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ATHENA SWAN BRONZE DEPARTMENT AWARDS  

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

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

department and discipline.  

ATHENA SWAN SILVER DEPARTMENT AWARDS  

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

Silver department awards recognise that the department has taken action in 

response to previously identified challenges and can demonstrate the impact 

of the actions implemented. 

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

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

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

COMPLETING THE FORM 

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

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

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

you are applying for. 
 

Additional areas for Silver applications are highlighted 

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

 

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

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

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

WORD COUNT 

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

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

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

state how many words you have used in that section. 

We have provided the following recommendations as a guide. 
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Department application Bronze Silver 

Word limit 10,500 12,000 

Recommended word count   

1.Letter of endorsement 500 500 

2.Description of the department 500 500 

3. Self-assessment process 1,000 1,000 

4. Picture of the department 2,000 2,000 

5. Supporting and advancing women’s careers 6,000 6,500 

6. Case studies n/a 1,000 

7. Further information 500 500 

  



 

 
4 

Name of 
institution 

The University of Birmingham   

Department  Chemical Engineering   

Focus of 
department 

STEMM AHSSBL 

Date of 
application 

30 November 2018  

Award Level Bronze  

Institution 
Athena SWAN 
award 

Date: March  2011 Level: 
Bronze 

Contact for 
application 
Must be based in the 
department 

Professor Stuart Blackburn   

Email s.blackburn@bham.ac.uk   

Telephone 0121 4143446  

Departmental 
website 

https://www.birmingham.ac.uk/schools/chemical-
engineering/index.aspx 

 

1. LETTER OF ENDORSEMENT FROM THE HEAD OF DEPARTMENT 

Recommended word count:  Bronze: 500 words  |  Silver: 500 words 

An accompanying letter of endorsement from the head of department should be 

included. If the head of department is soon to be succeeded, or has recently taken 

up the post, applicants should include an additional short statement from the 

incoming head. 

Note: Please insert the endorsement letter immediately after this cover page. 
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I am delighted to submit the application for bronze award from the School of Chemical Engineering. 

The principles of Athena SWAN are critical to the vitality and life of the School moving forward and they 

resonate strongly with me personally, as my wife and I have recently adopted two girls.  The flexible 

policies of the University with regards to the pressures of parental responsibility and attaining a work-

life balance brought home to me the importance of equality for all, which of course is the cornerstone 

of Athena SWAN.  In my role as Head of School I strive to recognise the differing individual needs of all 

staff and to provide the support required for them to advance and realise their full potential. 

Our School is a diverse community with ca. 125 staff and nearly 1,000 students. Our mission is to deliver 

an experience that enables our graduates to find careers within the engineering profession. Our 

undergraduate population has been for many years greater than 30% female, which reflects the subject 

nationally, and we continue to increase this through a variety of outreach programmes. A key action is 

to promote Chemical Engineering to young women even earlier in their education to enhance gender 

balance in the future. 

We recognise the historic gender imbalance in staff.  However, we have seen a significant increase in 

the number of female appointments.  In particular I am pleased to have recently appointed two female 

professors reflecting our aim to balance staff gender profile. Through our promotional activities, gender 

balance in applicants invited to interview for academic positions is improving and this trend will 

continue. This will improve gender balance on committees and visibility of female role models, but 

more needs to be done.   

The importance of supporting staff through promotion benefits all members of staff. All staff contribute 

to provide an excellent teaching experience for students whilst they establish and maintain fulfilling 

research careers. We recognise the additional support required for staff returning from long-term 

leave, particularly maternity (or adoption) leave and are committed to providing this.   

The 18 proposed actions developed by the Athena SWAN working group are supported at the highest 

level in the School. We have identified three key areas for action: promoting greater female 

representation in academic grades 8 and above, strengthening the PDR process and staff information 

provision through an interactive portal. I sit on the School Equality and Diversity Committee and the 

Chair of that Committee reports to me directly.  Equality and Diversity and the activities of the AS 

Working Group are standing items on our School Executive Committee (on which all Deputy Heads of 

School sit), which I Chair and will have direct responsibility for implementing the action plan.  Some 

changes have already taken place via this mechanism.  

This is a reapplication for the renewal of our current bronze award. Over the next few years we will 

continue to develop and embed the Athena SWAN principles into the School, as we build toward the 

Silver and Gold awards, to ensure equality is at the centre of everything that we do, whether that be 

age, gender, ethnicity, creed or health. Finally I confirm that that the qualitative and quantitative data 

and information presented in the application is “an honest, accurate and true representation of the 

department”. 
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Yours sincerely 

 

Professor Mark Simmons MEng PhD CEng FIChemE 

Head of the School of Chemical Engineering 
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GLOSSARY OF ABBREVIATIONS  

APL Additional Paternity Leave MEng Master of Engineering 

AVD Applicant Visit Day OD Open Days  

BCES 
Birmingham Centre for Energy 
Storage OHVD Offer Holder Visit Day  

BEng Bachelor of Engineering PDR 
Performance and Development 
Review 

BUCES 
Birmingham University Chemical 
Engineering Society PDRA Post-Doctoral Research Associate 

CDT Centre for Doctoral Training PG Postgraduate 

CE Chemical Engineering PGT Postgraduate Taught 

CPC College Promotions Committee PI Principal Investigator 

CPD Continuous Personal Development POD 
People and Organisational 
Development 

DHoS Deputy Head of School RAG Red Amber Green 

DoE Director of Education RCUK Research Councils UK 

DLHE 
Destination of Leavers from Higher 
Education  REF Research Excellence Framework 

DTC Doctoral Training Centre RF Research Fellow 

DNA Development Need Analysis RG Russell Group 

E&D Equality and Diversity  SAP Statutory Adoption Pay 

EDC Equality and Diversity Committee  SAT 
Self-Assessment Team (for Athena 
SWAN) 

EPS Engineering and Physical Sciences SMC Senior Management Committee 

EPSRC Engineering Physical Research Council SMP Statutory Maternity Pay  

FY Foundation Year SPC School Promotion Committee 

GPA Grade Point Average SSCC Staff Student Consultative Committee  

HESA Higher Education Statistics Agency STEM 
Science Technology Engineering and 
Mathematics  

HoS Head of School UG Undergraduate 

IChemE Institute of Chemical Engineers UoB 
University of Birmingham 

ILM 
Institute of Leadership and 
Management UPTC 

University Promotions and Titles 
Committee  

KIT Keep In Touch WAM Workload Allocation Model 

M5 
Internal name for monthly staff 
meeting  WiSE 

Women in Science and Engineering 
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2. DESCRIPTION OF THE DEPARTMENT 

Recommended word count:  Bronze: 500 words  |  Silver: 500 words  

Please provide a brief description of the department including any relevant 

contextual information. Present data on the total number of academic staff, 

professional and support staff and students by gender. 

The School of Chemical Engineering is one of seven schools in the College of Engineering 
and Physical Sciences and is regularly ranked in the top 5 Chemical Engineering 
departments nationally, for both research and teaching related activity.  It delivers 
modern industry-relevant educational programmes in chemical engineering (including 
industrial and international experience options) and food safety & hygiene.   

The School’s student and academic cohort is predominately male. In 2018 there are: 

• 712 undergraduate students (30% female) 

• 170 postgraduate taught students (39% female) 

• 163 postgraduate research students (39% female) 

• 105 teaching and research staff (30% female) 

This gender ratio in part reflects historical entry into the subject area and we align closely 
with the ratios seen in the rest of the sector and pipeline in most respects.  The School 
also has 24 Professional Services staff (67% female), which is reflective of the gender 
balance of those roles across the University and the pool from which we appoint. 

Most programmes are full-time but the Food Safety Group also teaches a small cohort of 
part-time undergraduate and postgraduate programmes. In addition the MSc Bio, MSc 
ACE and IPM courses can accommodate part-time students.  The School offers unique 
and bespoke CPD courses for overseas governmental bodies and industry. 

The School is internationally recognised for research in three core areas: Formulation 
Engineering, Energy and Healthcare Technologies; the School was awarded a Queen’s 
Anniversary Prize in 2011 and was top in the UK for impact based on GPA in REF 2014.  
Two EPSRC Doctoral Training Centres support strong links with multinational companies 
in Formulation Engineering and in Fuel Cells & Their Fuels.  The School has leveraged 
significant research income from government and industry, notably the £60M 
HEFCE/Rolls-Royce High Temperature Research Centre (HTRC) and the £20M Thermal 
Energy Research Accelerator (T-ERA) underpinning the Birmingham Centre for Energy 
Storage (BCES). 

The Equality and Diversity Committee (EDC) has played a significant role in advocating 
flexible working practices that enable staff to better balance their work and home life. 
Our consultations indicate we have a strong culture in this regard, with members of the 
School highlighting return to work arrangements and additional support, such as 
studentships for those returning from absence, (childcare, illness and family) as key 
features of the School’s culture. 

Attention is given to balance of gender on committees but given the number of females 
in the School this can prove difficult (see Section 5.6 (iii)).  All committees report to the 
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Senior Management Committee (SMC) and the School Committee. Professor Stuart 
Blackburn - Deputy Head of School and a member of the Senior Management Committee, 
leads the Equality and Diversity Committee and reports directly to the Head of School. 

The School has limited budget autonomy; the College centrally manages infrastructure 
and staff appointments and changes.  Recommendations can be made for staff 
promotions and the School controls staff workload. 

Word count: 469 

3. THE SELF-ASSESSMENT PROCESS 

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

Describe the self-assessment process. This should include: 

(i) a description of the self-assessment team 

(ii) an account of the self-assessment process 

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

(i) Description of the self-assessment team 

The SAT comprises 12 members (5 female and 7 male), including academic staff, a PhD 
student, and support staff. All academic staff members who are part of SAT combine their 
career with family caring commitments, as detailed in table 1.  

Table 1. SAT member profile 

Member Position SAT Role Relevant Comments 

Prof Stuart Blackburn 
(SB) 

 

Deputy HoS 
(Staffing and 
Admin) 

Chair of SAT 
committee; 
responsible for 
collecting and 
analysing staff data.  

Employed full-time. 
Father of two adult 
children, one of 
whom is registered 
disabled; grandfather 
of one.  

Dr Helen Onyeaka 
(HO) 

 

Teaching 
Fellow / 
equality and 
diversity lead  

Athena Swan 
Champion, 
responsible for 
promotion and 
culture of the 
department  

Full time employed, 
three children.  
Recognises the value 
of flexibility in 
working 
arrangements in 
promoting a work-life 
balance.   

Dr Andrew Ingram (AI) 

 

Senior 
Lecturer / 
Admissions 
officer  

Responsible for 
collecting UG and 
PGT data and 
analysis and 
presentation.  

Employed full-time 
and a parent. 
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Table 1. SAT member profile (continued) 

Member Position SAT Role Relevant Comments 

Dr James Andrews 
(JA) 

 

Research 
Fellow 

Department 
postdoctoral rep 
(elected role) / 
Administrator 
Athena SWAN 
Canvas page. 
Responsible for data 
analysis. 

Employed on an 
open-ended, fixed 
term funding 
contract. 
Aware of many of the 
difficulties 
experienced by early 
career researchers 
including the impact 
of lack of long term 
contract.  

Miss Sarah Fleming 
(SF) 

  

PA to HoS / 
School 
Administrator  

Responsible for 
disseminating 
relevant diversity 
and equality 
information to all 
staff and students.  
Athena SWAN Team 
Secretary.  

Employed full-time.  

Miss Brogan Taylor 
(BT)  

 

PhD Student  

Analysis of PGR data 
and culture of 
department; 
outreach 

Full-time student 

Sally Schofield (SS) 
 

 
 

Operations 
Manager  

Organising training 
report and the staff 
survey analysis/focus 
groups 

Employed full-time.   
with three children  

Sian Williams  (SW) 

 

Operations 
Manager (on 
maternity 
leave) 

Culture Survey, 
Collection of data; 
and responsible for 
Athena SWAN web 
content 

Employed full-time 
and currently on 
maternity leave. 

Robert Steinberger-
Wilckens  (RS) 

 

Chair in Fuel 
Cell & 
Hydrogen 
research 

Promotion of Athena 
SWAN agenda 
amongst other staff 
members via notice 
board in the Atrium 
and maintenance on 
the action plan 
update on the 
intranet for staff. 

Employed full time. 
Father of 4 grown-up 
children, Grandfather 
of 2. 

http://www.google.co.uk/url?sa=i&rct=j&q=&esrc=s&source=images&cd=&cad=rja&uact=8&ved=2ahUKEwiJ8ovc4KfZAhWMUlAKHVuECLkQjRx6BAgAEAY&url=http://www.bluevineconsultants.com/&psig=AOvVaw2BYW5d4a4C1HIDL2CeHwMl&ust=1518778401879047
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Table 1. SAT member profile (continued) 
 

Member Position SAT Role Relevant Comments 

Professor Jonathan 
Seville (JS) 
 

 
 

Academic 
Director for 
collaborative 
teaching Lab / 
Chem. Eng. lead 
of the positron 
imaging centre 

Set up a panel of non 
SAT members to 
review the 
application.  

Works part time 4 
days a week to 
facilitate being a 
Carer. Father of 2 
grown-up children.  

Iain Ferris  (IF) 

 
 

Teaching Fellow  Responsible for 
collecting and 
analysing leavers 
data 

Employed Full Time.  
26 years’ experience 
working in Local 
Authority and 
Industry where they 
have achieved 
awards such as 
Investor In People 
and Chartermark. 

Cassidy  Ooi 

 
 

Undergraduate 
student  

Undergraduate rep  
 

Full time student  

In addition, the team has been advised and supported by: Susan Squire - Diversity Adviser 
(Strategy & Governance) for Athena SWAN Applications. Rachael Victoria McCairn- PA to 
Professor Una Martin – Deputy Pro-Vice-Chancellor (Equalities), Joshua Gibson 
(postdoctoral researcher in Chem. Eng.) – sharing experience from being on the SAT in 
Chemistry at University of Nottingham and Rob Andrews - staff/student data analysis. 

(ii) An account of the self-assessment process 

 

The SAT was formed in summer of 2012 based on expressions of interest from staff and 
students and was responsible for the successful Bronze Award in 2014.  Following 
feedback on our last submission in 2017, the SAT has evolved to incorporate a broader 
range of staff, including Deputy Head of School (DHoS) who is now the Chair. The 
reporting structure of the SAT is shown in figure 1.  From October 2016, meetings have 
taken place on a monthly basis.  Staff time associated with the SAT is acknowledged in 
the School work allocation model (WAM). 
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Figure 1.  How SAT fits into the reporting structure, formal lines shown in blue 
(Solid) and informal information lines are dashed.   

Members of the SAT attended the College of Engineering and Physical Sciences (EPS) 
Athena SWAN awareness event in October 2017 and have also contributed to the 
meetings of the Academic Women in EPS group to share best practice across the College.  
Some SAT members also sit on the EDC, formed in October 2016.  The EDC meets once a 
term and reports to the School Committee which meets termly and College EDC.  The 
EDC has representation in the monthly meetings of School’s Senior Management 
Committee through the DHoS and the Operations Manager to the HoS. Gender Equality 
and Athena SWAN are standing items on the agenda of the EDC, and equality and 
diversity matters are a standing item of the School Committee and Senior Management 
meetings. 

The SAT was formed to address any matters arising related to gender and to ensure that 
all matters are dealt with in a timely and effective manner, as well as being responsible 
for writing the Athena SWAN application. The SAT also disseminates all information as 
necessary and promotes gender related events, such as lectures given by WiSE and 
Aurora national events. The School currently has a notice board and screen where Athena 
SWAN and Equality and Diversity news is displayed, including photos of the committee 
members to promote communication. 

Since the last application to Athena SWAN (2017), the SAT has looked to review, reflect 
and refresh its approach to current processes and policies across the School.  This has 
included allocating specific responsibilities to each member of the team, to manage the 
data collection, analysis, reflection and presentation.  Meetings are conducted on a 
monthly basis. Data has been provided by teams across the University and members of 
the SAT attended training sessions provided by the University’s Equality and Diversity 
Office.  

In June 2018, the SAT carried out the staff survey.  The completion rate was 58% with a 
M:F ratio of 2:1. Of the staff surveyed, 63% were aware that we presently hold an Athena 
SWAN award.  The survey was undertaken by all staff but when staff in academic 
positions were considered the percentage of awareness increased to 96%.  

School Committee 

Equality and 
Diversity 

Committee 

School Executive 

SAT 
Grouping 

Head of School 
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This Athena SWAN application was reviewed internally within School by the SAT, Prof 
Mark Simmons, Prof Jonathan Seville and Dr Phil Robbins and in the College by Professor 
Jon Rowe before entering the formal University review system for approval. 

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

The School aspires to be in a position to apply for a Silver award by September 2020.  To 
achieve this goal, the SAT will continue to meet monthly to review and update the action 
plan as well as to discuss issues and new initiatives and report to the E&D Committee.  
School level actions will be monitored through the HoS and progress will be reported to 
the School Executive Committee. Relevant news and progress reports will be 
communicated regularly through the Faculty E&D web pages and emails and on the 
computer screen in the School for the benefit of staff, students and wider audience.  SAT 
members will liaise with each other and other staff members to develop and implement 
events that will help the School to meet its goals. The findings of the SAT will be regularly 
reported to the E&D committee, where a RAG rating will be used to prioritise action 
against the most significant outstanding issues. 

Members of the SAT will meet with Athena SWAN groups from other Schools within the 
University who have achieved a Silver Award, to obtain best practice. In spring 2018, the 
SAT and the School EDC surveyed the academic staff and students, and performed a 
qualitative analysis of the data to monitor progress. Following the results of the survey, 
the SAT and EDC have planned focus groups of academic members of staff and students 
to conduct a qualitative analysis of opinions related to gender and multiculturalism in the 
School through to Autumn 2019. 

The HoS will be responsible for reappointment if the chair of SAT resigns. The SAT will 
review terms of reference and members annually, to ensure it remains representative of 
all the different interest groups with the School.   

Word Count: 871  

 

4. A PICTURE OF THE DEPARTMENT 

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

4.1. Student data  

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

 

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

The Foundation Year (FY) is for students who do not meet requirements for our 
undergraduate programme.  Numbers have declined over the last three years, table 2. 
The proportion of female students up to 2017/18 was in line with the undergraduate 
cohort (section 4.1 (ii)) but last year’s very low female: male split is a concern.  
Recruitment is undertaken centrally through the Birmingham International Academy and 
our influence is indirect through outreach activities (Action 1 [1A-C]). 
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Table 2. Foundation year cohort (full-time students) 

 

 Full-time Foundation Year 

Year Male Female 

2014/15 15 71% 6 29% 

2015/16 28 74% 10 26% 

2016/17 23 70% 10 30% 

2017/18 21 81% 5 19% 

 

Section Actions  

1A 
Organised outreach to create greater awareness of Chemical Engineering as a career 

path 

1B 
Develop targeted materials for younger Pre-GCSE and GCSE outreach 

1C 
Use female professors to create video  as positive role models on the school website  

 

(ii) Numbers of undergraduate students by gender 

Full- and part-time by programme. Provide data on course applications, offers, 

and acceptance rates, and degree attainment by gender. 

Gender data for undergraduates is given in Figure 2 and Table 3. The School delivers 
IChemE accredited undergraduate (UG) courses in Chemical Engineering (CE) with 
options for one year’s study abroad and a year in industry.  The primary CE UG courses 
are all full-time. An undergraduate Certificate of Higher Education in Food Safety and 
Food Legislation is offered, is part-time. 
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Figure 2. Distribution of full-time undergraduate students for the last 3 years.  

Numbers represent actual number of each cohort.  

 

 

Table 3.  Undergraduate (UG) Taught cohort (full-time and part-time students):  
Russell Group (RG) and Rest of Sector (numbers shown in parenthesis) data included for students on 

courses coded to the H8 headline JACS code (chemical, process, and energy engineering), so is not solely 

Chemical Engineering. 

 

 Full-time UG Part-time UG 

Year Male Female 
RG (Rest of sector) 

Male Female 
RG (Rest of Sector) 

Male Female Male Female 

2015/16 470 72% 182 28% 
65% 

(74%) 

35% 

(26%) 
8 35% 15 65% 

61% 

(87%) 

39% 

(13%) 

2016/17 505 72% 193 28% 
66% 

(73%) 

34% 

(27%) 
12 41% 17 59% 

70% 

(84%) 

30% 

(16%) 

2017/18 486 71% 195 29% NA NA 12 39% 19 61% NA NA 
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Figure 3. Chemical Engineering UG gender distribution in the UK (2016/17). Note 

the average shown is Chemical Engineering data alone rather than the headline H8 

JACS code data in Table 3. 

In 2016/17 female representation was slightly below the average (28% vs 30%), figure 3.  
The high female ratio in part time is attributed to the food course (Action 1 [1E]). Table 4 
shows that the gender split is established at the time of entry to the University.  We are 
much encouraged that the upward trend has continued this year (2018/19) with entry 
being 35% female and now equalling the RG average of the previous year and this will be 
used in the recruitment literature to continue progress (Action 1 [1D]).  The proportion 
of females has risen in acceptances from 31 to 35%. We make slightly more offers to 
female applicants and this has been consistent over the years. 

 

Table 4. The distribution of UG applications, offers and accepts by gender.  

 

UG Admissions 

Applications Offers Accepts 

Count % Count 
% of 

apps 
Count 

% of 

offers 

% of 

total 

2015/16 

Female 

Male 

Total 

415 

955 

1370 

30 

70 

336 

722 

1058 

81 

76 

77 

85 

189 

274 

25 

26 

26 

31 

69 

2016/17 

Female 

Male 

Total 

371 

922 

1293 

29 

71 

315 

700 

1015 

85 

76 

78 

78 

164 

242 

25 

23 

24 

32 

68 

2017/18 

Female 

Male 

Total 

419 

889 

1308 

32 

68 

333 

647 

980 

79 

73 

75 

95 

175 

270 

29 

27 

28 

35 

65 

 

The School influences degree and institution choices through: 
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1. Outreach to GCSE students choosing A-levels or Baccalaureate subjects. 

2. Outreach to A-level students (promoting Chemical Engineering). 

3. Open Days, before UCAS (ODs). 

4. Offer Holder Visit Days (OHVDs) 

By point 4, UCAS forms have been submitted and OHVD students have selected their 
choices of subject and University.  We do not hold selective interviews, they will have a 
Birmingham offer and are not required to attend an OHVD. We present a strong female 
presence at OHVDs, with talks and tours from female and male undergraduates and there 
has been a female admissions tutor since 2014, thus presenting a positive role model 
from the start of the admissions experience. 

ODs allow students to consider degree subject or University. Current male and female 
students give tours and talks but, due to high visitor numbers and a large variety of other 
activities available on the day our influence is lower than we would like. 

Chemistry and mathematics are specified A-Level entry requirements.  A-level Physics is 
not essential, but if not taken, the mechanics module of A Level Mathematics was 
required.  At A-level, F: M ratios are Chemistry: 50:50; Maths: 40:60; Further Maths: 
30:70 and Physics: 20:80.  While physics is not an entry requirement there is an 
association and many of our candidates have physics A Level (72% of female and 68% of 
male 2017/18, starters).  This year we have changed our entry requirements so that the 
mechanics module is compulsory in maths, this is not specifically designed to influence 
the gender profile.  Against this background we have an applicant F:M ratio which feels 
to be in line with the gender profile of possible applicants with the required A-levels. We 
will continue to encourage A-level students with the required subjects to choose 
Chemical Engineering (Action 1 [1 C-D]). 

The influencing opportunities before students attend ODs or OHVDs include website 
material and outreach activities. Promotional activities uses material with a favourable 
balance of female and male students. One video, Figure 4, has had over 8000 views to 
date. Social media is increasingly important; an undergraduate student-run Facebook 
group for applicants, posts material about life and study in Birmingham.  
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Figure 4. Screenshot of promotional marketing material using female students.  

https://www.youtube.com/watch?v=JTuz6eR5lqA 

Gender and ethnicity balance is ensured in video case studies and screenshots in the 
hyperlinks.  In order to encourage female applicants, case studies are reviewed and new 
female-oriented examples from current students and recent graduates introduced each 
year to demonstrate the varied range of career options. 

The importance of “physical” outreach is recognised.  In addition to regular local and 
national school visits, specific College initiatives are employed. Examples are ‘Girls into 
STEM’, and ‘Engineer Your Future’, both one day events. In 2017, approximately 350 year 
9 and 10 girls from local schools attended.  It is recognised that much more can be done 
particularly around pre-GCSE students, teachers, and families to promote opportunities 
in Chemical Engineering and through the IChemE ‘Why Not Chemical Engineering’ 
initiative we will develop materials targeting this age bracket for use in our outreach 
activities, (Action 1 [1A-D]). 

 

 

 

https://www.youtube.com/watch?v=JTuz6eR5lqA
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Figure 5. UG degree classification data for the last 4 years by gender.  The 

numbers represent the number of students while the % figures at the top 

represent the fraction of the male and female cohorts represented within each 

band. 
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Degree classifications by gender are shown in Figure 5. In 2014/15 and 2017/18 there 
was gender balance but in 2015/16 and 2016/17 female students performed worse, on 
average, 74% of female students achieving 2.1 or higher compared to 85% of males. We 
must be cautious of the statistics here because of the relatively low numbers involved 
but it has become clear through analysis that there are gender attainment variations 
within modules and within degree (Action 2). Overall we have a positive trajectory and 
aim to continue to improve equality. 

Section Actions:  

1A Organise outreach to create greater awareness of Chemical Engineering as a 
career path 

Develop targeted materials for younger Pre-GCSE and GCSE outreach 

1B Use female professors to create a positive role model video on the school 
website 

1C Produce and host new promotional materials for all courses 

1D Promote Athena SWAN principles in our promotional materials 

1E Encourage those industries who send students to undergraduate and 
Postgraduate courses to consider their gender policies on the candidates 
they put forward. 

2 Use statistically analysis to evaluate the gender balance with respect to 
performance in terms of modules 

  

(iii) Numbers of men and women on postgraduate taught degrees  

Full- and part-time. Provide data on course application, offers and acceptance 

rates and degree completion rates by gender. 

The School offers the following full-time and part-time postgraduate courses: 

 MSc courses in Advanced Chemical Engineering 

 Biochemical Engineering 

 Food Safety Hygiene & Management 

 Industrial Project Management  

 Global Energy Technologies & Systems (new) 

 Efficient Fossil Energy Technologies (new) 

Table 5 and Figure 6 show that the gender ratio on PGT full-time courses is more balanced 
than the UG courses, and is above average for the sector.  Most part-time PGT students 
are in full-time external employment undertaking the degree for professional 
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development.  Our analysis shows that the industry the course serves has this male 
female profile (Action 1, 1[E]). We are ensuring our PGT literature is not biased. 

Table 5. Postgraduate Taught (PGT) cohort, full-time and part-time students 

 

 Full-time PGT Part-time PGT 

Year Male Female 
Rest of sector 

Male Female 
Rest of Sector 

Male Female Male Female 

2014/15 37 45% 45 55% 

71% 29% 

64 75% 21 25% 

65% 35% 
2015/16 36 40% 55 60% 56 73% 21 27% 

2016/17 46 56% 36 44% 50 78% 14 22% 

2017/18 50  57%  37 43% 67 81% 16 19% 

 

 

Figure 6. Proportion of male and female full-time postgraduate taught students over the 
last 4 years, numbers represent total for each cohort  
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Table 6. The distribution of PGT applications, offers and accepts by gender (note: not all 
students that accept, register on the programme)  

 

PGT Admissions 
Applications Offers Accepts 

Count % Count % Count % 

2014/15 

Female 227 46% 189 83% 106 56% 

Male 264 54% 189 72% 89 47% 

Total 491   378 77% 195 52% 

2015/16 

Female 290 52% 247 85% 60 24% 

Male 266 48% 202 76% 44 22% 

Total 556   449 81% 104 23% 

2016/17 

Female 259 46% 206 80% 101 49% 

Male 310 54% 213 69% 107 50% 

Total 569   419 74% 208 50% 

2017/18 

Female 285 49% 217 76% 115 53% 

Male 299 51% 197 66% 109 55% 

Total 584   414 71% 224 54% 

 

Table 6 shows that the proportion of female applications M/F ratio is consistent.  This 
often carries forward to acceptance but not always, for example in 2015/16 it is hard to 
identify any specific reason for the reduced acceptances in that year. 

PGT degree classifications (Figure 7) show no consistent pattern between the genders. It 
is believed that this is simply reflecting variation between cohorts.  Nevertheless, this will 
continue to be monitored and modules with gender bias modified (Action 2). 
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Figure 7. PGT degree classification data for the last three years by gender.  
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Section Actions: 

1E 
Encourage those industries who send students to undergraduate and 

Postgraduate courses to consider their gender policies on the candidates 

they put forward. 

2 Use statistically analysis to evaluate the gender balance and performance 
in terms of choices modules 

 

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

Full- and part-time. Provide data on course application, offers, acceptance and 

degree completion rates by gender. 

 

Table 7. The proportion of PGR applications  to offers and accepts by gender 
 

PGR Admissions 

Applications Offers Accepts 

Count % Count % Count 
% 
offers 

2015/16 

Female 48 35% 29 60% 25 86% 

Male 90 65% 53 59% 38 72% 

Total 138   82   63   

2016/17 

Female 66 31% 33 50% 25 76% 

Male 145 69% 61 42% 42 69% 

Total 211   94   67   

2017/18 

Female 62 33% 23 37% 20 87% 

Male 126 67% 47 37% 34 72% 

Total 188   70   54   

PGR (Post Graduate Research) application rates (Table 7) are variable depending on the 
available projects and economic factors. Typically applications exceed places by at least 
a factor of two.  A 1:2 female: male applicant ratio is consistent through the years.  Offer 
rates depend on the number of places available (static over the last three years), and 
whether first-choice candidates accept. There is consistently a higher probability of 
females accepting offers. This leads to a female: male gender balance that is higher than 
the application ratio, table 8, and higher than the undergraduate gender balance as will 
be discussed in Section 4.1(v). 
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Table 8, Postgraduate Research (PGR) numbers 

 

 

 

 

 

 

Table 9, shows completions are historically in line with start numbers. The relative 
completion rates are broadly in line with the cohort gender split.  The explanation for the 
low completion numbers in 2012/13 is unclear, but possibly due to extensions and leaves 
of absence.  Such requests have increased recently and the School is working to 
understand why and assist where necessary in such circumstance. 

 
Table 9. Postgraduate Research (PGR) completions Based on entry year 

 

  Full-time PGR 

Year Male Female 

2010/11 35 74% 12 26% 

2011/12 23 64% 13 36% 

2012/13 14 56% 11 44% 

Section Actions: None 

 

(v) Progression pipeline between undergraduate and postgraduate student levels 

Identify and comment on any issues in the pipeline between undergraduate and 

postgraduate degrees.  

Using 2017/8 data, women constitute 29% UG, 33% PGT, and 39% PGR populations. With 
the exception of PGT, the pipeline has remained stable throughout the last 3 years. 
Fluctuations in PGT are attributed to doubling the total number of students and the time 
taken for part-time student numbers to filter through rather than a 'real' change in 
pipeline data. The proportion of females increase as they progress from undergraduate 
to postgraduate study. Leaks in the progression pipeline appear to occur at a later stage. 
However, there is no a single pipeline, many Chemical Engineering undergraduates 
progress to study elsewhere and most of our postgraduates were undergraduates 
elsewhere. Furthermore, other STEM subjects are considered for postgraduate studies. 

Section Actions: None 

  Full-time PGR 

Year Male Female 

2014/15 108 62% 67 38% 

2015/16 104 59% 72 41% 

2016/17 113 61% 73 39% 

2017/18 96 59% 67 41% 
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4.2. Academic and research staff data  

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

and research or teaching-only 

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

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

grades/job type/academic contract type. 

The University of Birmingham uses the grade scales for academic and research staff 
shown in Table 10. 

Table 10. Research Grades and staff numbers in those grades 2018 

Grade  Position  Female  Male Percentage of 
females  

6  Research Assistant/Associate  23 33 41% 

7  Research Associate/Research Fellow  

8  Lecturer/Research Fellow  5 17 22.7% 

9  Senior Lecturer/Reader/Senior Research Fellow  2 8 20% 

10  Professor or equivalent  1 16 5.9% 

 Total: 31 74 29.5% 

The School currently employs 105 members of academic and research staff (31 female 
and 74 male). The staff by grade is shown in figure 8. The staff profile relative to the rest 
of the sector is shown in figure 9 where it can be seen that we are well positioned against 
our competitors. In this year we have made high profile female appointments and 
promotions which should redress our slight downward trend in female to male overall 
ratio. The higher staff numbers in table 10 includes recruitment of staff in 2018 not shown 
in figure 8 and 9. 
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 Figure 8. Academic staff by grade 

 

 

Figure 9. Academic Gender FTE Proportions: Sector comparisons for Chemical 
Engineering 
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The University has three categories of staff, figure 10.  About a third of the research only 
staff are female, the majority of research only staff are on limited time contracts.  Above 
grade 8, staff are more commonly core funded.  The School must negotiate any expansion 
in permanent staff numbers to maintain the academic staff to student ratio, limiting 
recruitment above grade 7.  From figure 8 and 9, we average around 35% female at Grade 
6/7, a ratio similar to the subject pipeline (UG: 28.8% and PGR 39.2% female). The 
growing numbers of female graduates should impact on early career positions. 

For grades 8 to 10 there are fewer females (22.7% - 5.9%, table 10), which reflects 
historical trends and low staff turnover in the School. While the numbers above grade 7 
require cautious interpretation there is a positive trajectory with a steady increase in the 
percentage of female academics over recent years (Figure 8 ) due to the School’s previous 
actions (action 13 2013, Encourage more applicants from females in all academic posts). 
From level 8 we have a low F:M ratio and this has to be a key area for action, Actions 4, 
6, 7 and 10.  At level L (8) there have been 8 appointments from 2015-2017, three were 
female. At level SL (9) we have no females, making the pipeline to Reader a concern.  The 
data shows only female Readers but in this year’s promotions this changed to be more 
balanced with the promotion of two male and two female staff to Reader (section 5.1 
(iii)). The School has just one SRF (8) (male), the mechanisms for promotion to this grade 
are to be covered in the PDR check list (Action 10) and described to academics through 
the handbook (Action 7).  There was 1 female out of 17 professors (6%) up to 2018 but 
recent appointment of Professors El Haj and Wolf have changed this, we now have 17% 
female professors. This is a positive move in the right direction and with retirements of 
senior staff and improved recruitment practices (interview panels are gender balanced 
and all panel members have unconscious bias and equality and diversity training), this 
improvement in profile will continue. Our gender imbalance at senior grades is a 
significant issue for the School and is addressed by the actions in section 5 through 
Actions 4, 6, 7 and 10.  

 

 

 Figure 10. Academic Staff by contract focus, note that there is no data in Teaching 

Focused for 2015 and 2016 (zero staff)  
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Section Actions: 

4 Use comprehensive the Mentoring Scheme introduced in 2018 for 
probationary lecturers. 

Extend the approach to all staff on lecturer grade until they are promoted to 
Senior Lecturer.   

Mentor current female lecturers to reaffirm that they are valued 

Identify useful training courses for progression and circulate to relevant 
staff members and mentors  

6 Promotions seminars delivered by a mixed gender team. 

Routes to promotions will be more formally discussed during PDR process. 

7 Introduce interactive handbook 

10 Introduce system to ensure the promotion and wellbeing confirmed as 
covered in PDR. 

PDR training strengthened. 

 

 

SILVER APPLICATIONS ONLY 

Where relevant, comment on the transition of technical staff to academic 

roles. 

 

(ii) Academic and research staff by grade on fixed-term, open-ended/permanent 

and zero-hour contracts by gender 

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

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

other issues, including redeployment schemes.   

There are no zero hour contracts in the School. Figure 11 shows that in 2017, 84% female 
and 54% male were on fixed contract. Grade 6/7 represent over 50% of all staff and in 
this category all staff are fixed term. The skew is clear, showing the need to ensure that 
staff are given equal opportunity to progress from fixed term to open ended contracts 
and beyond (Action 5). All lecturing staff grade 8 and above are permanent. At 
Professorial level, the fixed term appointment represents part of the Head of School’s 
contract.  Of the current Readers and Professors, 7 are part time, which reflects career 
choices. 

At (L (8)) the F:M ratio has improved from 20% female to 31%, due to new appointments. 
We have 7 SL (9), all male.  This creates an issue for internal appointments to higher 
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grades, we have consistently helped lecturers progress to SL (9) in a reasonable 
timeframe (approximately 5 years from appointment) (Action 4).  

Fixed term at higher grade are few and result mostly from personal choice SRF(9). There 
is one female grade RF (8) for maternity cover. The number of males at RF (8) has 
increased from zero to 5 from 2015 to 2017, mostly resulting from the T-Era Energy 
Programme.  At Reader level the only part time person is female who is on a specific 
project. Due to the transient nature of these posts no specific action is to be undertaken. 

 

 

Figure 11. Academic staff by grade and contract type 
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Section Actions: 

4 Use comprehensive the Mentoring Scheme introduced in 2018 for 
probationary lecturers. 

Extend the approach to all staff on lecturer grade until they are promoted 
to Senior Lecturer.   

Mentor current female lecturers to reaffirm that they are valued 

Identify useful training courses for progression and circulate to relevant 
staff members and mentors  

5 
Raise awareness on progression, provide advice and recommend training 
through the School Handbook and PDR process 
 
Ensure all staff who are eligible to transfer to open contract (limited by 
funds) are transferred.  
 
HR team to give a session on the process of promotion 

6 Promotions seminars delivered by a mixed gender team. 

Routes to promotions will be more formally discussed during PDR process. 

 

  

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

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

by gender and the mechanisms for collecting this data.   

The majority of leavers were on fixed term contracts or teaching and research staff (grade 
6-8), Figure 12.  Males and females leave at approximately the same percentage rate, 
suggesting that there is no gender influence.  It is useful to examine the data based by 
contract type (Figure 13). 
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Figure 12. Male and female voluntary leavers  

Figure 13 shows 86% of staff leaving were on fixed term contract.  This reflects the few 

permanent posts available in the School (section (4.2 (ii)). Turnover is reasonably 

consistent male to female in the non-permanent category and represents the typical 

turnover of short contract researchers.  Our RFs move to industry and academic posts 

around the world. Four out of 29 leavers in the past 3 years had permanent contracts, all 

were male and moved to other institutions (1 to become Head of School, one to become 

Head of a Research Centre and one for family reasons) or retired (1). 
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Figure 13. Academic leavers by contract type 

An examination of the most recent ‘Have your say’ survey and 2018 staff survey 
highlighted a number of areas that may contribute to staff leaving and are discussed in 
section 5.6 (i). 

Section Actions: None 

Word count: 2240 

5. SUPPORTING AND ADVANCING WOMEN’S CAREERS 

Recommended word count: Bronze: 6000 words  |  Silver: 6500 words   

5.1. Key career transition points: academic staff 

(i) Recruitment 

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

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

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

there is an underrepresentation in numbers) are encouraged to apply. 
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A. Aggregated Recruitment Applications by Grade 

 
B. Aggregated Recruitment Shortlist by Grade          

Figure 14. A-B Job applications, shortlisted and success rate by gender A) Applications, 

B) Shortlisted and C) Appointed for 2014/5-2016/17. 
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C. Aggregated Appointments by Grade  

Figure 14. C Job applications, shortlisted and success rate by gender A) Applications, B) 

Shortlisted and C) Appointed for 2014/5-2016/17. 

Figure 14 shows data from the HR recruitment system used to track applications and 
appointments.  All vacancies are advertised as equal opportunity and that Athena SWAN 
is currently held: 

https://www.birmingham.ac.uk/staff/jobs/index.aspx 

Although for some posts the applicant numbers are small we have consistently attracted 
females to apply in line with or above the expected pipeline ratio.  For the past three 
years the percentage of females shortlisted for interview is higher than male (16%:11% 
respectively), this impact can be attributed to our action plan from our last award where 
we implemented family friendly job adverts, including the following “We welcome 
flexible and part-time working, offer a generous maternity package (subject to qualifying 
periods of service) and have on-campus childcare facilities”.  Success rates based on 
gender from application to appointment is 3.4% male and 6.6% female and from shortlist 
to appointment is 40% male and 43% female. 

Using data from figures 8 and 14 we see that female staff are increasingly being hired at 
grade 6-8 (Research Staff and Teaching staff) but have been less effective at grade 8 
lecturers and above. It is clear there has previously been a lack of applicants for senior 
posts, male or female. However in the latest appointment round (2018/19), 2 female 
Professors were recruited and they started in October 2018.  Despite these significant 
appointments, the gender balance in the senior staff is a concern and many of our action 
points are designed to address this fundamental issue but specifically action 4C 

 

 

https://www.birmingham.ac.uk/staff/jobs/index.aspx
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Section Actions: 4 

4C 
When posts are made available for lecturing staff, ensure that we have 
mechanisms in place to attract female staff.  To this end we will highlight in 
our commitment to family and flexible working as well as highlighting our 
commitment to Athena SWAN. 
 
Invite internal and external prospective candidates to give talks and be 
familiar with the School in order that they are encouraged to apply when 
the opportunity arises.  

 

(ii) Induction 

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

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

The induction process comprises: pre-arrival, local induction, central induction and, post-
induction. For Pre-arrival the appointee receives a letter/email of welcome which 
includes first day agenda, and a copy of the induction programme. Working space and 
computer before arrival.  New members of staff are normally introduced at the monthly 
M5 meetings by the HoS and a mentor allocated. However, as of this summer 2018 the 
allocation of mentor is formalised by the University and the mentor works with staff to 
help them through their probationary period. At the end of probation the mentor may 
continue or a new one allocated. The mentors are mandated to attend formal mentor 
training.  The implementation and effectiveness of the local induction process has been 
and will be evaluated (Actions 7 and 8). 

There is a central induction session, which includes information on University services 
and functions, including training and development and staff support networks. Inductees 
are required to complete an online equality and diversity-training programme within 3 
months. Post-induction (typically 3 to 4 months), feedback on the process is gathered 
and more assistance provided if needed. For academic staff a new induction programme 
is due to be rolled out in September 2018 to all schools and departments in EPS.  

All new postdoctoral researchers are paired with an experienced mentor and any 
mandatory induction courses/training required completed. After 3 months, a scheduled 
review takes place.  

Section Actions: 7 and 8 

7 Introduce interactive handbook 

8 
Post induction interviews will be held at 3-6 months (either part of the PDR 
process or a pre-PDR meeting depending when the inductee joined) to 
ensure entrants integration 

 

(iii) Promotion 

Provide data on staff applying for promotion and comment on applications and 

success rates by gender, grade and full- and part-time status. Comment on how 

staff are encouraged and supported through the process.  

 



 

 
37 

 

 

Figure 15. Aggregated promotion data.  There were no promotions of part time 

staff over the reporting period 2014/15-2016/17. 

 

Staff are informed about each annual promotion round by email. The criteria for 
promotion are available through the intranet: 

https://intranet.birmingham.ac.uk/hr/documents/public/promotion/Guide-to-
promotions-FINAL.pdf.  

Applications are made to the School Promotions Committee (SPC) for initial 
consideration. Lecturer to Senior Lecturer promotion is considered by the SPC who seek 
external references and then make recommendations to the College Promotions 
Committee (CPC) who carry out a final approval and recommendation to the central 
University Promotions and Titles Committee (UPTC).  Reader and Professor Promotions 
are put forward by the SPC, if the decision is made that a prima facie case has been 
established.  The CPC then seeks external references, interviews the candidates and 
makes recommendations for promotion of successful candidates to the central UPTC.   
The final decision on all promotions is made by the UPCT.  Promotion from grade 6 to 
grade 7 postdoctoral researcher is usually automatic on successful completion of a PhD 
or EngD. For research staff (promotion from grade 7 to grade 8), the process differs as 
the request goes to their line manager for them to make the recommendation.  
Birmingham does not define either of these transitions as promotions, terming them as 
‘re-grading’; for which UoB does not store data, as these are seen as new job roles and 
are typically included in recruitment data.  The School recognised the need to have a 
reasonable gender balance on the promotions committee and it now comprises 4 male 
and 2 female internal staff and a female external. 

https://intranet.birmingham.ac.uk/hr/documents/public/promotion/Guide-to-promotions-FINAL.pdf
https://intranet.birmingham.ac.uk/hr/documents/public/promotion/Guide-to-promotions-FINAL.pdf
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Over three years preceding 16/17, 5 full-time members of staff from grade 8 and 9 (4 
male and 1 female) applied for promotion. All five were approved, Figure 15. This 
indicates a promotion rate of 7.7% for females (1 out of 13 possible females) and 9.1% 
for male staff on grade 8 or 9. The small numbers of females here are significant, action 
is to be taken to increase the rate (Action 4).  No part time staff were promoted over the 
period, because most permanent part time staff are level 9 and 10. 

The College identified that women tend to hold back from applying for promotion and as 
a result, promotion workshops and seminars aimed at women and courses aimed at 
changing and challenging management culture to address gender bias issues were 
introduced from 2014. These are advertised to all staff and in the School work-life 
balance questionnaire we identified that women had attended these sessions and found 
them useful. For this reason the School will continue to advertise and promote 
attendance (Action 6).  Academic PDR forms have also been modified to better reflect 
the range of academic activities and responsibilities to identify outstanding staff 
performance. Further the School has identified a need to mentor all academic staff to 
ensure that they are aware of the requirements for promotion, and how career goals can 
be achieved (Action 10 and 18).  These initiatives (Action 10) led to more females applying 
for promotion and two were successfully promoted to grade 9 in the 2017/18 round. 

However a recent (July 2018) internal survey of the staff in the School showed only 15 % 
felt their line manager provided useful support when applying for promotion. There is a 
large gender split with 18 % males and 8 % females feeling they have been provided with 
useful support from their line manager. Transparency of promotion policy was also an 
issue with 4.8 % of females feeling the policy is transparent compared to 22 % for males. 
The gender issue of promotions is further compounded by 0 % of females and 30 % males 
feeling they had been given support when applying for promotions. Compounding the 
gender problems further, only 4.8 % of females and 32 % males felt they had been advised 
constructively on promotion criteria. These figures are a major concern for the School 
and thus forms a priority action set (Action 4, 6, 7 10 and 18).  As discussed in Section 4.2 
promotion is seen as a key route to changing the low female: male ratio, particularly 
within grades 9 and 10. 
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Section Actions:  

4 Use comprehensive Mentoring Scheme introduced in 2018 for probationary 
lecturers. 

Extend the approach to all staff on lecturer grade until they are promoted to 
Senior Lecturer.   

Mentor current female lecturers to reaffirm that they are valued 

Identify useful training courses for progression and circulate to relevant 
staff members and mentors  

6 Promotions seminars delivered by a mixed gender team. 

Routes to promotions will be more formally discussed during PDR process. 

7 Introduce interactive handbook 

10 Introduce system to ensure the promotion and wellbeing covered in PDR. 

PDR training strengthened. 

18 Establish a ‘Women in Chemical Engineering’ working group, led by HoS, and 
invite all female staff 

Commission and deliver unconscious bias training for all staff at grade 9 and 
above 

Explore with female staff support for and, as appropriate, set up a reverse-

mentoring scheme 

 

(iv) Department submissions to the Research Excellence Framework (REF) 

Provide data on the staff, by gender, submitted to REF versus those that were 

eligible. Compare this to the data for the Research Assessment Exercise 2008. 

Comment on any gender imbalances identified. 

The School is well positioned for a strong submission in REF 2021. The impact score (2014) 
was outstanding, with the best GPA of all Chemical Engineering Schools.  The School has 
benefited from REF2014 with significant investment in academic staff with twelve 
appointments made in the last three years including seven Professors of whom two are 
female (Prof Alicia El Haj, Prof Bettina Wolf). The staff entered by gender in 2008, 2014 
and proposed for the 2021 return are shown in Table 11.  It shows that the policy of 
returning 100% of eligible staff has been followed, noting that in 2021 staff must be 
returned if eligible by post and cannot opt out.  

However, for REF 2021, Chemical Engineering, Engineering and Metallurgy and Materials 
will jointly submit. This will reduce the impact case statements for the Chemical 
Engineering section to three including one joint with Metallurgy and Materials through 
the Rolls-Royce High Temperature Research Centre. The process of case selection is 
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based on merit and judged by the University REF administration team, however one of 
the cases being considered is based on the work of two female researchers.  

 

Table 11. Staff returned to REF 

REF 2008 2014 2021 (as currently 

envisaged) 

Number of Eligible 

Staff 

30 34 46 

Number of Eligible 

Males 

26 29 39 

Number of Eligible 

Females 

4 5 7 

Number Entered (%)  100 100 * 

Number of Males 

Entered (%) 

100 100 * 

Number of females 

entered (%) 

100 100 * 

 

Section Actions: None 

SILVER APPLICATIONS ONLY 

5.2. Key career transition points: professional and support staff 

(i) Induction 

Describe the induction and support provided to all new professional 

and support staff, at all levels. Comment on the uptake of this and how 

its effectiveness is reviewed. 

(ii) Promotion 

Provide data on staff applying for promotion, and comment on 

applications and success rates by gender, grade and full- and part-time 

status. Comment on how staff are encouraged and supported through 

the process. 

5.3. Career development: academic staff 

(i) Training  

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

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

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

of uptake and evaluation? 
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A wide range of in-house training is available to staff at all levels, and is specific to career 
stages/roles.  The Aurora Leadership Programme has been available to female staff at 
lecturer level and equivalent since launched in 2013; uptake over this time has been good 
(see section 5.6). Staff have access to mentoring and coaching support via People and 
Organisational Development (POD). The majority of courses are self-referral and 
promoted through PDR and other specific activities/resources, such as the Birmingham 
Researcher, Higher Education Future Institute (HEFi), and Postdoctoral Early Research 
Career Development and Training. Women are positively encouraged to take up 
mentoring opportunities to assist career development.  

All staff must undertake E&D training, and PDR training is compulsory. Recruitment & 
selection and interviewing training is mandatory for staff involved, this includes 
unconscious bias training.  

Postdoctoral researchers have a calendar-feed of training courses.  Since implemented 
on 1st April 2015, it has been well received by postdoctoral researchers and is updated 
annually in August and monthly for all Vitae courses. 

However, figure 16 shows uptake of training form POD for both males and females can 
be considered low. As a result of the Athena SWAN process we publicise the courses 
offered locally and encourage uptake (Action 7 and 10). 

Section Actions:  

7 Introduce interactive handbook 

10 Introduce system to ensure the promotion and wellbeing covered in PDR. 

PDR training strengthened. 

 

 

Figure 16. Uptake of POD courses by gender and number, the data is shown in 
this form as one person may attend many courses so to show the values as a 
percentage of staff attending is not practical. 
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(ii) Appraisal/development review  

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

including postdoctoral researchers and provide data on uptake by gender. Provide 

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

staff feedback about the process.   

All staff in the School have a mandatory annual Professional Development Review (PDR), 
as well as an interim 6-monthly review of progress against set objectives, uptake is 
virtually 100%.  During this process, there is a comprehensive review of all aspects of the 
reviewee’s activities. This transparent assessment process of staff input/outputs is 
intended to provide a clear pathway for individual career development and promotion, 
but the 2018 survey showed: only 35% of staff found the PDR included constructive 
discussion of areas to improve (compared to 43% in 2017); 64% of staff (70% M, 52% F) 
found the PDR helped clarify their objectives and but only 48% of staff (50% M, 48% F) 
were able to discuss their career aspirations, while only 20% of staff (23% M, 17% F) had 
a useful discussion regarding promotion.  In addition 32% of staff (36% M, 26% F) did not 
find the paperwork they receive useful.  The low satisfaction and the significant 
difference in responses for male and female staff is concerning and suggests the current 
model is not fit. In order to improve the efficacy of the PDR we have a number of actions: 
we are ensuring our reviewers undertake periodic (re)training; introducing a check list to 
prompt and confirm that key topics (career development and promotion) have been 
discussed; and, where applicable, introducing PDR preparation into the mentoring 
process (Action10). 

Section Action: 

10 Introduce system to ensure the promotion and wellbeing covered in PDR. 

PDR training strengthened. 

 

(iii) Support given to academic staff for career progression  

Comment and reflect on support given to academic staff, especially postdoctoral 

researchers, to assist in their career progression.  

The School assigns all new academic staff and research fellows a mentor. The mentors 
are not connected to the staff member’s team, but aim to provide assistance with career 
development, including grant writing and personal development. Mentee and mentor 
meet twice per annum, and are encouraged to discuss any arising PDR matters.  For our 
School it makes sense for postdoctoral researchers to have their supervisor as their 
mentor since they will tend to meet frequently, formally and informally.  However PDRs 
for post docs are undertaken by an unrelated trained member of academic staff.  Due to 
the open door policy of the School, PDRAs can also approach other members of staff for 
career development advice, including their PDR assessor. In addition to the mentoring 
and PDR scheme (section 5.3 (iii)), all members of staff can request a meeting with the 
HoS to discuss career development at any time.  Due to concerns regarding PDR (staff 
survey), it has been decided that the mentoring process should play a role in preparing 
for the PDR and also should be extended to all staff (Actions 9 and 10). 
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The College allocates £1,000 per year to academic staff to attend conferences or 
workshops to aid progression.   

Since 2015, postdoctoral researchers have been encouraged to attend training 
programmes to increase employability, where their contract allows. This includes 
Postgraduate Certificate of Higher Education (PCHE) which is compulsory for 
probationary lecturers but also open to postdoctoral fellows. 

While staff understand their role (73% females and 91% males) only 39% think they 
receive advice from managers on career progression (41% M, 37.5% F). This is a concern 
and we therefore have actioned this for improvement (Actions 9 10 and 18). 

Section Actions:  

9 A more robust university policy on mentoring probationary lecturers has 
been introduced this year.  As a school we plan that this mentoring should 
continue beyond probation to help academics towards subsequent 
promotions  

10 Introduce system to ensure the promotion and wellbeing covered in PDR. 

PDR training strengthened. 

18 Establish a ‘Women in Chemical Engineering’ working group, led by HoS, and 
invite all female staff 

Commission and deliver unconscious bias training for all staff at grade 9 and 
above 

Explore with female staff support for and, as appropriate, set up a reverse-

mentoring scheme 

 

 

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

Comment and reflect on support given to students at any level to enable them 

to make informed decisions about their career (including the transition to a 

sustainable academic career). 

The School aims to equip all students with the skills they need to pursue their chosen 
careers. All students have the opportunity to seek careers advice. Careers advice is 
comprehensive and effective. There are numerous examples of targeted employment 
opportunities: 

 ‘Work experience Wednesday for Engineers’ where emails are circulated offering 
graduate roles, internships, and placement opportunities. 

 ‘Careers Connect’ host many events for UGs and PGs with a mixture of student, 
university or company led opportunities to provide more information options 
post university and development of soft skills (for example presentation 
workshops).  
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The Careers Network for Engineers Canvas page which is regularly updated with 
opportunities. This also provides information and resources for students.  

The EPS Careers social media platforms which shares relevant opportunities and events 
is available on campus. Despite this a 2018 PGR survey identified that only 37% (32% M, 
40% F) found the advice for career progression to be good. It is possible that there is too 
much information being circulated to students, resulting in the advice not being received 
effectively.  Service to PG students has been reviewed and action is planned (Action 3). 

Birmingham University Chemical Engineering Society (BUCES) run numerous events 
throughout the year including career fairs, CV clinics, mock interviews and an industrial 
dinner. These events provide opportunity for the students to meet industrial 
representatives and gain information on specific companies and industries. BUCES 
members say: 

 

 

 

 

 

 

 

 

 

 

 

Visiting industrial representatives offer advice on CVs, and hold mock interviews. The 
School regularly updates reading materials and notice boards with relevant companies 
and university material. The DLHE survey has highlighted that 95% of the students are in 
a professional position within 6 months of graduating illustrating that the careers support 
is successful. PhD students liaise with their supervisor for training and development 
advice.  All postgraduate students complete an annual development needs analysis (DNA) 
as well as monthly feedback meetings to highlight any training that is required. DNA is 
compulsory for progression, uptake runs at 100%. PGR students may attend POD courses. 

Since 2016, we have employed a part time lecturer with extensive industrial operations 
and recruitment experience to provide a one-to-one CV clinic for undergraduates seeking 
employment and placement positions.  This is proving extremely popular.  When demand 
allows, the service is extended to PGT and PGR students looking for careers outside 
academia.   

In summer 2017, PhD students set up an informal event for final year UG students to 
provide information about finding, choosing and applying for PhDs and shared their 

The CV workshops organised by BUCES 

helped  me prepare for my industrial year 

applications. If I hadn’t been to said 

workshops, I wouldn’t have known the 

fundamental mistakes that were in my CV and 

this would have hindered my progress. - 

Yasmin Bobie 

Industrial dinner helped me find out about 

opportunities that Are available to chemical 

engineers that I wouldn’t have realised if I 

hadn’t gone to the dinner                                   

Abigail Edwards 

 

Through BUCES organised industry talks and 

events I have made invaluable connections 

that have been crucial to my success of landing 

a job. BUCES have introduced me to both 

alumni and head recruiters from potential 

employers. -Anonymous 

 

At the industrial dinner I spoke to a company 

that I had not thought of applying to, they 

encouraged me to and helped me to submit an 

application, I’m now completing my year in 

industry at that company                                  

Dáire Archbold 
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experiences. This was well received and UG students stayed to ask PhD students 
questions. We will introduce this to all final year students to provide information on PG 
research opportunities and introduce them to PhD students. The 4th year of the UG 
course includes an individual project, often supervised by PhD students and postdoctoral 
researchers, providing a good introduction to PG study. 

Section Actions: 

3 Deliver a seminar on career opportunities specifically for our postgraduate 
student body covering opportunities in industry and academia. 

 

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

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

support is offered to those who are unsuccessful. 

There is an internal peer review process when grants are prepared.  The academic’s 
mentor and an experienced colleague thought appropriate for the subject area, offer 
constructive criticism.  Junior staff operate within the core research area structure and 
are tutored within those groupings.  The HoS or a senior staff member, assist staff 
applying for their first grant application. Before new lecturers write their first RCUK 
application they are encouraged to be Co-investigator on other RCUK proposals and apply 
to other funding bodies. The process is to be tightened (Action 11) with the appointment 
of a research support officer. 

The University Research support team offers help with identifying funding routes, 
including UK, EU and international funding, business and local partnerships, UoB internal 
funding routes and interdisciplinary research opportunities.  Assistance is given with 
preparing major grants or complex projects, bidding to large corporate business and the 
EU and international projects.  They help with costing projects, ethics, integrity and 
governance of programmes.  Frequently it is necessary to consider the impact (economic, 
social and academic) of the proposal and guidance in these less scientific aspects is 
offered. There are three teams involved, Finance, Research & Development, and 
Professional & Organisation Development (POD). Our overall application success rate 
from 2014- 2017 was 32%, with 33% for Male and 19% for Female. Income per Head 
totalled £638k for Male and £443k for Female.  The difference comes from most senior 
high earning staff being male professors.  As the number of female professors and 
readers rises this differential is likely to reduce (Action 11 and 7).  

Staff receive feedback on unsuccessful applications from the review process and are 
encouraged to modify a grant submission if appropriate.  The School is developing an on-
line learning resource of successful research applications for different research funders, 
which will be available to staff who are preparing proposals.  

Section Actions:  

7 Introduce interactive handbook 

11 All grants to external bodies will pass through an internal review process.  

Organisational map to be developed and included in action 7 
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SILVER APPLICATIONS ONLY 

5.4. Career development: professional and support staff 

(i) Training 

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

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

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

in response to levels of uptake and evaluation? 

(vi) Appraisal/development review 

Describe current appraisal/development review schemes for 

professional and support staff at all levels and provide data on uptake 

by gender. Provide details of any appraisal/review training offered and 

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

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

Comment and reflect on support given to professional and support staff 

to assist in their career progression. 

5.5. Flexible working and managing career breaks 

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

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

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

and adoption leave. 

Maternity leave arrangements are made through HR.  Line managers meet with staff to 
confirm leave dates, discuss cover arrangements, discuss return to work arrangements 
including reducing the workload on return.  The line manager meets with the member of 
staff to ensure that a safe working environment is adopted, and the health and safety 
officer carries out a risk assessment.  Support staff and professional services staff make 
any arrangements with their line managers. They also have an appropriate health and 
safety assessment. The WAM is discussed and arrangements are made for the transfer of 
teaching and research material to ensure their duties can be covered once leave starts.  
Maternity data is presented in Table 12. 

Section Actions: None 
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Table 12. Maternity data 
  

 

  
Staff Type Athena SWAN Grade 

Year Grand 
Total 2015 2016 2017 

Academic 

Professor (10) 0 0 0 0 

Lecturer (8) 1 0 1 2 

Research Fellow (7) 1 1 2 4 

Research Associate 0 0 1 1 

Academic Total 2 1 4 7 

Professional Services Admin & Other Related (6) 0 0 1 1 

Professional Services Total 0 0 1 1 

Grand Total 2 1 5 8 

 

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

Explain what support the department offers to staff during maternity and 

adoption leave.  

For academic staff, the School redistributes the teaching and administrative roles to 
other members of staff, or an additional staff member may be appointed on a temporary 
basis. Technical support is also given to research students by other members of staff in 
the School (PGR students have two supervisors). For the professional and support staff 
cover is arranged by their line-manager according to their role. Staff are encouraged to 
make use of Keep In Touch (KIT) days as they wish.  

Section Actions: None 

 

(iii) Cover and support for maternity and adoption leave: returning to work  

Explain what support the department offers to staff on return from maternity 

or adoption leave. Comment on any funding provided to support returning staff.   

Once staff return from maternity or adoption leave, they have a meeting with their line 
manager, and where applicable their mentor, to determine the level and type of support 
required.  

By way of example, Dr Anita Ghag has recently returned from maternity leave. She was 
advised of internal funding specifically aimed at staff who had taken a career break. She 
was allocated a School-funded PhD student to accelerate her development and additional 
administration support for her role as admissions tutor has been put in place.  This has 
become standard practice in this School for enhancing the careers of returning parents. 
Support for when a member of staff returns from leave is discussed before the 
commencement of the leave to streamline the return to work process and help 
accelerate the transition back to the workplace (Action 12).  

Flexible working is also offered. Staff on academic contracts are encouraged opt-in to an 
initiative to reduce their teaching or administrative workload for the first term of return. 
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The initiative, funded by the University’s Central Maternity Fund, enables staff to focus 
on their research. 

Section Actions:  

12 
Clear literature for staff on entitlement and examples of how it works with 

personal statements of those who have had leave associated with family 

matters will be provided and incorporated into the  Handbook and induction 

materials  

 

(iv) Maternity return rate  

Provide data and comment on the maternity return rate in the department. 

Data of staff whose contracts are not renewed while on maternity leave should 

be included in the section along with commentary. 

Since the last submission, 1 member of academic staff and 4 post-doctoral researchers 
have taken maternity leave, and there is a 100% return rate (3 full-time and 1 part time). 
Staff who have returned after leave have expressed the difficulties they face in making 
the transition back to work, and this is an area which will be addressed before the next 
submission (Action 12). However, all staff are encouraged to make use of our KIT 
programme. 

Section Actions: 12 

12 
Clear literature for staff on entitlement and examples of how it works with 

personal statements of those who have had leave associated with family 

matters will be provided and incorporated into Handbook and induction 

materials  

 

SILVER APPLICATIONS ONLY 

Provide data and comment on the proportion of staff remaining 
in post six, 12 and 18 months after return from maternity leave. 

 

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

Provide data and comment on the uptake of these types of leave by gender and 

grade. Comment on what the department does to promote and encourage take-

up of paternity leave and shared parental leave. 

The University provides 2 weeks paternity leave at full pay.  Staff who have completed 
one year’s continuous service have a statutory entitlement to up to 18 weeks' unpaid 
parental leave in respect of each child.  During the last 3 years only 4 members of staff 
have taken paternity leave. These have all been taken flexibly and often goes beyond the 
policy requirement, i.e. allowing people to take leave in less than 1 week blocks. Adoption 
leave has been taken by the HoS for a period of 8 weeks. Awareness of parental and 
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adoption leave will be raised (Action 12).  The University does not centrally record 
paternity leave, however, starting from Feb 2019 a new HR finance payroll system will 
capture the data. 

Section Actions: 12 

12 
Clear literature for staff on entitlement and examples of how it works with 

personal statements of those who have had leave associated with family 

matters will be provided and incorporated into Handbook and induction 

materials  

 

(vi) Flexible working  

Provide information on the flexible working arrangements available.   

Flexibility is often beneficial for individual staff and encourages staff to balance the 
demands of work and personal life.  All staff can formally apply for a flexible working 
arrangement using the University’s Flexible Working Policy.  It is promoted to staff on 
maternity/adoption leave via ‘returning to work’ in the Parents and Carers intranet page. 

The UoB flexible working arrangements include part-time working, job sharing, term-
time working, compressed hours, staggered hours and working from home. Academic 
staff can request changes to their work load and working patterns through the HoS and 
HR.  Flexible working with respect to maternity is discussed in section 5.5 (iii). Child care 
needs, illness and family needs can, and have been, covered flexibly by discussion with 
the HoS.  Flexible working requests may be for any reasons and are not restricted to 
employees with family or health commitments.  Long term illness would follow 
University’s policy and statutory aspects. There are many instances where staff may work 
flexibly with the knowledge of the HoS for short term disruptions without formal 
arrangement. 

For non-academic staff requests to change their contracted duties are made formally 
request to their line manager (generally college personnel) and are normally not under 
the School’s immediate control.  

These arrangements run effectively, with 59% (59% M, 58% F) of staff indicating that their 
line managers accommodate flexible working hours in the 2018 staff survey. Although 
this percentage is quite low it is suspected that this is due to the fact that not everyone 
will have discussed flexible working with their line manager, this will be rectified in future 
surveys (Action 13). At present there are only five males and five females working part-
time on a formally arranged basis. No requests for formal flexible working arrangements 
have been turned down. 

Section Actions:  

13 
Notify staff about flexible working procedures and options in the Staff 

Handbook  

Organise seminar on flexible working and flexible working added to the tick 

list to be used during PDR  
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(vii) Transition from part-time back to full-time work after career breaks 

Outline what policy and practice exists to support and enable staff who work 

part-time after a career break to transition back to full-time roles. 

The School follows the University policy on transitioning between part-time and fulltime 
work after career breaks and is also able to accommodate transitions in the opposite 
sense where requested. The funding bodies of many projects also permit such transitions. 
A KTP programme for example has recently accommodated a request for such a 
transitions.   

Section Actions: None 

5.6. Organisation and culture  

 

(i) Culture 

Demonstrate how the department actively considers gender equality and 

inclusivity. Provide details of how the Athena SWAN Charter principles have 

been, and will continue to be, embedded into the culture and workings of 

the department.   

 

We aspire to be a School characterised by an open, friendly, welcoming, and positive 
environment. We share in the successes of all staff and students; celebrating and 
acknowledge any awards and distinctions. Annually, we celebrate the academic success 
of our students at the awards evening and the College hosts a celebration for all staff, 
graduates, and guests following our summer and winter graduation ceremonies. 
Although the School spans multiple buildings, the atrium with its coffee shop in the main 
building provides a hub for staff and students to interact. Many staff and student social 
gatherings take place in the communal space. In this large space it is easy to see the 
school as one entity. 

The School supports training on inclusivity for students and staff through a variety of 
methods. Diversity in the workplace online training is a mandatory module for all 
members of staff; there is an equivalent module aimed at students which is voluntary 
(student equality and diversity online training). The School fully supports the Aurora 
Leadership Programme for early career female academics.  Three staff have recently 
attended and by way of example Dr Sophie Cox states: 
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All members of the EDC and the SAT are encouraged to take the equality and diversity in 
the workplace level 4 ILM. All members of staff involved in recruitment are mandated to 
attend unconscious bias training. 

Our School is committed to providing equality of opportunity to all students and staff. 
Positive actions embedding equality and inclusivity into the School include: 

• The sharing of positive role models especially female (via television screens one 
showing Dr Sophie Cox, 2018 alumni award, for her work on antimicrobial resistive 
treatments using honey) and talks, for example on Healthcare research by Prof 
Alicia El Haj. 

• M5 monthly lunchtime meetings with the Head of School (Introduce new 
lecturing staff, presentation of staff research, and general discussion items) 

  Weekly meetings for staff to allow rapid transfer of information from the various 
committees and groups. 

• Advance booking of meetings enabling attendance  

• Published committee minutes (on a shared public drive) 

• Noticeboard for Athena SWAN agenda and also E&D 

• Canvas page for Athena SWAN action plan progress monitoring 

• Accommodating pregnant students as much as possible with bespoke ad hoc 
programme arrangements, for example part time study. 

• Female academic role models to talk to females attending open days 

• Students as Partners: We strive to ‘engage students as partners’, and recent NSS 
success demonstrates the positive benefits of this approach. For example: 

 

 
Chemical Engineering at Birmingham is an inclusive course, providing a friendly atmosphere 

between staff and students of all years. 

Aurora provided me with the space to reflect on my personal 
development and career progression. The leadership resources along 
with the support of the Aurora network has helped me develop my 

confidence and supported me in strategically planning my next steps 
professionally. Quite simply it was a fantastic opportunity that has had 

a profound effect on my aspirations to become a leader in higher 
education.  
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 • School-sponsored end of term BBQ for staff and students. 

Formally feedback from students came through Student Staff Consultation Committees 
(SSCCs). Weekly Student Voice meetings are now held with the female operations 
manager and SSCC student president to enable regular constructive feedback in both 
directions from year group representatives. Particular attention is being paid to 
encouraging women to be heard. 

The above statement is our philosophy, we are very concerned that our 2018 staff survey 
findings show significant differences in the experience of women and men. Figure 17 
demonstrates that female staff satisfaction with school culture and working practices is 
considerably lower than male staff in some aspects, and that this in turn impacts on 
female staffs’ views of their career development and progression.  

We recognise that the School should be doing more to ensure that all staff are aware of 
processes for promotion and career progression, and we hope to bring greater clarity to 
these processes for all staff through our new School handbook Action 7. However, we 
also recognise that - as a male-dominated school, with male staff predominating in our 
senior posts and committees - there is a clear risk that female voices and experiences are 
not always heard, and that the gendered differences highlighted by the survey results are 
much more nuanced than issues that can simply be ‘solved’ by producing policy 
documents or by slipping into a deficit model approach.  

To begin addressing and improving our working culture, the Head of School will be 
convening a working group to which all female academic staff will be invited to join. This 
will be an open and honest discussion of the gendered issues raised in the staff survey, 
with a view to identifying what the School can and should do differently to ensure female 
staff feel supported and valued. This will be led by the Head of School as an indication of 
the seriousness with which we view these issues and our leadership commitment to 
positively changing our culture.  

Whilst staff undertake some training in unconscious bias as a component of the 
compulsory recruitment and selection training, we shall be commissioning POD to 
provide a more comprehensive unconscious bias session for School senior management. 
The purpose of this will be to enable greater exploration and reflection on the interplay 
of unconscious bias and gender in personal behaviours. Finally, we shall explore with the 
women’s working group the appetite for supporting culture change through gender-

The staff are incredibly helpful and take feedback on board. They are always willing to make 
time for students who are struggling as long as you show you're putting in some effort to 
complete the work. The way the course is run encourages the students to mix, meet new 
people and interact with each other, which creates a welcoming student community where 
everyone is supportive. It also provides plenty of opportunity for group work that is marked 
fairly. 

Pastoral support and information flow from educational part of my department was always 
good. 
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based reverse mentoring, as a means of ensuring women’s experiences are heard, 
understood and in turn feed into policy and decision-making, Action 14 and 18.  

 

Figure 17. Staff survey results where the response was significantly different between 
men and women   

 

 

 

 

 

• My line manager manages meetings well to ensure all participants 
are treated equally and with respect (M 49% F 71%) 

• I am able to identify training needs for the upcoming year from 
objectives (M 11% F 35%) 

• I was entitled to parental leave and took the entitled leave (M 57% 
F 100%) 

• I would consider leaving UoB if there was another similar job on 
offers (M 16% F 4%) 

I can achieve the level of work I want to in the time available (M 37% 
F 50%) 

• My line manager keeps me well informed about the school activities 
and achievements (M 53% F 37%) 

• I have a voice within the school (M 66% F 50%) 

• I am not clear on all of my work objectives (M 19% F 33%) 

• I do not have the resources to complete my job (M 9% F 26%) 

• I am able to achieve my career goals because I chair or influence 
committees (M 20% F 9%) 

• I have sufficient funding to achieve my career goals (M 47% F 30%) 

• I found my PDR useful (M 70% F 52%) 

• I feel the need for a mentor to help understand how the university 
and its systems work (M 42% F 75%) 

• I am satisfied with the culture of the workplace (M 83% F 62%) 

• I feel the school has no interest in my work except for maintaining 
the income stream (M19% F37%) 

• My suggestions are well received by managers and colleagues (M 
81% F 67%) 

• I do not feel secure in my position in the school (M 9% F 26%) 

• I think the promotion policy is transparent (M 21% F 4%) 

• I know who is on the schools promotion panel (M 21% F 4%) 

• I have been supplied useful support when applying for promotion 
(M 29% F 0%) 

• I think the promotions policy is not suitable for all (M 54% F 71%) 

• I am aware of the Athena SWAN award the department currently 
holds (M 52% F 38%) 

Female responses >10% 
more positive than male  

Female responses >10% 
more negative than male  
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Section Actions:  

7 Introduce interactive handbook 

14 
Increase the sense of community within the School   
 
Increase the availability of support and training for female staff  

 

18 Establish a ‘Women in Chemical Engineering’ working group, led by HoS, and 
invite all female staff 

Commission and deliver unconscious bias training for all staff at grade 9 and 
above 

Explore with female staff support for and, as appropriate, set up a reverse-

mentoring scheme 

 

(ii) HR policies  

Describe how the department monitors the consistency in application of 

HR policies for equality, dignity at work, bullying, harassment, grievance 

and disciplinary processes. Describe actions taken to address any identified 

differences between policy and practice. Comment on how the department 

ensures staff with management responsibilities are kept informed and updated 

on HR polices. 

The University maintains HR policies and strategies to address issues of equality & dignity 
at work, grievance, bullying, harassment and disciplinary processes. The University has 
zero tolerance toward bullying and harassment, with clear guideline and escalation 
procedures.  We are pleased to say that the School has no case to report. 

The School Handbook (Action 7) will offer another key resource, including information on 
dignity at work, sickness absence and grievance processes, with links to relevant 
information. We have also changed our student discussion groupings this year in an 
attempt to have more open forums, Action 15.  

All new managers undergo mandatory development training that includes recruitment, 
health and safety at work, disciplinary procedures etc. 

Section Actions:  

7 Introduce interactive handbook 

15 Introduce a weekly student voice meeting.  Reporting to SSCC with HoS. 

All years represented. 

 

 



 

 
55 

 

(iii) Representation of men and women on committees  

Provide data for all department committees broken down by gender and staff type. 

Identify the most influential committees. Explain how potential committee 

members are identified and comment on any consideration given to gender 

equality in the selection of representatives and what the department is doing 

to address any gender imbalances. Comment on how the issue of ‘committee 

overload’ is addressed where there are small numbers of women or men. 

We have a committee structure with established participation of both staff and students. 
Females are represented on all our committees (Figure 18), although not balanced the 
overall gender split in the School is reflected.  The weekly student voice, reports to SSCC.  
Perhaps the most important committee for many staff is the promotions committee, it is 
as balanced as it can be with 7 members. The SSCC has student representatives for UG, 
PG and postdoc and is also attended by all UG and PG Year Chairs, who are academic 
staff. Relevant issues are reported to the School Committee. The School Committee is for 
all members of the School: permanent academics, research fellows, technical and 
administrative members of staff. The Executive Committee is a multicultural gender-
balanced committee that is constituted from three female members of staff - out of 
which two are professional services - and five male academic members of staff at 
different stages in their careers, with specific roles in managing the School’s activity. The 
E&D committee and the SAT were described in more detail in section 3.  

Currently all committees except E&D are chaired by the HoS and all are male chaired. Our 
two female professor appointments in 2018 should allow us greater flexibility in the 
future to balance our committees leadership (Action 16) and Prof Bettina Wolf will chair 
the E&D committee from January 2019. Given that we have relatively few female staff 
then we do have a potential issue with committee overload.  This work is accounted for 
in the WAM. 
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Figure 18. School committee structure, the solid lines in the upper line diagram 
represent the formal lines and the dashed line show that the chairs of the sub 
committees are on the executive. 

Section Actions: 

16 More gender balanced committee structures. 
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(iv) Participation on influential external committees  

How are staff encouraged to participate in other influential external committees 

and what procedures are in place to encourage women (or men if they are 

underrepresented) to participate in these committees?  

The School encourages staff to develop through membership of external committees and 
through other external activities.  These are frequently specialist subject groups of the 
staff members’ institution, standard committees, organising committees of conferences, 
editorial boards and trustees of organisation associate with the subject area for example.  
The benefits of such activities are recognised in the career progression process. The 
following list gives examples of the outstanding contributions made by our female staff: 

REF panel 2021-engineering,  

Francis Crick Institute Translational Board 

Royal Society Fellowship panel 

Royal Academy Engineering Research Committee  

European Society of Rheology:  Executive Council  

British Society of Rheology: Council  

Max-Rubner-Insitute (D): Scientific Advisory Committee  

Food Processing Faraday: Scientific Committee 

Institution of Chemical Engineers (IChemE) UK Research Committee. 

The School has representation in all College Committees: College Board through the HoS, 
Undergraduate, and Postgraduate Committees through Admissions Tutors, College 
Teaching Committee through HoE, Equality and Diversity through the Athena SWAN 
Champion. Membership on these committees is a function of an individual’s 
administrative position in the School. The Director of the Chemical Engineering 
Postgraduate School and the UG Admissions Tutor are female, they represent the School 
externally on PG and UG committees. The Athena SWAN Lead is a female and represents 
the School at College and University level.  

Section action None  

 

(v) Workload model  

Describe any workload allocation model in place and what it includes. Comment 

on ways in which the model is monitored for gender bias and whether it is taken 

into account at appraisal/development review and in promotion criteria. 

Comment on the rotation of responsibilities and if staff consider the model 

to be transparent and fair.   

Workload model is developed by an assessment of teaching duties and research grant 
awards. Pastoral care and administrative responsibilities are built inand recognised in 
both PDR and as a criterion for promotion. Workload is pro-rata for part-time staff and 
workload for all staff is managed on a flexible basis for those with caring responsibilities 
and applied uniformly to all.  During PDRs all staff are able to discuss their resulting 
workload model, the data is presented to each member of staff graphically showing 
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where they fit within the School anonymised against their colleagues and adjustments 
made where there is factual error.  This arrangement gives transparency and all are 
treated the same. 

Currently the work allocation is undertaken by the HoS with the Head of Education and 
the Operations Manager supporting.  It is their responsibility to check fairness between 
genders by analysis of the data.  A formal process will be applied to ensure there is parity 
between genders and that caring responsibilities are accounted for if necessary for 
example returning from maternity (Action 17). 

Section Actions: 

17 Develop a transparent work load model  

  

(vi) Timing of departmental meetings and social gatherings  

Describe the consideration given to those with caring responsibilities and part-

time staff around the timing of departmental meetings and social gatherings. 

The School ensures that meetings are scheduled with consideration. Where possible, all 
School events are scheduled between 10.00-1600.  A number of events in collaboration 
with industry take place at lunch time.  The lack of available rooms during core hours can 
be an issue. However, for future industry events, the School Industrial Liaison officer will 
attempt to hold most events within the working day as well as in the evening. The HoS 
has an open door policy allowing staff to have discussions throughout the day. The School 
Committee Meeting is always scheduled during the core working hours and wherever 
possible on a Wednesday afternoon when there are no taught courses for 
undergraduates.  Committee meetings dates are agreed well in advance so attendees can 
plan ahead. The main social gatherings of the School are also publicised well in advance. 
Since the last Athena SWAN application, we have been proactive, changing the timing of 
School events to accommodate all staff. For example, the monthly School seminar which 
was previously scheduled on Mondays has been moved to Wednesdays ensuring all staff 
have the opportunity to attend. Furthermore, the School Christmas social event has 
moved from Friday to Wednesday, for the same reason. 

Section Action None  

 

(vii) Visibility of role models 

Describe how the institution builds gender equality into organisation of events. 

Comment on the gender balance of speakers and chairpersons in seminars, 

workshops and other relevant activities. Comment on publicity materials, 

including the department’s website and images used. 

The School runs monthly seminars, which we gender balance where possible but of 
course it also reflects the gender balance of the subject. We have internal seminars each 
month where there is a presentation in turn by staff and we have for the past year been 
running a revised more frequent seminar series.  While 20% of presentations have been 
by females our future programme is deliberately more balanced.  
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The marketing materials produced for the School represent both gender and ethnic 
balance. The School’s webpage for example (pictured below and at 
https://www.birmingham.ac.uk/schools/chemical-engineering/index.aspx) presents a 
picture of the diversity. The images and videos promote different cultural backgrounds 
and gender equally for all levels of study.  

 

Professor Paula Mendes has been awarded the IChemE Global Award for her work. This 
award provides the rest of the School, particularly women, with a respected role model. 
Professor Mendes mentors for junior staff, and provides career advice to allow other 
women to reach their full potential. A promotional video will be created based on the 
success of Professor Mendes and other female researchers and publicised on the School 
website (Action 1 [B and C]). We are going to use our two new female professors to 
extend this approach.  

Postgraduate student Jessica Tuck won the top award for the UoB story telling video 
competition 2017 and was awarded the prize by Professor Alice Roberts UoB Professor 
of Public Engagement, who is herself a champion of women in STEM. The video is aimed 
at encouraging primary school children into STEM subjects by explaining simple chemical 
engineering principles and day-to-day activities for a chemical engineer.  Postgraduate 
student Emily Summerton was involved in the graduate schools activity in creating videos 
of what it is like to be a postgraduate at the UoB. 

Section Actions:  

1B 
Develop targeted materials for younger Pre-GCSE and GCSE outreach 

1C 
Use female professors to create video as positive role models on the school website  

 

(viii) Outreach activities  

Provide data on the staff and students from the department involved in outreach 

and engagement activities by gender and grade. How is staff and student 

contribution to outreach and engagement activities formally recognised? 

Comment on the participant uptake of these activities by gender.   

Outreach encompasses all activities that target students both designated as high priority 
for widening participation with underrepresented groups, and also the general population 

https://www.birmingham.ac.uk/schools/chemical-engineering/index.aspx
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of under 18s, to encourage Chemical Engineering study. Outreach activity is recognised in 
the WAM.  

To address underrepresentation of girls in STEM subjects, two specific annual events are 
coordinated by EPS, with School representation at both. These are the Girls into STEM day 
for Year 9 girls and Forge Your Future day for girls in Year 10. Participants are girls from 
any school, including mixed and single sex schools.  In 2017 these two days brought in 
nearly 350, year 9 and 10 girls from local schools.  A female researcher from the School 
leads the workshops on these days. In addition to this, EPS has a ‘Demand 50:50’ 
attendance policy on all other outreach events on campus whereby if a school coming is 
mixed, they are required to bring at least half female representation.  

The School has a dedicated outreach officer, Jon Wood. All students from CDTs undertake 
a multitude of outreach activities. This is a course requirement and written reports for are 
available.  

Jon has produced a University-wide online training resource for outreach training, which 
dedicates an entire section to embedding inclusivity. Outreach activity is monitored 
annually although much activity from other staff members is inevitably underreported; 
this will be an action point (Action 1 [B and C]). There is data on postdoctoral researchers 
(Grade 7 and 8) and PhD students who partake in outreach activities and this indicates 
56% females and 44% males. 

Dr Sophie Cox in undertook a University- wide training programme. One of five female 
representatives, she received training in outreach and public engagement, then delivered 
training in these skills in a ‘Pay-it-Forward’ scheme to a further 100 post graduates and 
early career researchers.  

Section Actions: 

1B 
Develop targeted materials for younger Pre-GCSE and GCSE outreach 

1C 
Use female professors to create video  as positive role models on the school website  

 

Word Count: 6105 

 



 

 
61 

SILVER APPLICATIONS ONLY 

6. CASE STUDIES: IMPACT ON INDIVIDUALS 

Recommended word count: Silver 1000 words 

Two individuals working in the department should describe how the 

department’s activities have benefitted them.  

The subject of one of these case studies should be a member of the self-

assessment team. 

The second case study should be related to someone else in the department. 

More information on case studies is available in the awards handbook. 

7. FURTHER INFORMATION 

Recommended word count: Bronze: 500 words  |  Silver: 500 words 

Please comment here on any other elements that are relevant to the application. 

We have no other comments to add and we have endeavoured to address all the comments provided 

from our previous submission 2017. 

Word Count:22 

 

8. ACTION PLAN 

The action plan should present prioritised actions to address the issues identified 

in this application. 

Please present the action plan in the form of a table. For each action define an 

appropriate success/outcome measure, identify the person/position(s) responsible 

for the action, and timescales for completion.  

The plan should cover current initiatives and your aspirations for the next four years. 

Actions, and their measures of success, should be Specific, Measurable, Achievable, 

Relevant and Time-bound (SMART). 

See the awards handbook for an example template for an action plan.   

 

 

 

 

This guide was published in May 2015. ©Equality Challenge Unit May 2015.  

Athena SWAN is a community trademark registered to Equality Challenge Unit: 011132057. 

Information contained in this publication is for the use of Athena SWAN Charter member 

institutions only. Use of this publication and its contents for any other purpose, including copying 

information in whole or in part, is prohibited. Alternative formats are available: pubs@ecu.ac.uk 
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Athena SWAN Action Plan 2018 

The action list is split into the main areas for consideration and then subdivided on specific actions.  The key action points identified in the Athena SWAN SAT process are 

highlighted in bold. 

 

 

Student Recruitment Actions 

 

 

Action  

No 

Objective Progress Sub 

No 

Action 

Description 

Measured  

By (Impact) 

Time Responsibility Application 

Section 

1 Improve gender 

balance on the 

courses offered 

Gender in 

undergraduate 

course:  

 

We have 

developed our 

recruitment 

materials and 

approach to 

applicant days and 

outreach.  We 

have had success 

and our gender 

balance has 

improved.  Our 

1A For undergraduate courses: 

 

Solicit opportunities in university organised 

outreach to create greater awareness of Chemical 

Engineering as a career path.  Aim for a particular 

emphasis on foundation year option for those who 

may not have thought of Chemical Engineering.   

 

Develop targeted materials for Pre-GCSE and GCSE 

outreach (Action 1C) making use of all the positives 

we have identified in the Athena SWAN analysis 

(high profile female appointments, rising female 

student numbers etc.) 

F/M ratio 

increases in 

line or better 

than our direct 

competitors.  

An 

undergraduate 

three 

percentage 

point rise in 

female 

population is 

our target. 

 

Material 

updated 

ready for use 

in each 

recruitment 

cycle 

 

Targeted rise 

achieved by 

2021 

 

 

Admissions 
tutor  

School Byrne 
Outreach 
officer and 
Student Liaison 
Officer 

4.1(i) 

4.1(ii) 
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Action  

No 

Objective Progress Sub 

No 

Action 

Description 

Measured  

By (Impact) 

Time Responsibility Application 

Section 

recruitment 

system is 

reviewed each 

year. 

 

We will have in 

place extra 

resource for the 

admissions work.  

A grade 6 support 

post will allow 

more time to be 

devoted to 

developing our 

gender profile.  

Additionally it will 

relieve time 

pressures on Dr 

Anita Ghag who 

returning from 

maternity leave 

needs time to 

rebuild her 

research profile.  

 

Create video interviews with the 2 new female 

professors appointed 2018 for use in recruitment 

activity and display on School website as positive 

role models. 

The total 

number of 

students is 

limited by 

infrastructure 

and thus it is 

only the ratio 

of F/M that is 

being 

considered 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Recruit new 

Admissions 

Officer by 

Sept 2019 

1B Produce and host new materials (on-going as 

described in progress) for all courses but in 

particular undergraduate work with current 

students and recent graduates 

 

Produce promotional material aimed at GCSE 

students advocating chemical engineering as a 

career with a particular focus on gender inclusion.  

Link to the promotional approach of the IChemE 

‘Why not Chemical Engineering’ 

http://www.whynotchemeng.com/.  

 

Promote Athena SWAN principles in our 

information and the roles women can take in 

Chemical Engineering. 

 

Refreshed 

materials 

prepared to 

cover all School 

age groups. 

 

Outreach 

officer  

UG admissions 

officer and 

lead A2B tutor 

4.1(i) 

4.1(ii) 

5.6(vii) 

5.6(viii) 

http://www.whynotchemeng.com/
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Action  

No 

Objective Progress Sub 

No 

Action 

Description 

Measured  

By (Impact) 

Time Responsibility Application 

Section 

1C Use the materials developed in combination with 

the outreach activities of our post graduate 

students particularly the EngD cohort and alumni 

who are spread around the country at their 

companies to widen participation. 

Material 

disseminated 

to the outreach 

active team for 

incorporation 

into their 

activities. 

 

Outreach 

activities 

logged and 

presented at 

the annual 

conferences of 

our 

postgraduate 

students. 

School Byrne 

Outreach 

officer, 

Postgraduate 

tutor, 

College Alumni 

Officer 

4.1(i) 

4.2(ii) 

5.6(vii) 

5.6(viii) 

1D Review the practices in University 

Schools/Departments who consistently have a high 

F/M ratio and use the data to inform our 

recruitment activities in terms of gender balance in 

materials the type of materials used nature of the 

environment 

Report 

provided.  

 

The exercise 

will be re-run 

every two 

years 

 

Summer 

2019. 

Admission 

Tutor working 

group 

4.1 (ii) 
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Action  

No 

Objective Progress Sub 

No 

Action 

Description 

Measured  

By (Impact) 

Time Responsibility Application 

Section 

Data to be fed 

to the 

admissions 

team to assist 

in actions 1A-C 

Gender in part 

time courses: 

 

Analysis has 

shown that we 

have significant 

splits in our part 

time options 

compared to our 

full time.  This 

reflects the supply 

route of the 

industries 

concerned  

1E 

Encourage those industries who send students to 
undergraduate and Postgraduate courses to 
consider their gender policies on the candidates 
they put forward. 

Improvements 

in gender 

balance of part 

time courses. 

 

Given the 

supply chain 

demographic 

the aim here is 

an 

improvement 

of 5% more 

males on the 

UG (PT) 

courses and 

likewise a 5% 

increase in 

females on PGT 

(PT) by 2021 

Within our 

course 

specification 

for 2019 

application 

round 

Discussion 

with 

sponsoring 

companies 

throughout 

year. 

Course 

coordinators 

4.1(ii) 

4.1(iii) 
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Student Cohort Actions 

 

 

Action  

No 

Objective Progress Sub 

No 

Action 

Description 

Measured  

By (Impact) 

Time Responsibility Application 

Section 

2 To ensure 

gender equality 

in performance 

Analysis has 

shown that we 

have some 

inequality in the 

grades attained by 

students within 

courses and 

within modules 

within courses.  

These have not to 

date been tackled 

directly 

2A 

Introduce a statistically valid analysis process which 
will evaluate the gender balance in terms of 
registration for elective modules and performance 
within each module with data to be used to inform 
module coordinators and the teaching team of 
areas of concern in the annual review process. 
[This action applies to all taught modules, UG and 
PGT] 

The 

measurement 

is a more 

uniform 

gender 

performance 

profile within 

modules which 

will be 

reflected in the 

overall degree 

attainment 

profile. 

 

This may take 

some time to 

bed down.  

Data is spare at 

the moment 

and thus a 

quantification 

The gender 

balance in 

terms of 

attendance 

and grade 

will be 

incorporated 

within the 

module 

report to the 

relevant 

exam board 

each year, 

from summer 

2019 

 

The report 

will be used 

in the module 

review which 

takes place 

The analysis 

system to be 

developed in a 

Teaching 

Committee sub 

group and then 

rolled out to 

module 

coordinators 

for 

incorporation 

into the exam 

reporting 

system by April 

2019 

 

First reviewed 

in September 

2019. 

 

4.1(ii) 

4.1(iii) 
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Action  

No 

Objective Progress Sub 

No 

Action 

Description 

Measured  

By (Impact) 

Time Responsibility Application 

Section 

in terms of 

percentage 

improvement 

cannot yet be 

given. 

each year to 

address any 

issues. 

And then 

yearly   

3 Targeted career 

advice for PG 

students 

The School’s focus 

has been on 

undergraduate 

support for career 

development but 

the 2018 PG 

survey has 

highlighted the 

need to be more 

inclusive. 

3A 

Prepare and deliver a seminar on career 
opportunities specifically for our postgraduate 
student body covering opportunities in industry 
and academia and the route to information.  

Career tutorial 

for 

postgraduates 

delivered.  

First seminar 

given in 

October 2019 

and then 

each year 

The careers 

service, the 

school careers 

advisor and 

postgraduate 

tutor. 

5.3(iv) 

3B 

Ensure that postgraduate students receive 
notification of School career events and seminars Events posted 

on the 

postgraduate 

information 

system 

From January 

2019 

School careers 

advisor  

5.3(iv) 
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Staff Development 

 

 

Action  

No 

Objective Progress Sub 

No 

Action 

Description 

Measured  

By (Impact) 

Time Responsibility Application 

Section 

4 To ensure the 

continued 

upward trend 

in female 

representation 

in staff at grade 

8 and above. 

The figures 

highlight the low 

numbers of 

women we have 

in the School in 

senior staff roles, 

in particular at SL. 

We have gone 

some way to 

addressing this 

with the 

promotion of two 

females to reader 

and the 

appointment of 

two females to 

professorships, 

but this has left a 

vacuum of 

females at grade 

SL(8) and hence 

the need for 

continued action.  

4A Use the more stringent/comprehensive Mentoring 

Scheme introduced by the University in 2018 for 

probationary lecturers. 

Extend the approach to all staff on lecturer grade 

until they are promoted to Senior Lecturer.  With 6 

senior female academic now in post we can align 

mentors more closely with the needs of junior 

females. 

Mentor current female lecturers over the next few 
years to reaffirm that they are valued staff 
members and that career progression is 
attainable. The result will be a greater number of 
female senior lecturers and eventually greater 
numbers in higher grades. 
 
This action is closely linked to the PDR (Action 10) 
and promotion (Action 6), which are for all staff 

Staff feel 

supported (as 

measured by 

the staff 

survey) and 

are ready for 

promotion in a 

timely manner 

with a clear 

vision. Our 

intention is 

that all new 

academics 

should be 

promotable in 

less than 5 

years. 

Starting 2018  Head of School 
(implement 
changes to 
mentoring) 

Monitored 

through PDR 

see action 10 

and the 

promotions 

committee 

annually and 

feed back to 

the Head of 

School. 

4.2(i) 

4.2(ii) 

5.1(iii) 

4B 

Identify useful training courses for progression 
and circulate to relevant staff members and 
mentors (linked to action 4A).  Additionally the 
information will be incorporated in the School 
Handbook (Action 7) 

Course 

information 

available for 

January 2019  

 

Head of School 

and Handbook 

team 

4.2(i) 

4.2(ii) 
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Action  

No 

Objective Progress Sub 

No 

Action 

Description 

Measured  

By (Impact) 

Time Responsibility Application 

Section 

The pipeline is 

stronger to enter 

the system and 

our appointment 

and promotion 

systems have 

been shown to be 

operating 

robustly in terms 

of gender 

selection. 

 

We have passed 

through a phase 

of expansion in 

line with our 

increase student 

numbers and for 

now appointment 

into permanent 

post will be by 

replacement of 

leaving staff.  

 

The School aims 

to expand it 

activities in the 

next decade in 

line with the 

staff and 

mentors. 

 

Incorporated 

in Handbook 

when fully 

launched 

 

September 

2019. 

5.1(iii) 

4C 

Recruitment of Lecturing Staff:  
 
When posts are made available for lecturing staff, 
ensure that we have mechanisms in place to 
attract female staff.  To this end we will highlight 
in our commitment to family and flexible working 
as well as highlighting our commitment to Athena 
SWAN. 
 
Invite internal and external prospective 
candidates to give talks and be familiar with the 
School in order that they are encouraged to apply 
when the opportunity arises. 

Ongoing 

within the 

School 

meeting 

programme  

September 

2018 

onwards 

HoS 4.2(i) 

4.2(ii) 

5.1(i) 

5.1(iii) 
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Action  

No 

Objective Progress Sub 

No 

Action 

Description 

Measured  

By (Impact) 

Time Responsibility Application 

Section 

University’s 

strategic plan 

5 To prepare 

fixed term 

contract staff 

for promotion 

and transfer to 

permanent 

positions as 

appropriate 

We have a large 

number staff on 

fixed term 

contracts. The 

staff survey and 

other indicators 

show that we 

need to do more 

to assist them in 

their chosen 

career and ensure 

that staff are 

transferred as 

quickly as possible 

to open contract.  

5A 

Raise awareness on progression, provide advice 
and recommend training (through the School 
Handbook and PDR process [see Actions 7 and 10 
respectively])  

Measurement 

will be through 

observed 

promotion and 

through the 

staff survey 

comments 

being more 

positive 

Annually in 

line with PDR 

timing and 

Handbook 

renewals 

Operations 

Manage 

4.2(ii) 

5B 

Ensure all staff who are eligible to transfer to open 
contract (limited by funds) are transferred.  
 
 

All staff eligible 

to be on open 

contract 

(limited by 

funds) shall be.  

Annually in 

October 

Operations 

Manager 

4.2(ii) 

5C 

HR Promotions team to give a session on the 
process of promotion Sessions 

delivered and 

improved 

responses in 

staff survey 

Session to be 

developed 

Early 2019 

and given in 

summer 2019 

and then 

biannually 

offered 

A&D team in 

conjunction 

with HR team 

4.2(ii) 
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Action  

No 

Objective Progress Sub 

No 

Action 

Description 

Measured  

By (Impact) 

Time Responsibility Application 

Section 

6 Enhanced 

understanding 

of the 

promotion 

process and 

requirements 

that is fit for 

purpose to 

encourage 

women as well 

as men to apply  

Promotion has 

followed a 

standard 

procedure with 

notification, by 

email, that a 

promotion round 

is open but our 

survey work has 

shown that staff 

feel the School 

could do more to 

inform them. 

6A Promotions seminars will be arranged through POD, 

and will be advertised to all staff. Delivered by a 

mixed gender team. 

Routes to promotions will be more formally 

discussed during PDR process (Action 10). 

Promotion training links will be in the School 
Handbook Action 7. The handbook will augment 
the information given by the University to enable 
people to form a view of what typically leads to 
promotion within the School 

Improvement 

in the 

satisfaction 

score on 

promotion 

support 

particularly 

among 

women.  

First 

Promotion 

seminar 

February 

2019 

Then every 

year with 

updated 

information 

February 

2019 

The 

promotions 

committee to 

devise the 

programme 

and 

arrange/deliver 

the seminar. 

4.2(i) 

4.2 (ii) 

5.1(iii) 

6B 

Provide information to managers covering 
upcoming promotional seminars and workshops so 
they can be encourage attendance. 
 

4.2(i) 

4.2(ii) 

5.1(iii) 
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Staff Satisfaction 

 

 

Action  

No 

Objective Progress Sub 

No 

Action 

Description 

Measured  

By (Impact) 

Time Responsibility Application 

Section 

7 Produce 

electronic 

online 

interactive 

relevant School 

Handbook 

It became clear 

through the SAT 

activity that many 

of the issues 

raised could be 

overcome by 

updating of the 

School Handbook 

to be online and 

interactive 

7A 

Develop an online interactive handbook available 
to all staff which contains links relevant to all 
relevant sections. The Medical School’s excellent 
system will form the basis of our handbook. 
https://intranet.birmingham.ac.uk/mds/welcome-
induction/staff-handbook/index.aspx 
 
The handbook will cover Induction, Mentoring, 
Development, Promotion, Training Opportunities 
Grant Writing Support, Learning Support, Personal 
Development, HR policy education, School 
Structure and Advice Gurus etc. 
 
It will not re-invent university web pages but point 
the way to them with helpful additional 
information where the School might have specific 
needs or practices. 

An up to date 

user friendly 

help system 

(Handbook) in 

place to easily 

allow staff to 

gain 

information 

about life in 

the School 

College and 

University. 

Development 

starts 2018 

 

Live February 

2019 

 

Review 

Quarterly 

HoS, HoS PA, 

Operations 

Manger 

4.2(i) 

5.1(ii) 

5.1(iii) 

5.3(i) 

5.3(v) 

5.6(i) 

5.6(ii) 

 

Applicable to 

many areas for 

general 

information and 

clarity 
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Action  

No 

Objective Progress Sub 

No 

Action 

Description 

Measured  

By (Impact) 

Time Responsibility Application 

Section 

8 To improve 

induction 

making it 

accessible and 

relevant 

We have a basic 

School induction 

programme which 

is in place and this 

is augmented by a 

formal university 

induction scheme 

introducing the 

central functions 

8A 

Post induction interviews will be held at 3-6 months 
(either part of the PDR process or a pre-PDR 
meeting depending when the inductee joined) to 
ensure entrants integration 
 
This forms part of Action 10 where the induction 
review is evaluated by the inductees PDR reviewer   

Induction 

process 

checked and 

remedial 

action 

instigated 

where required 

for all starters 

From present HoS and PA 5.1(ii) 

9 Refine School 

mentoring 

system 

The University has 

a formal 

mentoring system 

for probationary 

lecturers, much 

enhanced from 

2018.  Presently 

mentoring is 

offered to, but 

not always 

adopted by, staff 

on other grades. 

9A 

A more robust university policy on mentoring 
probationary lecturers has been introduced this 
year.  As a school we plan that this mentoring 
should continue beyond probation to help 
academics towards subsequent promotions and 
general career development.   While it will not be 
compulsory it will be formally offered to all new 
staff.    

Extension of 

mentoring is 

expected to 

lead to 

improvement 

in the PDR 

process (see 

Action 10).  

Success will be 

measured as 

improvement 

in staff 

satisfaction 

with the PDR 

process. 

 

From January 

2019 

HoS and PA 5.3(iii) 

9B 

The mentoring model will be offered to all staff. 
Offers made where the mentor status of a staff 
member is not known or recorded. 

All staff made 

offer and 

recorded by 

the School that 

February 

2019 

HoS PA 5.3(iii) 
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Action  

No 

Objective Progress Sub 

No 

Action 

Description 

Measured  

By (Impact) 

Time Responsibility Application 

Section 

the process is 

taking place or 

has been 

declined. 

9C 

Managers to be encouraged by the HoS to 
encourage staff and discuss career progression. Staff feel more 

comfortable in 

discussing 

openly 

promotion and 

this is reflected 

in improved 

scores in the 

survey 

To be 

discussed 

with mangers 

in their PDR 

processes 

and the 

process 

refreshed 

through the 

monthly staff 

meetings 

HoS and 

Operations 

Manager 

5.3 (iii) 

10 Improve 

Personal 

Development 

Review (PDR) 

process 

The PDR runs 

efficiently but 

according to the 

staff survey some 

think it not be fit 

for purpose.  We 

need to improve 

the process, 

particularly with 

respect to career 

development and 

promotion.  This 

is particularly 

important for 

postdoctoral 

10A 

Introduce a tick sequence in the process 
paperwork for both reviewee and reviewer to 
ensure that key aspects relating to career 
development, promotion aspirations and 
wellbeing are discussed.  This is ready to go and 
will be implemented when the next round of PDR 
commences in February 2019. 
 
Staff will be encouraged to meet with their 
mentors in the period leading up to the PDR to 
discuss aspects of the PDR less formally and help 
the mentee/reviewee focus on career 
development and help identify training 
needs/opportunities. 
 
 

Increased 

satisfaction 

with the PDR 

process as 

measured by 

the staff 

survey. 

 

Increased 

employability 

of Post-

Doctoral Staff 

as measured 

Next PDR 

round and 

then yearly 

with 

modifications 

depending 

on staff 

survey 

results. 

E&D Lead, HoS 4.2(i) 

5.1(iii) 

5.3(i) 

5.3(ii) 

5.3(iii) 
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Action  

No 

Objective Progress Sub 

No 

Action 

Description 

Measured  

By (Impact) 

Time Responsibility Application 

Section 

researchers in 

fixed term 

contracts where 

opportunities for 

progression may 

be external to 

Birmingham 

by 

appointments 

to permanent 

positions both 

internally and 

externally. 

10B Refresher course for all staff involved in the PDR 

process. Reviewers will be offered retraining every 

2 years to ensure consistency  

 
Reminders sent to interviewers emphasising the 
need to discuss career progression and wellbeing 
during the interview 

100% trained 

staff 

undertaking 

review 

process, 

recorded by 

HoS PA. 

 

Increased 

satisfaction 

with the PDR 

process as 

measured by 

the staff 

survey. 

January each 

year 

4.2(i) 

5.1(iii) 

5.3(i) 

5.3(ii) 

5.3(iii) 

 

11 Improve 

support for 

grant writing 

We have a system 

in place to review 

grant applications 

before 

submission.  It is 

not overly 

formalised but is 

quite rigorous for 

11A Make the grant review scheme clear and formal. All 

grants to external bodies will pass through an 

internal review process.  The reviewers will be 

selected on the basis of experience and gender.  

Review will include follow up to help understand 

reasons for success or failure that will be shared via 

the Handbook (Action 7). 

All grants 

applications 

reviewed. 

 

Improved 

submission and 

January 2018 

onwards with 

review of 

progress 

annually 

 5.3(v) 
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Action  

No 

Objective Progress Sub 

No 

Action 

Description 

Measured  

By (Impact) 

Time Responsibility Application 

Section 

new staff up to 

first grant 

application 

New professional 

services Research 

Support Officer 

has been 

employed for 

grant support 

especially post 

award  

 

 
 

success rates 

measured. 

11B 

The Handbook (Action 7) will contain all the contact 
information required to construct a grant and 
access the help available within the University and 
School.  This will include an organisational map of 
the finance and grant support team processes. 

Handbook 

operating see 

action 7 

Live February 

2019 

 

Quarterly 

Research 

Support 

Officer 

employed 

from Sept 

2018 

 5.3(v) 

12 Clear 

communication 

and support for 

maternity, 

paternity and 

adoption leave 

The School has a 

very open system 

for maternity, 

adoption and 

paternity leave.  

The statutory 

aspects are 

followed but 

additionally 

support is given to 

aid return and 

generally this has 

worked well for us 

with retention, 

12A 

Provide clear literature for staff on entitlement and 
give examples of how it works with personal 
statements of those who have had leave associated 
with family matters. 
 
These will be available in the Handbook and 
incorporated into the induction materials, Actions 7 
and 8 

Materials and 

examples 

available to all 

staff via the 

Handbook 

Live February 

2019 

 

Quarterly 

Already 

included in 

the induction 

process. 

 5.5(iii) 

5.5(iv) 

5.5(v) 



 

 
77 

Action  

No 

Objective Progress Sub 

No 

Action 

Description 

Measured  

By (Impact) 

Time Responsibility Application 

Section 

return and 

flourishing of 

female staff.  The 

SAT analysis of 

the staff survey 

reveal what 

appears to be a 

disproportionately 

low value of 

paternity leave 

uptake. 

13 Be 

accommodating 

of flexible 

working 

For many the 

flexible working 

environment of 

the School works 

well but the staff 

satisfaction survey 

suggest that only 

around 60% of 

staff felt they 

were sufficiently 

aware of the 

possibilities  

13A 

Notify staff about flexible working procedures and 
options in the Staff Handbook (Action 7) Handbook 

operating (see 

action 7) 

Live February 

2019 

 

HoS, HoS PA, 

Operations 

Manger 

5.5(vi) 

13B 

Seminar on flexible working  

Flexible 

working  

seminar given 

February 

2019 and 

yearly 

onwards 

HoS (nominee) 5.5(vi) 

13C 

Flexible working added to tick list in PDR (Action 10) 

Action 10 

implemented 

Next PDR 

round and 

then yearly 

with 

modifications 

depending on 

staff survey 

results 

E&D lead 5.5(vi) 
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Action  

No 

Objective Progress Sub 

No 

Action 

Description 

Measured  

By (Impact) 

Time Responsibility Application 

Section 

14 Make 

organisation 

and culture 

female friendly 

and inclusive 

While the School 
feels to be a 
vibrant place the 
recent survey 
results show that 
women do not 
feel secure  and 
included and 
action is required  
 
Started (October 
2018) term time, 
weekly whole 
school coffee 
morning to 
facilitate slightly 
more formalised 
social interaction 
has been 
implemented  
 
A new School 
seminar 
programme is in 
place with a 
gender balanced 
agenda. 

 

14A 

Introduce more whole-School events to increase 
the sense of community within the School to 
increase the percentage of staff who believe that 
UoB is a great place to work. For example weekly 
staff meetings with coffee and biscuits.  Bi monthly 
social gatherings in the atrium with ‘Bake off’ cake 
contests 
 

The School 

Event Calendar 

presented  

 

 

November 

2018 

Co-chair of the 

E & D 

committee 

5.6(i) 

14B 

Increase the availability of support and training for 
female staff in order to help them feel more secure 
in their job through the mechanisms actioned 

Support to be 

offered 

through HoS 

PA, E & D 

members and 

workshops 

organised by 

them 

January 2019 Led primarily 

by the Co-Chair 

of the E &D 

committee 

supported by a 

sub team. 

5.6(i) 

15 Improve staff 

student 

communication 

and welfare 

Recent NSS scores 

and comments 

have shown that 

the student body 

is not satisfied 

15A Introduce a weekly student voice meeting, which 

discusses all aspects of the student experience 

including diversity, with an emphasis on 

wellbeing. The process emphasises improved 

Students and 

the staff have 

much closer 

relationship 

Weekly From 

October 2018  

 

HoS 

 

5.6(ii) 
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Action  

No 

Objective Progress Sub 

No 

Action 

Description 

Measured  

By (Impact) 

Time Responsibility Application 

Section 

with 

communication 

channels within 

the School. To this 

end we have 

changed our 

interaction 

methods this year 

to significantly 

improve direct 

welfare/wellbeing 

discussions.   

communication and immediate action where 

possible.  

 

All years elect representatives that represent the 

diversity of their group, gender ethnicity etc.. 

 

A female 4th year student representative jointly 

chairs SSSC with HoS. The chair of the student voice 

and Head of Operations, are also present. 

 

This replaces previous system of bi-termly meetings 

with student reps (one per study year) and a junior 

chair of SSCC .  
 

and 

understanding.  

 

Quantified by 

improvements 

in student 

responses to 

wellbeing 

questions in 

the student 

survey.  

                       

Review 

annually. 

Operations 

Manager 

16 More gender 

balanced 

committee 

structures. 

We have taken 

steps to ensure 

that the 

committees of the 

School reflect the 

female ratio 

relevant to those 

committees.  In 

particular we have 

addressed the 

gender balance in 

the promotions 

16A 

The increased number of female staff in senior 
positions from September 2018 will allow the 
restructuring of our committees with women being 
carefully considered for the chair positions. For 
some committees it is a requirement for the Head 
of School to be Chair in these instances a female 
Co-Chair will be embedded and junior female staff 
encouraged to be active on committees to ensure 
they are familiar with the processes, ready for 
leadership in the future. Where appropriate a 
female appointment to senior committee positions 
will be made.  

Committee 

chair review 

completed this 

year and 

changes made. 

 

The committee 

Chair and co-

chairs to be 

September 

2018 

 

Annually 

September 

HoS 5.6(iii) 
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Action  

No 

Objective Progress Sub 

No 

Action 

Description 

Measured  

By (Impact) 

Time Responsibility Application 

Section 

committee such 

that it is now 

more reflective of 

the school 

composition  

reviewed each 

year. 

17 Ensure the 

workload for 

staff has no 

gender bias 

There has been a 

lot of activity on 

developing a work 

load allocation 

model for 

lecturing staff.  

The University is 

introducing a 

system, which 

looks to work well 

and takes account 

of all identifiable 

activities. Staff are 

shown an 

anonymised chart 

for the key areas 

of activity so that 

they are aware of 

their workload in 

each relative to 

others  

17A 

 
Continue to develop a transparent work load model 
incorporating our existing model into the new 
university approach and give a seminar on it 
mechanism and use. 

Operating 

work load 

model with a 

description 

available in the 

Handbook 

(Action 7) of it 

function and 

operation 

 

Seminar given 

Summer 

2019 

 

 

 

Summer 

2019 

HoS, HoE, 

Operations 

Manager 

 

 

 

 

 

 

 

HoS 

5.6(v) 

17B 

Individual staff to be given a load statement email 
each year for discussion at PDR and with HoS (if 
requested).  Information will comprise 
administration and teaching load plus number of 
students and grant profile. 

Staff informed 

of their 

recorded work 

load and 

discuss issues. 

From 2019 

PDR 

HoS 5.6(v) 
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Action  

No 

Objective Progress Sub 

No 

Action 

Description 

Measured  

By (Impact) 

Time Responsibility Application 

Section 

17C 

Introduce into the model a statistical element to be 
able to assess gender fairness in workload 
allocation 

Forced review 

of gender 

fairness of 

WAM 

Summer 

2019 

HoS 5.6(v) 

18 Address 

gendered 

differences in 

satisfaction 

with School 

culture and 

working 

practices 

New activity in 

response to the 

2018 staff 

satisfaction 

survey results 

18A Establish a ‘Women in Chemical Engineering’ 

working group, led by HoS and invite all female 

staff to join, to explore the issues raised by the 

staff satisfaction survey  

 

Working group develops an action plan identifying 

the changes the School will make (considering 

both policy-driven and behavioural issues) to 

create a more positive working environment for 

women   

 

Action plan implementation is led by HoS 

 

Monitoring of the action plan implementation is 

integrated into the Athena action plan  
 

Group 

established  

60% of female 

staff joining 

the group 

 

 

Staff 

satisfaction 

survey gender 

gap is closed  

February 

2019 

HoS 5.1(iii) 

5.3(iii) 

5.6(i) 

 

18B As part of the above area of activity, explore with 

female staff support for and, as appropriate, set 

up a reverse-mentoring scheme, pairing  a senior 

Staff 

satisfaction 

survey gender 

gap is closed 

April 2018 DHoS 5.1(iii) 

5.3(iii) 
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Action  

No 

Objective Progress Sub 

No 

Action 

Description 

Measured  

By (Impact) 

Time Responsibility Application 

Section 

male member of staff with a female member of 

staff 

 
 

5.6(i) 

 

18C Commission and deliver unconscious bias training 

for all staff at grade 9 and above via People and 

Organisational Development  

 
 

Staff 

satisfaction 

survey gender 

gap is closed 

ASAP with 

discussions 

starting in 

January 2019 

HoS 5.1(iii) 

5.3(iii) 

5.6(i) 

 

 


