shift in the number/distribution of staff applying, we view 
the recent promotions successes as a foundation from which to formalise support for applications 
in the future. We will reflect on the links between mentoring (Action D4) and promotion, 
especially for female staff, and develop a more proactive, supportive and inclusive process within 
the department (Action D5). Our staff survey identifies that a key aspect of increasing confidence 
in the promotions system is to ensure that the feedback given to candidates is constructive and 
supportive. 
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Progression of female academic staff to leadership roles is also required to ensure gender equality 
in decision-making (Action B1). More active dissemination of information from the Senior 
Women’s Academic Network is needed (Action D6), since such networks are not advertised or 
available to the early or mid-career female staff whose career development and leadership will 
have a longer term impact on the department gender profile. In 2012/13 two female early career 
staff participated in the University Leading Research Programme following open calls by the 
Research Office and Head of Department approval. The department will continue to support this 
initiative (available to men and women); Geography has also committed to nominating a member 
of academic staff each year to the national Aurora leadership programme for women (Action D6). 

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. 

In the last 3 years 56 staff have left the department, with similar rates for both genders. All 4 UCEA 
5A/5B leavers were male, 4/7 XpertHRJ leavers were female. The largest group (XpertHRK, 42 
staff) includes both fixed-term and open-ended contract staff; although the gender balance 
fluctuates from year to year it averages 55% female. The destination of these leavers is not known. 
We are aware of at least 11 contract research staff making transitions to other postdoctoral 
research positions and/or open-ended lecturing positions since REF2008, but this data is sparse 
and patchy. We support the Human Resources initiative to implement exit questionnaires for all 
departing staff to understand better the reasons for departure (Action D7). 

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. 
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Where applicable, this may include providing details of additional funding arrangements available 
(e.g. budgeting maternity cover into research grant applications). 

In line with HR guidance, staff are advised to inform their HR representative at an early stage, and 
to provide the Head of Department with early notice to aid planning to cover absence. Formal 
notification of pregnancy should include notes of return dates and the selected payment option 
for maternity leave. A comprehensive set of frequently-asked-questions is provided by the central 
human resources website. Teaching and administrative duties are covered by colleagues or 
temporary appointments during leave. None of our surveyed female fixed-term staff indicated 
caring responsibilities, but postgraduates raised concerns about the precarious nature of student 
status potentially affecting maternity rights. Support for fixed-term staff during maternity is 
affected by the nature of the contract and the funder of that work (e.g. how close to the end of 
the overall research contract the maternity falls). 

Staff are entitled to return to work on the same terms and conditions and the University (through 
the Head of Department) gives serious consideration to requests to vary working patterns (Section 
D10). Any staff requesting fractional working (not just those returning from maternity leave) are 
advised that a future return to full time work cannot be guaranteed. Staff commented that this 
can be a stressful decision since it impacts on contractual agreements yet the member of staff 
involved is unlikely to know immediately whether flexible/fractional working options will work for 
them.  

During maternity leave, paid “keeping in touch” days can be used if agreed by staff and the Head 
of Department. There has been variable take-up of these days. Surveyed staff noted a range of 
experiences and practices in their return to work. Positive comments were returned about overall 
department support, but some staff had never had a return interview with the Head of 
Department, others could not access their work space on return, and others immediately returned 
to full teaching and administrative roles (the latter not necessarily discussed or anticipated when 
they went on leave). A steep learning curve was described, especially in identifying changes in 
policy and procedure implemented during their absence. When asked about introducing a term of 
research leave on return, staff noted that this could be isolating and thus unsupportive, and that 
expectations around outputs from that leave would need to be very clear (e.g. writing a REF 
output would be unreasonable). The main theme underpinning staff concerns is a need for 
personal communication as a means of support for easing the return to work. In line with our 
promotion of GEM principles (Action A1) we will clarify and highlight practical guidance on 
arranging and managing leave. We will implement individual meetings with key directors for 
overviews of change (within keeping in touch days), and implement a reduced term of teaching 
and administration on return to support all staff returning to work (Action D8). 

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

If it is low, what plans are in place to improve this rate? If the department is unable to provide a 
maternity return rate, explain why. Data on staff whose contracts are not renewed while on 
maternity leave should be included in this section. 

Two female staff on open-ended contracts took maternity leave (2010/11, 2012/13), and both 
returned to the department. No fixed-term staff took maternity leave; however, prior to 2010/11 
the department experienced challenges in supporting fixed-term contract staff on leave due to 
restrictions placed by the external funders (e.g. unwilling to grant no-cost extensions beyond the 
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original project deadline, or the maternity leave payments lead to potential over-expenditure on 
awarded salaries). In our new department guidance (Action D8) we will clarify the options 
available for fixed-term contract staff, and we will lobby the university about wider support. 

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. 

Has this improved or deteriorated and what plans are there to improve further? If possible, 
compare actual take-up with potential take-up. If you are unable to provide this data, explain why. 

No male staff took paternity leave, although 3 were eligible according to Human Resources data. 
No staff applied for additional paternity leave nor declared eligibility. One female took adoption 

leave. Our survey identified 7 staff eligible for paternity leave (having children aged 3 years), 
showing that some male staff do not declare their circumstances. In drafting our new department 
guidance (Action D8) we will investigate why male staff are not using leave entitlements, and 
ensure they are aware of both eligibility and practicalities of 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. 

Geography’s work-life balance policy (2013) highlights the importance of supporting staff on 
fractional/flexible contracts, regardless of gender. Requests for flexible working are usually 
managed informally via local discussions with the Head of Department. A formal request for 
flexible working constitutes submission to Human Resources if an agreement cannot be met. In 
the last 3 years, all academic staff who have submitted a request to the Head of Department have 
had flexible working approved. From 2011/12 a department record of staff availability was 
implemented to support requests to central timetabling. Figure 10 below shows flexible working 
arrangements in 2011/12 and 2012/13, spanning all grades (Lecturer through Professor) and both 
genders. 
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Both men and women indicate that they feel supported by their line manager in requests for 
flexible working (92% F agree, 95% M agree). Concerns exist around whether department culture 
supports this in practice (Section E). Our survey indicated a gender difference in how flexible 
working is considered by academic staff: 97% of men are full time (77% women), whereas 66% 
men indicated that they had caring responsibilities (47% women). As observed for career 
development, female staff are more likely to value the more formal routes for support, whereas 
men work flexibly without declaring it in legal terms. This may also impact perceptions around 
progression: 44% of female staff (but 17% of male staff) disagreed that staff who worked part-time 
or flexibly were offered the same career development opportunities as those who work full-time. 
Through our revised documentation on practical adoption of GEM principles (Actions D8) and 
department cultures (Action E2) we will promote flexible/fractional working practices. 

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

Our flexible working arrangements apply to any staff with any caring responsibilities (children or 
adults). 

 

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. 

Our GEM application is the first over-arching review of staff progression with reference to issues 
of gender and of working practices. Our staff survey indicated a difference in perception around 
progression for fractional/flexible staff but also highlighted positive views of our department 
(Section E). Our Actions towards mentoring, career development, recruitment and leadership will 
be monitored through repeated review of staff experiences in the next 3 years (Action A1). 
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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? What do staff think about working in the department? 
What kind of social spaces do you have, and how supportive are staff of one another? 

An edited version of the UKRC Cultural Analysis tool was employed in our staff/ research 
postgraduate survey. We added questions previously used in Human Resources Staff Surveys (e.g. 
“I have a good work-life balance”, “I have good support at work to help me balance my work and 
personal commitments”). 

Overall, staff were positive about the Department: all but 1 woman and 1 man agreed that it was 
“a great place to work for women/men”, respectively. When asked whether men and women 
were paid an equal amount for doing the same work or work of equal value, 36% of female staff 
(26% male) disagreed; what underpins this perception is not clear from the survey comments. 
Staff commented favourably on informal support within the department (Section D3). 

Geography has its own common room which provides tea/coffee to all staff and postgraduates 3 
times per day, and is available as a social and work space. Break times are popular; many survey 
respondents identified the common room as a valued area for social and work activities, which we 
will continue to support (Action E1).  

Surveyed staff agreed that complaints about harassment, bullying or offensive behaviour would be 
effectively dealt with, and the department has a Personal Harassment Officer. However, 36% of 
female staff agreed they had experienced a situation(s) where they felt uncomfortable because of 
their gender (compared to 3% of male staff). It was not clear when these situations had occurred 
or whether they were formally resolved. Free comments in the surveys of staff and 
undergraduates include situations of ‘jokey’ sexist remarks within meetings, comments about 
female staff appearance, and gendered descriptions of behaviours e.g. ‘difficult/bossy women, 
decisive/forthright men’. To ensure that the GEM principles are understood and adopted (Action 
A1), all staff will receive department training in diversity and equality in collaboration with Human 
Resources (Action E1). 

Communication between senior management and staff was agreed (81% female, 91% male) to be 
effective. Several survey respondents commented that we could do more to celebrate our 
successes, beyond email announcements, which we will feed into our department 
Communications Review. In general, staff felt able to voice opinions, but noted that improvements 

http://www.athenaswan.org.uk/content/factsheets
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could be made in how staff feed their views into Department decisions. Board of Studies provides 
an open forum for discussion, but some staff felt that there was a hierarchical element and a 
feeling of not wanting to “waste time”. Surveyed staff noted gendered judgements around 
behaviours (outlined above), and support staff commented that their views were not always 
heard. Our promotion of GEM principles includes emphasis on a department culture of respectful 
engagement and courtesy, so that all individuals can express opinions and be heard (Action E1), 
and greater consideration of gender equality in all levels of decision-making (Action C1). 

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? 

Line managers and the Head of Department convey information to new and existing staff around 
policies/procedures, using our internal website, emails, and reports to Board of Studies. We 
recognise that some of this information is patchy, and that staff usually seek information 
independently at first. Improvements to our internal website (Action A1) will provide a clear, 
concise, but comprehensive set of information to enable staff to identify the policies/procedures 
which are most relevant for them. 

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

Promoting gender equality is one of the department’s four strategic goals, meaning that gender 
diversity will remain as a top agenda item in Boards of Studies. We have already begun to consider 
and address the impact of female progression and leadership on gender diversity in senior 
management (Section B), postgraduate study (Section D), and support for leave (Section D). 

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

Our work-life balance policy states that the Department “will timetable events, wherever possible, 
between 9am and 5pm”, although no “core hours” are defined. Hence all meetings and seminars 
are timetabled between 9am and 5pm. The two main social events (the summer barbeque and 
Christmas party) begin early in the afternoon, and staff are encouraged to bring their families. 

Surveyed staff generally agreed that staff meetings and research events are completed in core 
hours, enabling those with caring responsibilities to attend. However, for research events 26% of 
female staff (15% of male staff) thought they could be better scheduled. More female staff have 
fractional/flexible working arrangements: organising events within more narrowly defined and 
specified core hours could address the gendered impact of research event scheduling. Both our 
GEM survey and the 2012 staff focus groups raised concerns about fractional staff being asked to 
work outside their stated hours. Surveyed staff indicated that blocking time for both committee 
meetings and dedicated research activities would support the ring-fencing of research and 
teaching activities. The first step towards this is identifying and adopting a set of core hours for 
committees and research activities (Action E2). 



 

25 
 

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

Previous Staff Surveys indicated that 83% (2007) and 81% (2011) of all department staff agreed 
with the statement “I have had to put in a lot of extra time in the last 12 months to meet the 
demands of my workload”. Our GEM survey (2013) indicated that 91% of female academic staff 
(79% male) agreed in 2013, and 44% of female academic staff (33% male) agreed that their 
“current workload was too much and [they] were struggling to cope”. Only 40% female academic 
staff (67% male) agreed that they had a “good work-life balance”. Concerns were raised around 
respecting work-life balance for all staff, including out-of-hours email traffic, last minute requests 
for information, and a feeling of ‘always working’. Surveyed staff commented on managing mixed 
messages around quality/quantity of work and taking on new/additional roles. Our department 
workload model (Section G2) aims to mitigate overloading staff. Some tensions arise from 
engagement with external activities (e.g. reviewing publications, sitting on national committees) in 
addition to department workload. 

The work-life balance policy notes that different staff work in different ways, emphasises that long 
hours are not expected, and highlights the difference in impact of deadlines for full/fractional 
staff. Our survey indicates that that most staff (and more women) are not balancing their 
workloads within the nominal work hours. Promotion of a culture which respects work-life balance 
for all is required (Action E2), including consideration of gendered impacts of procedures (Action 
C1), identifying core hours for teaching and research (Action E2), minimising last-minute requests, 
and encouraging senior management (men and women) to lead by example. 

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)?  

Geography’s Research Office records engagement in outreach events. Good responses are usually 
received from open-ended contract staff but less so from fixed-term staff. Several staff are STEM 
Ambassadors, including female physical geographers. Figure 11 indicates that more male 
academic staff participate in outreach activities; female staff are therefore under-represented in 
external engagement activities. Our staff survey indicated that both female and male staff 
disagree that these activities are accounted for in workload and promotions criteria (71% female, 
52% male). Female staff may therefore see this as a low priority activity, given higher percentages 
of fractional/flexible contracts staff and a perceived lack of recognition. In Section G we consider 
ways of supporting female academic participation in external engagement through increasing the 
value the department places on these activities. 
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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? 

Fixed-term contract staff are split equally by gender in 2012/13. Female representation is thus 
higher than for open-ended contract staff (37% female), reflecting national trends in the discipline, 
and academia. The result is that female staff are being lost to the department in the transition 
from fixed-term to open-ended contracts. Fixed-term staff are typically Teaching Fellows, 
independent Research Fellows, and funded by grants. We abide by legal obligations of 
deployment, and aim to support career development through the annual appraisal system and the 
associated identification of training needs. Conversion of fixed-term contracts to open-ended 
positions may be related to the relative seniority and/or independence of the post-doctoral 
researcher. Research fellows are included in department REF submissions, attend Board of 
Studies, and are supported as potential ‘future leaders’ by their funding bodies. In the last 3 years, 
five independent research fellows (2 female, 3 male) have secured open-ended contracts in 
Durham Geography, and many of our fixed-term staff have secured open-ended contracts in other 
UK institutions (although our exit data is patchy, Action D7). We support independent research 
fellowship applications (e.g. through internal reviews), but note that 28% of independent research 
fellows are female, lower than for overall fixed-term staff (2012/13). To address the current 
gender imbalance in research fellows, who may have higher potential for securing open-ended 
contracts, we will identify, encourage and support fellowship applications by female staff (Action 
F1). 

Fixed-term staff raised concern about the implications of multiple short-term contracts on having 
families. Just two of the 27 fixed-term contract respondents (7%), both male, reported having 
caring duties for children, compared to 57% of open-ended contract staff. As noted (Action D8) we 
will increase provision of practical guidance on flexible/fractional working and leave for all staff, 
although support for staff on leave can be dependent upon the external funder (Section D8). 

Female staff respondents value formal support mechanisms to a greater extent than men, but 
fixed-term contract staff indicated that formal support was weaker than informal. Fixed-term 
contract holders tended to be more ambivalent in their views of the department as a place to 
work, being more likely to choose either ‘N/A’ or ‘neither agree not disagree’ than open-ended 
contract staff. While this is perhaps unsurprising since many fixed-term staff have spent less time 
in the department, it potentially reveals an alienation from department practices, despite research 
staff having representatives on Board of Studies. For example, only 25% of fixed-term staff showed 
awareness of promotion criteria, although such knowledge could support their future career 
development. 

Overall, fixed-term contract staff were happy with their training, mentoring and career 
development opportunities. 90% of fixed-term respondents agreed that they had received support 
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and practical advice in developing their career (compared to 55% of open-ended staff). Workload 
demands appeared more manageable: 31% of fixed-term staff agreed that “my current workload 
is too much and I am struggling to cope” (55% for open-ended contract staff), although this still 
reflects a problematic situation overall. 

Whilst the informal department culture is largely supportive, the formal structures (which female 
staff value more highly) could be improved to better integrate fixed-term staff into departmental 
practices and procedures. We plan development of a Geography Postdoc Forum, which will 
include sessions by the department Directors and discussion of procedures relating to academic 
life (Action F1). Exit interview data (Action D7) will help us track the final destinations of our fixed-
term staff.  
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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 management of the workloads of academic staff is the responsibility of the Head of 
Department, in consultation with the Department’s workload management group (Head of 
Department, Deputy Head, Research Director, Education Director). Provisional teaching allocations 
are the responsibility of the Education Director, and the allocation of research student supervision 
is delegated to the Postgraduate Director. Decisions about the allocation of workloads take into 
account a range of factors in order to ensure fairness for all staff, including: 

 The Department’s quantitative workload model (see Section G2) 

 Expectations associated with different promotion grades 

 Workload patterns in recent years 

 Personal circumstances (e.g. extended illness and bereavement, but dealt with 
confidentially by the Head of Department office). 

 Relevant University policies 

Staff receive their workload allocation at the start of the academic year, although planning for 
module staffing usually develops during the previous academic year to meet internal university 
deadlines on timetabling. This provisional workload does not, however, include an indication of 
the exams marking which staff may be required to undertake (usually circulated at Easter ahead of 
the May/June examinations period). 

Within the annual appraisal system, staff are asked to reflect on their key duties and 
responsibilities and identify potential training for career development (outlined in Section D4), 
although the reviewer does not necessarily sit on the workload management committee to know 
the full workload of the reviewee. As detailed in Section D5, all work activity is documented in the 
promotions application process. Career breaks, fractional contracts or other individual 
circumstances are documented alongside empirical evidence (e.g. module evaluation 
questionnaires, citations for key publications). 

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 department was one of the first in the university to adopt a quantitative workload model, 
introduced in 1996. Its aims (reviewed November 2012) are to achieve:  

• Effective delivery of Departmental activities in education and research 
• Fairness, including broad equity among colleagues in respect of overall loads 
• Provision of a core minimum of research time for each individual 

The model has two components: (1) the model proper, which sets out how our collective time 
should be divided between different activities, and (2) a database of activities which records who 
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does what in any given academic year. Originally the workload model was introduced to quantify 
the time resources devoted to teaching by the Department. Since then, the model has expanded 
dramatically in scope and complexity and is periodically reviewed. As the database does not and 
cannot capture all activities of staff, in February 2010 the Board of Studies decided that the 
significance of the quantitative workload model in day-to-day departmental planning should be 
reduced, and that it should not be seen as the sole means of allocating or monitoring work. 
Rather, it should be used in partnership with other data (Section G1) to allocate workload, by the 
Head of Department and the workload management group. 
 
The workload model quantifies the total working year for each member of staff, accounting for 
fractional contracts and reduced workloads for new staff on probation. Every member of academic 
staff is allocated time for general department activities (e.g. for department meetings, career 
development/training activities, responding to informal requests). Staff are allocated time for their 
own research, with additional allocations for FEC ‘directly allocated’ staff time on grants, although 
external responsibilities (e.g. Research Council panels) are not included. Teaching allocations are 
included for undergraduate and taught postgraduate modules, and research student supervision. 
Contributions to department administration are allocated workload credits (e.g. Directors, 
committee members). This GEM self-assessment team receive workload credits, with a higher 
allocation for the Chair. 
 
In line with the University’s policy on good citizenship and conduct, colleagues are expected to 
demonstrate “ready co-operation with legitimate requests”. This includes the requirement to 
contribute to core modules and other core activities such as academic adviser roles. These 
activities are not necessarily accounted for within the quantitative workload model (but are 
considered by the workload management group). Staff can comment on these activities during 
their annual appraisal or through direct discussion with the Head of Department where required. 
 
Only the department workload management group have access to the full workload model. This 
recognises the potential complexities and sensitivities around staff personal circumstances, as well 
as contributions made to the university (e.g. on Senate, as Institute directors) which are not 
necessarily quantified in the workload model. From 2013, all staff receive an anonymised bar chart 
summary of staff workload during their annual appraisal, with their own workload asterisked. The 
aim of this procedure is to give staff an indication of where they sit relative to their colleagues in 
discussing their roles and responsibilities. 

 

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, both male and female staff agreed that an individual’s full range of skills and experience 
are taken into account when performing appraisals and considering promotions, but there is less 
optimisim around promotions (Figure 12). 
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Both male and female respondents indicated that research, teaching and administrative roles 
were adequately recognised in the workload model. For community contributions (e.g. interview 
panels) and external engagement (e.g. outreach activities) significant numbers of staff disagreed 
that such activities were suitably recognised, and particularly in the view of female staff: 

 Slightly disagree – strongly disagree 

 Female Male 

Community contributions 92% 47% 

External engagement 71% 52% 

Many staff raised concern that teaching and its associated administration is undervalued, 
especially in relation to other administrative tasks (e.g. postgraduate supervision, committee 
memberships, mentoring). Others noted concern around late allocations of exams marking and 
uneven marking workloads. Almost 20% of female staff did not agree that ‘work was allocated on 
a clear and fair basis’, and 28% of female staff indicated that they were not satisfied with their 
overall levels of responsibility (compared to 0% for men). Despite the over-arching aim of the 
workload model to ensure fairness in allocations, there is a gendered view of its effectiveness, and 
its operation requires review in response to staff concerns (Action G1). 

Female staff are more positive than male staff that their full range of skills and experience are 
being considered in promotions (Figure 12). All surveyed staff considered their teaching, research, 
and administration to be suitably recognised in promotions criteria, but disagreed overall that 
community contributions and external engagements were recognised. This is despite a section of 
the promotions application form outlining ‘Service’. The perceived lack of recognition of outreach 
activities may account for reduced engagement by female staff (discussed above). Surveyed staff 
also commented on the link between opportunities for senior management roles and promotion, 
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and especially how flexible/fractional staff may have been limited in taking on such roles, which in 
turn impacts upon their career progression. In areas of Geography where there is gender 
imbalance (e.g. Physical Geography), there can also be high demand for female staff to contribute 
to community activities such as interview panels, but these are perceived not to be valued in 
promotions criteria, and may not be highlighted by applicants. In adopting our broader GEM 
principles (e.g. Actions A1 and B1) we will also monitor membership of panels and committees to 
review impacts on individual workloads and to ensure no gender bias develops (Action G1). 
Improved support and feedback to promotions applications (Action D4, D6) will include 
consideration of community contributions and the impacts of fractional working on career 
development. 
  



 

33 
 

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. 

We seek to promote and maintain an inclusive and supportive work and study environment that 
respects the dignity of staff and students and assists all members of our University community to 
achieve their full potential. Our Respect At Work and Study Policy clearly outlines the University’s 
position on harassment, bullying and discriminaiton. 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 included in its 
service provision group therapy for LGBT students.  They arrange for counsellors with expertise 
and specialist training in supporting transgender people to work with staff and students at all 
stages of the transitioning process. All Counsellors providing such services have received specialist 
training.  

Diversity and Harassment Contacts receive regular updates from a variety of sources such as 
Stonewall and Equality Challenge Unit. The training they have received also 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 was transitioning. 



 

34 
 

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? 

To support the diversity and equality agenda, Durham has a network of Diversity Contacts in most 
Departments and Colleges.  In addition, there are ten Harassment Contacts in the University who 
have received specialist training and can be contacted by staff or students who feel they have 
been harassed or bullied.  There is an employee relations log that 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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Appendix 1 – Letter of Support from Head of Department, Professor Antony Long 

27th March 2014 

Dear Equality Challenge Unit, 

I am delighted to support and endorse this application for the Gender Equality Charter Mark and the Action 

Plan which is proposed. As a member of Durham University Council, I became aware of the AthenaSWAN 

programme and the importance of gender/equality issues to the wider University and immediately 

recognised the benefits that a review of our practices and the formulation of an action plan could bring to 

our department. At a more personal level, [personal circumstances redacted] I am acutely aware of the 

demands that managing a busy University work and family life bring, and of the importance in addressing 

gender/equality issues.   

This is my second time as Head of the Department of Geography at Durham.  During my first stint (2005-08) 

I struggled to address the challenges of diversity and equality in our Department.  We revised aspects of 

our behaviours and policies but did so in a piecemeal manner and with limited underpinning evidence. 

During my second term of office (2013-), the AthenaSWAN programme provided the potential for a 

stronger, more coherent framework within which our we could undertake a structured, evidence-based 

approach to gender/equality issues, albeit directed towards our science-facing staff.  However, with the 

emergence of the Gender Equality Charter Mark I was pleased to see an opportunity to address gender 

equality issues across the full breadth of our Department, and was for this reason very keen to participate 

in this trial.  

Durham Geography is one of the largest centres of geographical research and education in the UK, and has 

consistently performed at a high level in terms of excellence in research and education.  This has been 

achieved primarily by the quality of staff in terms of their skills, professionalism and their passion as 

researchers and educators, and also by outstanding students who are keen to learn and broaden their 

experiences.  Despite the Department’s historic strengths, we are acutely aware of some significant 

weaknesses in our staffing structure with regard to gender inequalities and imbalance. We are a “hybrid 

department” that spans the sciences and the social sciences, and in recent years our staffing structures and 

backgrounds have been evolving. These include the appointment of professional and administrative staff 

with academic backgrounds, growth in teaching and research fellowships, recruitment and progression of 

female physical geography staff, and increasing numbers of female professoriate in human geography.  

The review undertaken by the Self-Assessment Team has provided (and will continue to provide) an 

excellent opportunity for us to reflect on our opportunities and challenges, within a framework of 

addressing gender inequality and balance across the full range of our activities. As a member of Council I 

am also delighted to support the development of wider university-level initiatives, including a detailed 

review of gender issues across all of our activities, the recent appointment of a Dean for Equality and 

Diversity, and a review of the University’s submission to HEFCE regarding gender/diversity in the 

University’s submission to the Research Excellence Framework. I was also pleased to have supported (as a 
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member of University Senate) the introduction of a pan-University requirement that all Departments and 

Schools include diversity and equality as one of their top 5 planning priorities in the current year’s planning 

cycle.  These initiatives speak to the enthusiasm and motivation to support gender equality in our 

Department and across the University more widely.  

As outlined in our application, we are already making some progress in embedding the values of the 

Gender Equality Charter Mark into our Department policies and practices. Since I became Head of 

Department in August 2013 I have introduced a review of the gender balance across all department 

committees with a new requirement for an annual report on this matter to our Board of Studies, and have 

overseen the inclusion of a new cover sheet for all papers brought to our Board which includes 

“implications for gender/equality”. Board of Studies has also reviewed and approved transparent job 

descriptions for all senior administrative posts in the Department, with an agreed policy for appointment. I 

will ensure that the operation of the Self-Assessment Team and the implementation of the Action Plan 

continue to be supported as one of the most important components of our Department strategy in the 

coming years; indeed there is enthusiastic support for this from across our Department and from the wider 

University for our involvement in this scheme. 

Yours sincerely, 

 

Professor Antony Long 
Head of Department of Geography 
Durham University 
Durham 
DH1 3LE 
a.j.long@durham.ac.uk 
0191 334 1913 

 
  

mailto:a.j.long@durham.ac.uk
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Appendix 2: Action plan 

P
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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 

Timeframe Person responsible 
Include job title 

Target 
outcome 
Where possible 
include a 
tangible 
measure of 
success 

Comments 

A: To address gender inequalities, commitment and action at all levels of the institution is required 

A1 Promote our 
Department 
commitment to 
supporting gender 
equality 

Department 
statistics show 
falling % female 
staff with seniority, 
differences 
between 
social/natural 
sciences, and 
variable 
representation on 
Geography 
committees 

Addressing 
gender equality 
is one of 
Geography’s 4 
key strategic 
objectives 
(ratified 2013) 
 
Formation of the 
GEM Self-
Assessment 
Team (2013) 
 
Required 
consideration of 
diversity and 
equality in 
department 

Maintain gender 
equality as a key 
strategic goal in the 
Department plan 

2014 2018 Head of Department Staff awareness 
of GEM 
principles, 
implementation 
of actions 
outlined below, 
and 
demonstrated 
impact 

 

Regular meetings of 
the Self-Assessment 
Team and reports to 
Board of Studies 

2014 2018 Chair of the Self-
Assessment Team 

Regular evaluation of 
department statistics 
and data through 
repeat surveys 

2014 2018 Self-Assessment 
Team (annually) 

Highlight our 
commitment to, and 
progress towards, 
GEM principles on our 
external department 

2014 2014 Self-Assessment 
Team 



 

38 
 

decision making 
(proforma 
introduced 2013) 

website 

Add GEM information 
to the internal 
department website 
(outlined further 
below) 

2014 2014 Self-Assessment 
Team 

B: The absence of diversity at management and policy-making levels has broad implications which the institution will examine 

B1 Target minimum 
representation of 
30% women in 
senior 
management roles 
in Geography 

Sensitivity of senior 
management team 
to the gender of 
leadership roles 
 
Need for 
manageable 
leadership roles 
 
Need for 
transparency in 
appointments 
 
Ratio reflects 
gender balance in 
top grades 

Review of 
gender diversity 
on Department 
Management 
Committee over 
medium term 
 
Deputies 
proposed for all 
Director roles 
 
Job descriptors 
available for all 
key leadership 
positions 

Implement a more 
transparent process 
for appointment to 
senior management 
roles: 

 Invite expressions 
of interest for all 
leadership roles 

 Review applicants 
based on key skills 
and experience 

 Review gender 
balance in the long 
term planning 
structure 

 Review feasibility 
with respect to 
workload, annually 

2014 2018 Head of Department 
with support from 
Department 
Management Group 
(annually) 

Maintain 
representation 
of women on 
Department 
Management 
Group 
 
Sustained 
representation 
of women 
across the 4 
strategic 
department 
committees 

Will need to 
be reviewed 
annually, and 
should 
consider 
both 
Directors and 
Deputies. 
The % is 
vulnerable to 
small staff 
numbers. 
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    Ensure GEM principles 
are being 
implemented in 
appointing senior 
management: 

 Review for gender 
bias in the job 
descriptors 

 Review how staff 
are identified for 
these roles e.g. 
through annual 
appraisals 

 Contribute to the 
university review 
of annual 
appraisal system 

2014 2018 Self-assessment 
team (annually) 

  

B2 Ensure/support 
University 
representation by 
senior female staff 

GEM survey 
identified more 
negative opinions 
about university 
management than 
Geography 

New University 
target of 40% 
female 
representation 
 

Identify the reasons 
for negative opinions 
and experiences of 
University 
representation 
 
Department support 
for external 
contributions by 
senior staff 
 
 

2014 2015 Self-Assessment 
Team 
 
 
 
 
Department 
Management Group 

Sustained 
representation 
of Geography 
women on 
university 
committees, 
institutes and 
centres 
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C: That employment policies, practices and procedures should actively promote gender equality 

C1 Embed 
consideration of 
gender equality in 
Department 
policies and 
practices 

Lack of formal 
consideration of 
gender-related 
issues in committee 
procedures and 
decision making 
 
Variable female 
representation in 
committee 
memberships 
 
Variable female 
representation in 
formal department 
visits e.g. external 
speakers 

New proforma 
introduced for 
committee 
business brought 
to Board of 
Studies, 
identifying 
“implications for 
diversity and 
equality” 
 
Proactive 
approach to 
securing female 
external 
speakers 
 
This over-arching 
review of our 
practices in 
relation to 
gender equality 
 
 
 
 
 
 
 

Target 30% minimum 
representation of 
female staff on 
committees 

2014 2018 Department 
Management Group 

Sustained 
gender balance 
on committees 
 
Demonstrate 
staff awareness 
of diversity and 
equality 
 
Increased take-
up of diversity 
and equality 
training for 
management 
roles 

Workload 
implications of 
minimum 
representation 
on 
committees 
must be 
monitored; 
where balance 
is not 
achieved, 
consideration 
of gender 
balance must 
be 
demonstrated  

Maintain Board of 
Studies proforma 

2014 2018 Head of Department 
and 
Exec. Administrator 

Require new 
Directors/Deputies to 
undergo university 
training in diversity 
and equality 

2014 2015 Human Resources 
and 
Head of Department 

Monitor impact of 
policies and practices 
on gender equality 

2014 2018 Annual review by the 
Self-Assessment 
Team 
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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 

D1 Increase proportion 
of female 
applicants for 
postgraduate study 

Reduction in % 
female students 
from undergraduate 
to postgraduate; 
always more male 
applicants at 
postgraduate level 

Existing survey 
of 
undergraduates 
and 
postgraduates 
does not identify 
an explanation 

Review our 
postgraduate 
marketing documents: 
highlight our GEM 
commitment and 
check for unconscious 
bias 

2014 2015 Postgraduate 
Committee with Self-
Assessment Team 
 

Increased % 
female 
applicants 
 
Better 
information on 
postgraduate 
and 
undergraduate 
decision making 

 

Investigate the drivers 
for our current 
postgraduates to 
apply; collect data 
from new applicants 

2014 2017 Postgraduate 
applications team 

Identify where our top 
undergraduates go 
and whether there is a 
gender difference 

2014 2017 Agreed with Careers 
Service to receive 
annual report by 
gender (J. McAloon) 

D2 Aim for gender 
balance in 
applicants for staff 
positions and 
absence of gender 
bias in recruitment 
process 
 

Department 
statistics show 
always more male 
applicants to 
academic positions 
(often also seen in 
the University) 
 

Generic 
statement on 
welcoming 
applications in 
recruitment 
documentation 
 
Interview panels 

Compare our 
application statistics 
with the national 
picture 

2014 2014 Self-Assessment 
Team 
and 
Human Resources 

Increased % 
female 
applicants 

 

Review our marketing 
and recruitment 
documentation to 
minimise unconscious 

2014 2015 Self-Assessment 
Team with 
Geography 
Communications 
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 always have at 
least 1 female 
member of staff 
 
University 
recommendation 
of 2 male 2 
female minimum 
on interview 
panels 

bias and to promote 
support for gender 
equality 

Review  
and 
Human Resources 

Ensure job 
descriptions include a 
summary of policies 
on flexible / fractional 
working 

2014 2015 Executive 
Administrator 

Identify and 
encourage female 
candidates for 
application 

2014 2017 All staff 

Ensure 2 women 2 
men per interview 
panel 

2014 2015 Head of 
Department’s office 

D3 Increase awareness 
of Geography 
commitment to 
gender equality in 
new staff 

Limited promotion 
of GEM principles in 
Department  
induction materials 

Research staff 
induction notes 
commitment to 
Researcher 
Concordat 
 
Work-life 
balance policy 
available 
through internal 
department 
website 

Create and circulate 
documents about 
practices of work-life 
balance, leave, flexible 
and fractional working 
to all new staff 

2014 2015 Self-Assessment 
Team 

Increased staff 
awareness of 
diversity and 
equality and 
the GEM 
principles 
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D4 Achieve a better 
mentoring 
experience for 
female staff 

Female staff value 
formal mechanisms 
of supporting career 
development, and 
do not value current 
mentoring system 

Some access to 
university 
mentoring 
schemes 

Identify why 
mentoring for female 
staff is less valued 

2014 2014 Self-Assessment 
Team 

Improved 
female 
response to 
mentoring as 
support in 
terms of career 
development 

 

Clarify department 
policy on mentoring, 
and review its goals 
and practices 

2014 2015 Department 
Management Group, 
with Self-Assessment 
Team 

Promote the university 
systems for coaching 
and mentoring 

2014 2017 Self-Assessment 
Team 

D5 Increase 
applications for 
promotion 

Negative 
experiences of 
promotion process 
and a need for 
applicants to 
identify when they 
are ready 

Internal 
Department 
promotions 
advisory group 
reviews draft 
applications and 
provides 
feedback 
 
University 
workshops on 
“demystifying 
promotion” 

Develop a more 
proactive approach to 
encouraging 
promotion, and reflect 
on the relationship 
between mentoring 
and promotion 

2014 2015 Self-Assessment 
Team 
and 
Department 
Management Group 

Increased draft 
applications for 
feedback, and 
increased total 
applications to 
the university 
 
More positive 
experience for 
staff outlined in 
future surveys 

 

Promote attendance 
at university 
workshops and 
dissemination of 
information through 
staff meetings 

2014 2017 Head of Department 
and 
Workshop attendees 
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aimed at 
addressing 
perceptions of 
the forms and 
the examples 
provided on 
them 

Review and 
disseminate how the 
full range of skills is 
highlighted in 
promotions 
applications 

2014 2015 Department 
Promotions Advisory 
Group 
and 
Human Resources 

Provide feedback to 
promotions 
applications which 
discuss full skill set 

2014 2018 Department 
Promotions Advisory 
Group (annually) 

D6 Increase 
progression of 
female staff to 
senior and 
leadership roles 

Female 
representation in 
more senior 
management roles 
and grades varies, 
but can be less than 
staff gender balance 
 
Negative 
experiences at 
university level (B2) 
 
Recent recruitment 
of women to early 
career grades 

 Nominate female staff 
each year for Aurora 
leadership programme 

2014 2017 Head of Department 
and 
Human Resources 

Sustained 
progression of 
female 
academic staff 

 

Disseminate 
information from 
Senior Women’s 
Academic Network to 
early career staff 

2014 2017 Senior academic 
women 

D7 Assess role played 
by department 
practices in staff 
turnover 

No clear gender 
difference, but no 
information about 
why staff left 

Discussion with 
HR 

Implement exit 
interviews / 
questionnaires 

2014 2015 Human Resources Better 
understanding 
of reasons for 
departures 
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D8 Achieve better 
support for all staff 
returning to work 
from leave 
(maternity, 
paternity, caring & 
compassionate) 

Dissatisfaction with 
ease of transition 
 
Minimal take-up of 
leave by eligible 
men 

Extensive 
information 
through central 
HR webpages 
 
Keeping in touch 
days in place, 
variable take-up 

Create department-
specific 
documentation on our 
practices and policies, 
available for all staff 

2014 2014 As for A1 More positive 
experiences of 
staff who have 
returned from 
leave 

 

Investigate low male 
uptake of leave 
entitlements 
 

2014 2014 Self-Assessment 
Team 

Implement meetings 
with key Directors as 
part of Department 
Keeping in Touch days 

2014 2014 Department 
Management Group 

Introduce 1 term 
return period with 
reduced teaching and 
administration 

2014 2016 Board of Studies, 
plus discussion with 
HR / Diversity & 
Equality Advisory 
Group 

Lobby the university 
for seed-corn funds to 
support staff 
development/research 
during the return term 
for all staff 
 
 
 

2014 2016 Self-Assessment 
Team through the 
Faculty GEM Forum 
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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 

E1 Promote and 
support a culture of 
respectful 
engagement and 
courtesy 

Female staff have 
experienced 
circumstances 
where they felt 
uncomfortable 
because of their 
gender 
 
Different staff 
experiences in 
‘having a voice’ and 
‘being heard’ 
 
Strong support for 
social spaces and 
informal mentoring 

Collation of data 
on academic and 
support staff 
views and 
experiences 
during GEM 
survey 

Implement the actions 
detailed here and 
promote GEM 
principles 

2014 2017 All staff Improved 
perception of 
department 
practices and 
how these 
support all staff 
 
Demonstrate 
staff awareness 
of diversity and 
equality 

 

All members of staff 
will have completed 
generic staff training 
in gender diversity and 
equality with 
emphasis on work 
cultures and 
unconscious bias by 
end of 2015 

2014 2015 HR in collaboration 
with Self-Assessment 
Team 

Investigate why 
female staff had 
negative experiences 
due to gender 

2014 2014 Self-Assessment 
Team 

Maintain the 
Geography common 
room as an area for 
social and work space 

2014 2017 Department 
Management Group 

Explore all staff views, 
experiences, and data, 
not just for academic 
staff 

2014 2017 Self-Assessment 
Team 
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E2 Promote and 
support a culture 
which respects 
work-life balance 
and practices of 
flexible/fractional 
working 

Low and gendered 
uptake of 
flexible/fractional 
working 
 
Some disconnect 
between policy and 
practice in staff 
experiences 
 
Poor work-life 
balance highlighted 
by some staff 

Work-life 
balance policy 

Promote work-life 
balance principles and 
implement GEM 
principles into decision 
making (as above) and 
lead by example 

2014 2017 All staff Continued 
support for 
flexible / 
fractional 
contracts 
 
Reduce 
negative 
perception of 
work-life 
balance 

 

Identify and adopt 
core hours for 
scheduling of both 
committee meetings 
and research activities 

2014 2015 Self-Assessment 
Team 
Board of Studies 
 

F: the system of short-term contracts has particularly negative consequences for the retention and progression of female academics 

F1 Increase rates of 
successful open-
ended employment 
for research staff 

Reduced 
representation of 
female staff moving 
from fixed term 
researcher to open-
ended contract staff 
 
Some fixed term 
staff do not feel 
integrated in the 
department 
 
Female staff value 
more formal 
mentoring/advice 

Researcher 
concordat 
introduced 
during induction 

Encourage and 
support independent 
research fellowships 
applications by 
women 

2014 2017 All staff 
Department 
Research Committee 

Reduce the fall 
in female 
representation 
from postdoc 
to lecturer 

We seek to 
support our 
research staff 
in gaining 
open-ended 
contracts, 
which can be 
in 
institutions 
other than 
Durham.  

Create a Postdoc 
Forum to emphasise 
department practices 
and to develop 
knowledge of key 
areas of academic life 

2014 2015 Head of Department 
Department 
Management Group 

Exit interviews (D7) 2014 2015 Human Resources 
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G: a broad range of work activity undertaken by staff is recognised in their career progression and promotion 

G1 Increased 
confidence that the 
value of all aspects 
of staff activity is 
considered in 
workload model 
and promotions 
applications 

Dissatisfaction with 
recognition of 
community/external 
roles, and concern 
that teaching is not 
appropriately 
accounted for 
 
Low visibility of 
female academics in 
outreach activities 

 Review of the 
workload model, to 
consider: 

 Accounting of 
teaching and 
associated 
administration 

 How community / 
external roles 
are/could be 
monitored 

2014 2015 Department 
Management Group 

  

Promote and support 
female participation in 
outreach activities 
(e.g. STEM 
ambassadors) 

2014 2018 Department 
Research office 

Monitor membership 
of interview panels 
and committees, and 
review impacts on 
individual workloads 

2014 2018 Executive 
Administrator 
(by teaching term) 

Improve support for 
promotions 
applications (D5) 

  Department 
Promotions Advisory 
group 

 

 


