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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. 
 

 
 

 
 
 
 
 
 
 
 
 

 
 

 
 
Athena Swan Manager 
First Floor, Westminster Tower 
3 Albert Embankment 
London 
SE1 7SP 

 
 
 
 
 
College of Life and Environmental Sciences 
 
School of Sport, Exercise and Rehabilitation Sciences 
 
 
 

27 April 2018 
 
 
 

 

Dear Athena SWAN panel, 

I confirm the information presented in the application (including qualitative and quantitative 
data) is an honest, accurate and true representation of the department. 

I am honoured and delighted to provide my strongest possible support for an Athena Swan 
Silver Departmental Award for the School of Sport, Exercise and Rehabilitation Sciences. The 
application for our Bronze Award (April 2015) allowed us to carefully examine our processes, 
working culture, and vision related to E&D. It has also provided me, as Head of School, 
unparalleled opportunities to embed Athena Swan principles into everything we do.  

I have directly benefitted from Athena Swan initiatives, being the first woman in the School to 
serve as Director of Research (2012-2016), and only the second woman to serve as Head of 
School (2016-present). In this latter position, I am part of the University Leadership Team. I 
have participated in the University Senior Leadership Programme, attending events involving 
successful women in Higher Education, and being an active member of the recently launched 
Female Professors Network, which had led to my joining the Steering Committee for this 
network.  

I am fully committed to achieving gender equality within our School. Some of the changes I’ve 
implemented to sustain E&D as a top priority include: 1) a dedicated budget to support E&D 
activities (£500 in 2016-2017, increasing to £2500 in 2018-19); 2) appointing our E&D Lead to 
the School Executive Committee, which ensures Athena Swan principles are fully embedded 
in high-level decision-making; and 3) consciously working to achieve gender parity on 
committees, which has positively impacted gender balance on School, College, and University 
committees. 



 

 

We believe our achievements since our Bronze award are consistent with Silver level. 
Through the dedication and hard work of our SAT, we have achieved gender equality in two of 
our four UG programmes, improved gender equality at PGR levels, and brought the gender 
ratios of staff closer to parity. Particularly compelling is achieving gender parity of senior 
academics at Reader and Professorial level. The actions we have taken to achieve these 
successes include improving our recruitment strategies for students, showcasing both female 
and male role models, providing enhanced individualised support for staff applying for 
promotion from within, and targeted recruitment of high quality applicants of both genders, 
particularly working to appoint staff so that gender equality is supported. 

Despite these achievements, we are aware of key challenges that need to be addressed 
moving forward. We do not have gender equality in two of our UG programmes or at PGT 
level.  We also need to increase consultations with students at all levels via dissemination of 
an Equality Survey and will expand UG and PGT presence on the School E&D committee. 
We need to further improve staff awareness of, and quality of feedback on applications for 
promotions and study leave. We also need to explore ways to improve career development 
opportunities for professional services staff. 

As HoS and a senior female leader, I feel strong ownership for this process, and engage 
across all staff and students to ensure we share best practice and achieve progress on 
actions. I passionately believe that gender equality is central to achieving and sustaining 
research and educational excellence and promoting a healthy work-life balance, and I am fully 
committed to ensuring diversity and gender equality are central to all that we do. Although my 
term as Head of School finishes on 31 July 2018, this level of commitment to best practice 
and achieving progress on actions is fully shared by incoming Head of School, Professor Tim 
Cable, as evidenced by his statement below. 

“As incoming Head of School, I am very impressed by the E&D focus and culture in the 
School. More importantly, the use of data and evidence to examine both the current and 
future demographic and working practices of the School ensure a dynamic and long-term 
sustainability of the E&D agenda. I look forward to building further upon this success to 
provide a supportive and inspirational culture in which to learn and work.”   

 Yours sincerely,  

 

 

 
Professor Janice L. Thompson, PhD, FACSM, FECSS   
Head of School  
University of Birmingham 
Edgbaston  
Birmingham B15 2TT, United Kingdom 
 
 
 
 
 
 



 

 

Professor N. Tim Cable, PhD, FECSS, FHEA 
Incoming Head of School 
 
 

(word count = 727) 
  



 

 

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. 

 

 

 
We are an interdisciplinary and research-intensive School, ranked 4th in REF 2014 (Unit 26) 
and 5th in the 2018 QS World University Rankings for Sports-related Subject, and have 
received £7,767,568 in research grants over the last 5 years.  Our mission is to increase the 
quantity and quality of lifelong engagement in physical activity and sport to enhance health 
and wellbeing across the lifecourse and diverse populations (Figure 1).   

 

 

 

Figure 1: SERS Research Themes and Overview of Research Activities  

We are one of four Schools within the College of Life and Environmental Sciences, which all 
hold Athena Swan awards (1 Bronze, 3 Bronze renewal).  Our School operates as a single 



 

 

organisational unit with staff and doctoral research students accommodated in a custom-
built building.   

School leadership consists of: 

 HoS (F) 
 Two Deputy HoS: Head of Education and Head of Research (2 M)  
 Operations Manager (F) 

 
School business is conducted by: 

 School Executive Committee (decision-making body) 
 School Meeting (open to all staff) 
 5 other committees (see Figure 2 for reporting lines) 
 

 
Figure 2. School Committee Structure  

The school employs 101 staff - 84 ARS (managed at School level) and 17 PSS (managed at 
College level).  Our overall staff gender ratio is 40%F:60%M for ARS (compared to sector 
benchmark of 37%F:63%M) and 82%F:18%M for PSS (compared to sector benchmark of 
26%F:74%M)1 (Figure 3).  

While there is a higher proportion of men with research only or teaching only contracts (63-
67%M) (Table 1), following work to improve recruitment of female job applicants, the 
gender balance in staff with joint teaching and research contracts has nearly reached 
gender parity (47%F:53%M).   
 
Following work to also improve support for promotion applications and recruitment of 
female job applicants, the senior profile of female AS has improved since our Bronze award, 
with gender parity now reached in staff at Reader and Professorial levels (8F/8M).  

 

                                                                    
1 Benchmarking data taken from HESA Staff data 2016-17 for Sport Sciences & Leisure Studies 
(https://www.hesa.ac.uk/data-and-analysis/staff/cost-centres)  



 

 

 
 Female % F Male % M Total 

2015 
Academic & Research 31 48% 33 52% 64 

Professional Services 12 80% 3 20% 15 

2016 
Academic & Research 35 46% 41 54% 76 

Professional Services 14 74% 5 26% 19 

2017 
Academic & Research 34 40% 50 60% 84 

Professional Services 14 82% 3 18% 17 
 

Figure 3. % of staff by gender 

In 2017-18, 1326 students were enrolled in the School on UG, PGT, or PGR courses (also Table 
1).  

At UG level, 898 students (3.3% overseas) were enrolled on one of our 4 programmes:  

 BSc Sport and Exercise Sciences (SES) 
 BSc Sport, Physical Education and Coaching Science (SPECS) 
 BSc Applied Golf Management Studies (AGMS) 
 BSC Physiotherapy   

At PG level, there were 302 PGT students (17.2% overseas) across 12 PGDip and MSc 
programmes and 104 PGR students doing a PhD, MRes or MSc by Research (26.9% 
overseas).   
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Table 1. School gender pipeline  

 Students Staff  
UG PGT PGR Research 

only 
Teaching 

only 
Teaching & 
Research 

PSS 

Female 441 125 50 11 3 20 14 
Male 457 177 54 22 5 23 3 
Total 898 302 104 33 8 43 17 

% Female 49% 41% 48% 33% 38% 47% 82% 
% Male 51% 59% 52% 67% 63% 53% 18% 

 

Investigating the gender balance of our student pipeline compared to national benchmarking 
data2 (Figure 4):  

 The gender parity of our UG students (49%F:51%M) has been consistent over the last 
3 years and remains even with the sector (50%F:50%M).   

 The ratio of PGT female to male students continues to be a challenge for us 
(41%F:59%M).  However, this imbalance is proportionate to national benchmarks 
albeit in the opposite direction (58%F:42%M).   

 After working to make the School more attractive to female PGR students, the 
gender ratio improved from 40%F:60%M in 2015-16 to 48%F:52%M in 2017-18.    

 

 

Figure 4. Student data by gender 

 

 (word count = 488)  

                                                                    
2 Benchmark is HESA Science subject areas 2016-2017 (https://www.hesa.ac.uk/data-and-
analysis/students/what-study) 
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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 

The Athena Swan Working Group (ASWG) was established in 2013, achieved the Bronze 
award in April 2015, and evolved into the School Equality & Diversity committee (E&DC) in 
2015-2016.  Gender equality remains a key focus and a standing item for each committee 
meeting.   

The E&DC chair led the Athena Swan self-assessment process for the current application.  Our 
first Athena SWAN lead, Prof Anna Whittaker (F) continues to be an active member of the 
committee and is the Working Group lead for Career Development.  Prof Brett Smith (M) was 
E&D Lead role 2015-6, stepping down to become School Head of Research.  Dr Jennifer 
Cumming (F) is now lead for a 3-year term (2016-2019), with Dr Sam Lucas (M) as the 
inaugural Deputy Lead (2016-2019).   

Membership on the E&DC is open to any ARS member of School and expanded to include any 
PSS in 2016 (6 joined).  Members represent all levels of academic and PSS career paths and 
includes PGs, PDRAs, and senior management (HoS and Operations Manager).   The 18 
members are diverse, representing a range of ethnicities, nationalities, marital statuses, 
caring responsibilities, and contract type (e.g., fixed vs. permanent) (Table 2).   

Gender representation on the committee has improved following active recruitment of 
males, from 25%M in 2016-2017 to 33% M in 2017-2018.  For a more balanced 
representation that reflects the overall staff gender balance (48%F:52%M): 

Action 1.1: We will actively recruit males to join E&DC.   

 

ED&C and Athena Swan Self-Assessment Team  
  



 

 

Table 2. E&DC Members for Athena Swan Application  

Name* 
* denotes parenting and/or caring 
responsibilities 

Gender Job Title/ Study 
Stage Open-Ended 
or Fixed Term – 
Part or Full Time 

Role/ Duties 

Cumming Jennifer* F Reader, T&R, 
OE, F/T 

E&D Lead & Athena SWAN 
Champion, Writing Group, Staff 
Survey Champion 

Lucas Sam* M Senior Lecturer, 
T&R, OE, F/T 

Deputy E&D Lead and Lead for 
Student Experience, Writing Group 

Chen Shushu* F Lecturer, T&R, 
OE, F/T 

Lead for WLB, Writing Group  

Whittaker Anna F Professor, T&R, 
OE, F/T 

Lead for Career Development, 
Writing Group 

Thompson Janice* F Professor, T&R, 
OE, F/T 

Head of School, Writing Group, 
WLB Group  

Rushton Ali* F Reader, T&R, 
OE, F/T 

Student Experience Group 

Soundy Andy* M Lecturer, T&R, 
OE, F/T 

Career Development Group 

Agyapong-
Badu 

Sandra* F Research 
Fellow, FT, F/T 

Student Experience Group 

Asamane Evans* M Research Fellow 
& PhD Student, 
FT, F/T 

WLB Group 

Burley Claire F PhD Student, 
F/T 

Career Development Group 

Moorlock Sarah F Research 
Fellow, FT, F/T 

WLB Group 

Parry Benjamin M Research 
Associate & 
PhD Student, 
FT, F/T 

Student Experience Group 

Whiting Richard M Research 
Associate, FT, 
F/T 

Career Development Group 

Wright Ali* F Operations 
Manager, OE, 
FT 

Writing Group, WLB Group 

Cragg Leigh-Ann* F HoS PA, OE, FT Writing Group, WLB Group 
Orleans Rebecca F Administrator Career Development Group 
Bateson Natalia* F Administrator, 

OE, FT  
Maternity Leave 

Mandell Tom M Student Liaison 
Officer, OE, FT 

Student Experience Group 

 
  



 

 

(ii) an account of the self-assessment process 

 
The E&DC’s terms of reference outline the committee’s background and scope, membership, 
meeting arrangements, and reporting lines.    
 
Each agenda includes: 

 Reporting on our action plan – reflecting on actions completed and upcoming  
 Assessing data –staff and student data reviewed annually since our Bronze award  

The meetings are minuted by the PA to the HoS, and the minutes and action log are made 
available to all staff on the School intranet.  A dedicated budget to support E&D activities was 
introduced in 2016-17 (£500), increased in 2017-18 (£2000), with further increases planned: 

Action 1.2: Raise E&DC budget to £2500 in 2018-19 
 

Multiple reporting strands have been established for the E&D committee at School, College, 
and University levels.  E&D has been a standing item on all School committees, including the 
Executive Committee (decision-making body) since our Bronze award.   
 
In 2017, we made two key changes to our reporting strands to improve impact and 
communication across the School (Figure 5): 

1. The E&D lead now sits on the Executive Committee and provides monthly updates 
during term time - previously sat on the Research Committee.   

2. An E&D update is provided to all staff at Whole School meetings (1/term) and the 
annual School Away Day.  

Routes for sharing best practice.  
 The E&D lead is a member of the University Athena Leads group, University E&D 

group, College E&D committee, and regularly networks with other College E&D Leads 
(at least 1/term).   

 In 2018, we created a subject-specific SportSci Athena Swan network (current 
members include Birmingham, Bath, Cardiff Met, and Swansea) and resource the 
chairing.   

Application preparation. A writing group was organised with ARS (E&D Lead, Deputy Lead, 
Working Group Leads, and HoS) and PSS (Operations Manager, PA to HoS) members; 
however, the entire E&D committee contributed to the development of the Action Plan and 
data analyses.  The application was reviewed by a critical friend, the School’s Executive 
Committee, College Board, and UoB’s internal Athena Swan review panel.   

To gain a School-wide perspective, the E&D committee sought views via: 

 2017 Staff survey (52% response rate; 11% PSS, 61%F/27%M/11% preferred not to 
disclose their gender) 

 Focus groups on gender equality issues (12 staff participated representing a range of 
roles and contract types; 25% PSS, 83% F/17%M) 

 Targeted feedback (e.g., from staff returning from parental leave) 



 

 

 2017-2018 working groups (Career Development, Student Experience, Work-Life 
Balance) 

 2015 female PG student survey  
 2015, 2016, & 2017 UG student responses to the Birmingham Student Survey (BSS) 

and National Student Survey (NSS) 
 UG and PG staff-student consultation committees  
 Informal consultations with staff and students  

Main achievements since Bronze award. Following a celebration event to commemorate our 
Bronze award, we made good progress on our Action Plan and continually worked to 
promote and further embed E&D within every aspect of the School culture.  As a result, we 
have successfully raised awareness of Athena Swan amongst staff: 97.2% in 2017 vs. 67% in 
2013.   
 

Key Progress and Achievements since Bronze Award: 
 

 

 Deputy E&DC role created and appointed  
 All AS receive credit in the workload allocation model (WAM) for 

E&DC involvement - higher credit given to the lead and deputy lead 
in line with other committee chairs  

 8 different PSS have served on ED&C since 2016  
 E&D is a standing item on all School Committees  
 Established E&DC terms of reference and changed reporting lines to 

feed directly into decision-making processes  
 Dedicated School budget for E&D activities 

 
 
  



 

 

 
Pre-2017 
 

 
 
 

Post-2017 
 

 
 

Figure 5. ED&C Reporting Lines Pre- and Post- 2017 

 
  



 

 

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

The E&DC will continue to prioritise our main gender equality challenges (e.g., BSc AGMS and 
BSc Physio and PGT programmes) and address identified shortfalls in data collection.   We will 
continue to monitor and evaluate the School’s progress in implementing the Action Plan 
against success criteria and be responsive to changing needs with further actions in our 
twice-termly meetings.    

We recognise that improvements can be made in how we consult with students about E&D 
issues. To this end, we plan to: 

Action 1.3:  Add UG and PGT student representation to E&DC 

Action 1.4: Develop and implement student equality survey for UG, PGT, and PGR students 

We will also re-design our largest BSc degree in 2019-20 (SES will become Sport, Exercise, and 
Health Sciences).  As part of this re-design, we are planning a more inclusive curriculum for all 
our UG students to embed E&D more fully in the learning experience by:   

Action 1.5:  Reviewing module topics, suggested readings, teaching materials and assessment 
practices as well as explore opportunities for including issues such as gender equality in the 
curriculum         

To widen our E&D impact, we will work with the College E&DC to write a College-level E&D 
strategy, share good practice, and better understand and promote equality issues particularly 
for PSS, especially those who do not sit directly within any of the four Schools in our College.   

We also aim to expand our external networks through membership in the recently 
established SportSci Athena Swan network, and work collectively with other Universities to 
champion E&D issues within our professional bodies (e.g., BASES).  With planned increases in 
our budget, we will further support E&D members attending external events and training, as 
well as to: 

Action 1.6: Plan and deliver a discipline-specific and sector-wide E&D event 

(word count = 1000) 
  



 

 

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 

N/A 
 

(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. 

On par with sector benchmarks, UG numbers have maintained near gender parity 
(49%F:51%M) for the last 3 years (Figure 4).  We achieved this consistency by improving our 
recruitment strategies to ensure equality in gender representation.   

Nevertheless, we are not complacent in these issues and have explored the intersectionality 
of our gender representation by diversity characteristic (Table 3).  Overall diversity is low 
compared to the sector 3.  Except for age, where we attract more female mature students 
than males, gender representation is approaching parity across all characteristics.  We will 
use this intersectionality information to guide our inclusive curriculum review and: 

Action 2.1:  Improve diversity of student representation in our recruitment materials  

 
Table 3. Undergraduate student diversity for total number and % female (2016-17) 

Diversity Characteristic Female (% F) Male (% M) Total  
 

% of 
Students 

HESA  

BME students 11 (42.3%) 15 (57.7%) 26 8.6% 16.6% 
Disability 17 (60.7%) 11 (39.3%) 28 9.3% 10.8% 
International students 5 (45.5%) 6 (54.5%) 11 3.6% N/A 
Mature students (21 
years+) 10 (71.4%) 4 (28.6%) 14 4.5% 23.3% 

POLAR3 Quintile 1 6 (50.0%) 6 (50.0%) 12 4.0% N/A 
Note: POLAR 3 Quintile 1 is lowest participation area by proportion of young population participating 
in HE 
 

Gender representation varies across our four BSc programmes.  For more specific 
benchmarking purposes, we compare these programmes to the following subject-specific 
HESA data: 

 BSc SES, BSc SPECS, and BSc AGMS = HESA Biological Sciences (Figure 6.a) 

 BSc Physiotherapy = HESA Subjects Allied to Medicine (Figure 6.b) 

Two of these programmes, BSc SES and BSc SPECS, have maintained near gender parity and 
this compares favourably to the sector (63%F:37%M).  In contrast, BSc AGMS recruits 

                                                                    
3 Equality Challenge Unit (2017).  Equality in higher education: Students statistical report 2017.   



 

 

predominantly male students.  BSc Physiotherapy recruits predominately female students, 
which is in line with benchmarking data.   

 

 

Figure 6a. BSc SES, BSc SPECS, & BSc AGMS numbers by gender compared to HESA 
benchmark for Biological Sciences 

 

Figure 6b.  BSc Physio numbers by gender compared to HESA benchmark for Subjects 
Allied to Medicine 
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Female % Female Male % Male Total 

2015 

BSc SES 195 49% 202 51% 397 

BSc SPECS 95 47% 109 53% 204 

BSc AGMS 5 8% 56 92% 61 

BSc Physio 142 78% 40 22% 182 

2016 

BSc SES 202 46% 241 54% 443 

BSc SPECS 91 45% 113 55% 204 

BSc AGMS 6 10% 56 90% 62 

BSc Physio 151 79% 40 21% 191 

2017 

BSc SES 211 44% 270 56% 481 

BSc SPECS 84 46% 100 54% 184 

BSc AGMS 7 12% 50 88% 57 

BSc Physio 139 79% 37 21% 176 
 

Figure 6. UG numbers by gender  

 

BSc SES.  Our largest UG programme focuses on the scientific understanding of sport, exercise, 
and physical activity.  Actions since Bronze (e.g., equal representation of female and male 
staff and students at AVDs) have helped us to address the key gender equalities issues for this 
programme and successfully: 

 Increased the number of female applicants by 21% (Table 4) 

 Improved degree attainment by males – nearly tripling the number of first class 
degrees (Table 5) 

The F:M proportion has slipped over the last 3 years from 49% to 44% (remains above sector 
benchmark).  We think this is partly due to a 10% increase in male acceptances (compared to 
-2% in female acceptances), and will:    

Action 2.2: Survey applicants at AVDs on what factors are influencing their decision to accept 
our offer 

Action 2.3: Consult with current students about our AVD content to ensure that the 
programme is being marketed in a way that is attractive to both female and male applicants 

 

  



 

 

Table 4. BSc SES applications, offers and acceptances by gender 

BSc SES 2015/16 2016/17 2017/18 Overall 
 F M F M F M F M 
Applications (#) 456 717 536 758 553 801 1545 2276 
Offers (#) 350 371 437 442 457 522 1244 1335 
Applications to 
offers (%) 

77% 52% 82% 58% 83% 65% 81% 58% 

Acceptances (#) 142 129 162 163 139 142 443 434 
Acceptances to 
offers (%) 

41% 35% 37% 37% 30% 27% 36% 33% 

Acceptances to 
applications (%) 

31% 18% 30% 22% 25% 18% 29% 19% 

 

Table 5. BSc SES degree attainment 

BSc SES 2014-15 2015-16 2016-17 Overall  
F M F M F M F M 

1st # 19 9 24 4 15 23 58 36  
% 36% 21% 36% 7% 29% 27% 34% 18% 

2.i # 25 27 33 38 30 43 88 108  
% 47% 63% 50% 69% 58% 50% 52% 61% 

2.ii # 9 5 9 11 7 18 25 34  
% 17% 12% 14% 20% 13% 21% 15% 18% 

3rd/ Pass # 0 2 0 2 0 2 0 6  
% 0% 5% 0% 4% 0% 2% 0% 4% 

 

BSc SPECS. Our second largest programme focuses on the theory and practice of physical 
education, sport, and coaching sciences across education, leisure and community sectors.  It 
had consistent near gender parity over the last 3 years (45-47%F) despite fluctuations in the 
number of applications received by females (Table 6).  This programme has the best gender 
equality of the four in terms of the proportion of acceptances:offers for females and male 
applicants.  The main equality issue, however, is the poorer degree attainment for males 
compared to females. Although the number of males receiving first class degrees has 
doubled since our Bronze award, there is more work to be done to close this gap (Table 7).   

Actions 2.4.  We will explore the possible reasons for gender differences in academic 
performance (e.g., absenteeism) and respond with appropriate pedagogical and structural 
changes    

 
 

  



 

 

Table 6. BSc SPECS UG applications, offers and acceptances by gender 

BSc SPECS 2015/16 2016/17 2017/18 Overall 
 F M F M F M F M 
Applications (#) 212 395 177 336 221 373 610 1104 
Offers (#) 96 128 110 124 158 199 364 451 
Applications to 
offers (%) 

45% 32% 62% 37% 71% 54% 59% 41% 

Acceptances (#) 37 49 44 42 43 53 124 144 
Acceptances to 
offers (%) 

39% 38% 40% 34% 27% 27% 35% 33% 

Acceptances to 
applications (%) 

17% 12% 25% 13% 19% 14% 21% 13% 

 

Table 7. BSc SPECS degree attainment 

BSc SPECS 2014-15 2015-16 2016-17 Overall  
F M F M F M F M 

1st # 4 4 9 3 10 6 23 13  
% 15% 12% 26% 12% 37% 16% 26% 13% 

2.i # 16 19 22 11 14 19 52 49  
% 59% 56% 63% 42% 52% 51% 58% 50% 

2.ii # 6 11 4 12 3 11 13 34  
% 22% 32% 11% 46% 11% 30% 15% 36% 

3rd/ Pass # 1 0 0 0 0 1 1 1  
% 4% 0% 0% 0% 0% 3% 1% 1% 

 

BSc AGMS. Our smallest programme is the BSc AGMS course.  It’s the only degree in the world 
to be delivered in partnership with the Professional Golfers’ Association (PGA) – a heavily 
male-dominated sport.  Females make up less than 15% of golf memberships in England4.  
This presents us with ongoing equality challenges.  We receive very few applications from 
females compared to males, but there is a similar proportion of acceptances:applications for 
females (average of 23%) and males (average of 25%) (Table 8).   

The entry requirements combine both high academic standards and golf performance, with 
the PGA requiring a golf handicap of 6.0 or better for males and 8.0 or better for females.  
Attainment of a good honours degrees is also proportional for female and male students 
based on entry numbers (Figure 9).    

Action 2.5: Work with PGA to consider revising handicap requirements for students at the 
point of entry, to allow students to work towards the necessary handicap during their degree, 
in order to gain PGA recognition.  

Action 2.6: Develop outreach activities to promote the broad appeal of Golf as a sport and 
health-promoting physical activity and the diverse career opportunities available to plant the 
seed earlier with secondary school students    

                                                                    
4 England Golf. Women and Girls’ Strategy (2014-2017). 
https://www.englandgolf.org/page.aspx?sitesectionid=329&sitesectiontitle=Recruiting+Women+and+Girls  



 

 

 

Table 8. BSc AGMS applications, offers and acceptances by gender 

BSc AGMS 2015/16 2016/17 2017/18 Overall 
 F M F M F M F M 
Applications (#) 13 102 10 74 8 70 31 246 
Offers (#) 9 47 7 44 6 43 22 134 
Applications to 
offers (%) 

69% 46% 70% 59% 75% 61% 71% 55% 

Acceptances (#) 2 24 3 22 2 15 7 61 
Acceptances to 
offers (%) 

22% 51% 43% 50% 33% 35% 33% 45% 

Acceptances to 
applications (%) 

15% 24% 30% 30% 25% 21% 23% 25% 

 

Table 9. BSC AGMS degree attainment 

BSc AGMS 2014-15 2015-16 2016-17 Overall  
F M F M F M F M 

1st # 0 3 0 5 2 4 2 12  
% 0% 14% 0% 22% 67% 31% 22% 22% 

2.i # 1 11 0 12 1 6 2 29  
% 100% 52% 0% 52% 33% 46% 44% 50% 

2.ii # 0 7 1 6 0 3 1 16  
% 0% 33% 100% 26% 0% 23% 33% 27% 

3rd/ Pass # 0 0 0 0 0 0 0 0  
% 0% 0% 0% 0% 0% 0% 0% 0% 

 

BSc Physiotherapy.  This programme leads to an honours degree recognised by the Chartered 
Society of Physiotherapists and Health and Care Professions Council.  Physiotherapy is a 
female dominated profession, with men making up less than 25% of registered 
physiotherapists in England5.  Our student numbers mirror this picture, consistent with sector 
benchmarks (80%F:20%M).   

We receive fewer applications and acceptances from males (Table 10).  The physiotherapy 
recruitment process includes judgment of academic grades, compulsory work/volunteering 
experience, and an interview; at this point, we do not have the data to explore which 
element is proving more challenging for male applicants.   

Encouragingly, however, BSc Physiotherapy has the consistently smallest female-male 
achievement gap of our four programmes, with 93%F:94%M achieving a good honours 
degree (Table 11).   

Actions since Bronze focused on improving recruitment and admissions procedures, as well as 
ensuring that we have visible male staff and students as role models has helped to: 

                                                                    
5 Health Professional Council (2016).  Downloaded from http://www.hpc-
uk.org/assets/documents/10005135Registrants-by-gender-England-July-2016.pdf  



 

 

 Increasing number of male applicants by 32% 

To improve gender representation further, we will: 
 
Action 2.7: Plan a positive action intervention to enhance applications based on good 
practice from areas such as nursing (e.g., offer a male-focused recruitment event)  
 
Action 2.8: Require all admissions interviewers (AS and clinical staff from the NHS) to have 
E&D training by 2018-19 and ensure that there is male representation on the panel 
 
Action 2.9: Collect data about reasons for declining applicants and develop a targeted 
intervention to address these specific issues (e.g., offering opportunities to gain clinical work 
experience to both male and female pupils from widening participation backgrounds; offer 
advice and guidance about the somewhat gendered personal characteristics explored in 
interviews)   
 
Table 10. BSc Physio UG applications, offers and acceptances by gender 

BSc Physio 2015/16 2016/17 2017/18 Overall 
 F M F M F M F M 
Applications (#) 423 269 551 397 522 355 1496 1021 
Offers (#) 111 29 94 25 112 28 317 82 
Applications to 
offers (%) 

26% 11% 17% 6% 21% 8% 21% 8% 

Acceptances (#) 73 18 54 13 57 12 184 43 
Acceptances to 
offers (%) 

66% 62% 57% 52% 51% 43% 58% 52% 

Acceptances to 
applications (%) 

17% 7% 10% 3% 11% 3% 13% 4% 

Table 11. BSc Physio degree attainment 

BSc AGMS 2014-15 2015-16 2016-17 Overall  
F M F M F M F M 

1st # 12 0 17 3 15 3 44 6  
% 26% 0% 34% 25% 36% 18% 32% 14% 

2.i # 31 8 28 6 24 13 83 27  
% 67% 89% 56% 50% 57% 76% 60% 72% 

2.ii # 3 1 5 3 3 1 11 5  
% 7% 11% 10% 25% 7% 6% 8% 14% 

3rd/ Pass # 0 0 0 0 0 0 0 0  
% 0% 0% 0% 0% 0% 0% 0% 0% 

(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. 

Across our 12 PGDip/MSc programmes, we consistently recruit fewer female than male 
students (3-year average = 42%F:58%M; 71% full-time:29% part-time) and this is the opposite 
pattern to the sector (58%F:42%M) (Figure 7): 



 

 

 For the most part, these are professional programmes that do not lead on directly 
from our UG degrees.  Instead, students tend to return to University after several 
years in employment as CPD.   

 At least 3 of these courses focus on the male-dominated profession of sport coaching 
(only 30% of UK sport coaches are female6) and male-dominated sports in particular 
(Golf, Football).   

 The Physiotherapy (pre-registration) MSc attracts male students who were not 
successful in receiving a place on the highly competitive UG Physiotherapy courses.  

 Given the higher degree attainment and graduate employability rates for our female 
UGs, they are more likely to enter into paid work after graduation or go directly into 
PGR studies.   

Improving gender representation of our recruitment and marketing strategies over the last 3 
years has led to: 

 38% increase in female applications (Table 12) 

 67% increase in female acceptances  

 Consistent near gender parity in the applications:offers (3-year average = 
34%F:38%M) 

Males are also achieving a proportionally similar number of distinctions to their female 
counterparts (Figure 8).  

The lower number of females taking up PGT continues to be a challenge for us.  We plan to 
explore these issues in our student equality survey to: 

Action 2.10: Identify ways to make PGT more attractive and/or accessible to females   

Action 2.11: More actively promote PGT opportunities to our UG students  

 

                                                                    
6 UK Coaching (2015). Briefing note – the case for gender equality in coaching.  
http://www.ukcoaching.org/sites/default/files/Gender%20Equality%20briefing%20note%20%20120115.pdf  



 

 

 
 

Female % Female Male % Male Total 
2015 102 41% 145 59% 247 
2016 108 43% 144 57% 252 
2017 125 41% 177 59% 302 

 

Figure 7. PGT numbers by gender 

 

Table 12. PGT Applications, offers, and acceptances by gender 

PGT 2015/16 2016/17 2017/18 Overall 
 F M F M F M F M 
Applications (#) 302 309 346 429 417 475 1065 1213 
Offers (#) 104 127 131 176 125 153 360 456 
Applications to 
offers (%) 

34% 41% 38% 41% 30% 32% 34% 38% 

Acceptances (#) 46 64 85 118 77 88 208 270 
Acceptances to 
offers (%) 

44% 50% 65% 67% 62% 58% 58% 59% 

Acceptances to 
applications (%) 

15% 21% 25% 28% 18% 19% 19% 22% 
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  Female % Female Male % Male Total 

2015 
Distinctions 8 57% 6 43% 14 

Merit 12 50% 12 50% 24 
Pass 10 38% 16 62% 26 

2016 
Distinctions 9 53% 8 47% 17 

Merit 24 55% 20 45% 44 
Pass 14 41% 20 59% 34 

2017 
Distinctions 7 41% 10 59% 17 

Merit 23 47% 26 53% 49 
Pass 13 34% 25 66% 38 

 

                     
Figure 8. PGT degree attainment by gender 
 
 

(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. 

We have made excellent progress improving our gender equality for the PGR cohort by 
improving recruitment strategies and making PGR more attractive to female applicants based 
on responses to our PGR survey.  From historic lows of 27%F in 2013/14, we have steadily 
improved this proportion to near parity in 2017/18 (48%F:52%M) and now exceed sector 
benchmarks.   

 Increasing the number of offers made to female applicants by 40% (Table 13) 

 Increasing the number of female acceptances by 31%  
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The number of female applications outnumbered applications from males for the first time in 
2017/18.  However, we have maintained near gender parity in our applications:offers and 
acceptances:offers ratio since our Bronze award.  The proportion of F:M completers (Figure 
10) and non-completers/still-studying is reflective of gender ratios for these cohorts, but we 
will continue to monitor these patterns considering increased female PGR numbers and 
respond with appropriate actions as needed.  

Action 2.12: Develop a structured interview guide to use during PGR admissions interviews to 
minimise unconscious biases playing a role in decisions and maintain gender parity 

  

  
Female % Female Male % Male Total 

2015 38 40% 58 60% 96 
2016 39 39% 60 61% 99 
2017 50 48% 54 52% 104 

 

Figure 9. PGR numbers by gender  

Table 13. PGR Applications, offers, and acceptances  

 2015/16 2016/17 2017/18 Overall 
 F M F M F M F M 
Applications (#) 65 95 46 64 43 37 154 196 
Offers (#) 15 25 22 25 21 18 58 68 
Applications to 
offers (%) 23% 26% 48% 39% 49% 49% 38% 35% 

Acceptances (#) 13 22 19 22 17 13 49 57 
Acceptances to 
offers (%) 87% 88% 86% 88% 81% 72% 84% 84% 

Acceptances to 
applications (%) 20% 23% 41% 34% 40% 35% 34% 31% 
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Female % Female Male % Male Total 

2011 
Completion 6 33% 12 67% 18 
Non-completion/ still studying 5 83% 1 17% 6 

2012 
Completion 4 31% 9 69% 13 
Non-completion/ still studying 1 25% 3 75% 4 

2013 
Completion 8 36% 14 64% 22 
Non-completion/ still studying 3 50% 3 50% 6 

 

Figure 10. PGR completions and non-completions or still studying by gender  

 

(v) Progression pipeline between undergraduate and postgraduate student levels 

Identify and comment on any issues in the pipeline between undergraduate and postgraduate 
degrees.  

Our careers network has focused on raising student awareness of different progression 
pathways into further studies, contributing to 50% of MRes students being graduates of our 
UG degree courses.   We have further investigated our PGR data and note that a similar 
proportion of female and male MRes or MSc by Research students (4 F & 4 M) successfully 
converted to PhD degrees over the last 3 years.   

In contrast, where our pipeline is leaky at PGT level (Figure 11), some of these students are 
graduates of our UG degree course but the majority come to us from elsewhere (both home 
and overseas).  Due to the research-intensive nature of the BSc SES degree course, we think 
that our high performing female and male UGs from this programme are choosing to progress 
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directly into PGR studies. In contrast, BSc AGMS and BSc Physiotherapy are professionally-
oriented programmes and students go into employment directly after graduation.   

 

 

Figure 11. Student pipeline  

Key Progress and Achievements since Bronze Award: 
 

 

 Improved gender representation in online and printed recruitment 
materials across our degree courses 

 Involvement of female and male staff and students with AVD and 
Open Days 

 Increased number of current and former student profiles on School 
website  

 Reduced number of summative assessments, and provided more 
formative feedback and a standard rubric emphasising specific 
advice to improve degree attainment 

 Investigated the E&D training received by clinical staff from the NHS 
who conduct BSc Physiotherapy admissions interviews with our AS 

 Improved understanding of what makes our PGR programme 
attractive to female applicants  

 

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. 
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We have increased our overall ARS numbers by 31% over the last 3 years (Figure 12 & Table 
14).  Due to our recruitment initiatives (see section 5.1(i)), we have been successful at 
changing previous gender imbalances via a 10% increase in female AS. 

By more than doubling research staff (Grade 6-8 and Senior RF), we have kept our gender 
ratios above the sector benchmark:   

• In 2015-16, female research staff were dominant in ratio terms (71%F:29%M).   

• This trend reversed in 2017-18 through more male appointments (35%F:65%M).   

• There are no females at higher RF levels (Grade 8 and Senior RF), and the 3 males 
achieved these roles through different routes: promotion = 1, appointed at level = 1, 
and change in contract focus to research only = 1.   

The number of AS (teaching & research, and teaching only) has remained stable over the data 
period, but fluctuated by grade: 

• For Lecturer (Grade 8), we have had success at equalising M/F staff numbers over the 
last three years through new appointments (53%F:47%M).   

• For Senior Lecturer (Grade 9), male staff numbers have increased through promotions 
(male lecturers to SL, female SL to Readers).  

• For Reader (Grade 9), the number of female staff doubled exclusively through 
promotions, which has improved the gender ratio for this grade (57%F:43%M).   

• For Professor (Grade 10), we have achieved one of the best gender ratios 
(44%F:56%M) in the University (where only 25% of Professors are female) by 
promotion (1F) or appointment (3F).   

 

 

Figure 12. Gender representation of academic and research staff by grade 
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Table 14. Data for gender representation of academic and research staff by grade  

 
Role (Grade) Year Female % F Male % M Total 

RF (6 &7) 
2015 10 77% 3 23% 13 
2016 14 61% 9 39% 23 
2017 11 39% 17 61% 28 

RF (8) 
2015 0 0% 1 100% 1 
2016 0 0% 2 100% 2 
2017 0 0% 2 100% 2 

Lecturer (8) 
2015 8 38% 13 62% 21 
2016 8 42% 11 58% 19 
2017 10 53% 9 47% 19 

Senior RF (9) 
2015 0 0% 0 0% 0 
2016 0 0% 1 100% 1 
2017 0 0% 1 100% 1 

Senior Lecturer (9) 
2015 8 44% 10 56% 18 
2016 7 39% 11 61% 18 
2017 5 28% 13 72% 18 

Reader (9) 
2015 2 33% 4 67% 6 
2016 2 29% 5 71% 7 
2017 4 57% 3 43% 7 

Professor (10) 
2015 3 60% 2 40% 5 
2016 4 67% 2 33% 6 
2017 4 44% 5 56% 9 

 
When separating AS by contract focus (Figure 13 & Table 15): 

 For teaching and research staff, we have achieved near gender parity (47%F:53%M) 
since Bronze.  

 The number of teaching only staff remained stable over the data period, but the 
gender ratio shifted to favouring male staff (38%F:63%M) after one female left her 
role for health reasons. 

 



 

 

 

 

Figure 13. Gender representation of academic and research staff by contract focus 

Table 15. Data for gender representation of academic and research staff by contract focus 
  

Female % F Male % M Total 

2015 
Research  10 71% 4 29% 14 
Teaching & Research 17 41% 24 59% 41 
Teaching 4 44% 5 56% 9 

2016 
Research  14 54% 12 46% 26 
Teaching & Research 18 43% 24 57% 42 
Teaching 3 38% 5 63% 8 

2017 
Research  11 33% 22 67% 33 
Teaching & Research 20 47% 23 53% 43 
Teaching 3 38% 5 63% 8 

Transition of technical staff to academic roles.  

No technical staff have transitioned to academic roles since our Bronze award.   Within our 
PSS cohort we have 2 (M) technical staff. We view technical staff as independent 
professionals on a career pathway and therefore our support is to develop their technical 
skills rather than transition them into academic roles. The University is a founding signatory 
of ‘The Technician Commitment’ which is a sector wide, collaborative initiative led by the 
Science Council to ensure visibility, recognition, career development and sustainability for 
technical staff working in higher education and research, across all disciplines. Our Technical 
Academy aims to enhance skills and career development for technical staff, recognising their 
integral and invaluable role in the continued successful delivery of high-quality teaching and 
research. We plan to better engage with this in the School by: 
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Action 3.1: Promoting opportunities within the Technical Academy to our technical staff and 
monitoring uptake  

  

(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.   

 
We employ no staff on zero-hours contracts. 
 
The number of female and male staff on fixed-term contracts has grown over the data period, 
reflecting our increased research income (see 5.3(v)) and externally-funded researcher 
positions within the School (Figures 14 & 15).  This trend of researchers on fixed-term 
contracts is common within the sector. Our support for female researchers on fixed-term 
contracts to gain permanent posts at Birmingham (or other institutions) are discussed in 
5.3(iii).  We also appoint staff on fixed-term contracts to cover maternity leave or long term 
leave due to sickness, or to fill gaps in teaching and/or clinical expertise for certain modules.   
 
The University has a redeployment policy to ensure a fair and consistent approach to support 
staff in maintaining secure employment.  For staff coming to an end of a fixed-term contract, 
the University advertises available posts to all redeployment candidates on a dedicated 
website for seven working days before wider advertising.  Redeployment candidates also 
receive information about redeployment procedures and advice and practical support 
including CV preparation and interview practice from HR.  Within the School, redeployment 
candidates meet with their PI and HoS to gain advice and support.   
 
The proportion of women in permanent posts has steadily improved over the data period 
and has now reached gender parity (50%F:50%M). Our priority is the distribution of these 
permanent contracts by grade and focus when comparing female:male ratios, which is 
explored through recruitment (5.1(i)) and promotion (5.2(iii)). 
 



 

 

 

Figure 14. Gender representation of female academic and research staff by contract by 
grade 

 

 Figure 15. Gender representation of male academic and research staff by contract by grade 
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(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.   

92% of staff are employed full-time (Table 16), but our work on promoting more flexible work 
(see section 5.4(vi) & Case Study #2) and career development has led to: 

 Nearly doubling the number of part-time staff  

 Improving the gender ratio of part-time staff from 100%F in 2015 to 43%F:57%M in 
2017  

Nearly half of our part-time staff are also enrolled in our PGR programme and working 
towards a PhD to enhance their career progression opportunities.    

Table 16. Gender representation of academic and research staff by full/part-time status 
  

Female %F Male %M Total 

2015 
Full-time 28 46% 33 54% 61 
Part-time 3 100% 0 0% 3 

2016 
Full-time 33 46% 39 54% 72 
Part-time 2 50% 2 50% 4 

2017 
Full-time 31 40% 46 60% 77 
Part-time 3 43% 4 57% 7 

 

Reflecting our positive work culture (see section 5.5), retention rates of academic and 
research staff were very high over the last 3 years (98%-99%).  Over the entire data period, 
only 6 staff left their role (3F:3M) (Table 17), and most left for highly competitive roles 
elsewhere in academia.  For example, our former HoS (F, Professor) was promoted to a Pro-
Vice Chancellor role at the University.  

Although the University requests that AS provide information on reasons for leaving, the 
uptake of providing this information has been low and inconsistent.  At a School level, we 
plan to: 

Action 3.2: More closely review and improve data collection from leavers 

Table 17. Gender representation of academic and research staff leavers by full/part-time 
status 

  
2015-16 2016-17 2017-18 

Full-time 

Female Leavers 0 0 1 
Male Leavers 0 1 2 
Total staff 61 72 77 
% Female Turnover 0% 0% 1% 

Part-time 

Female Leavers 1 0 1 
Male Leavers 0 0 0 
Total staff 3 4 7 
% Female Turnover 33% 0% 14% 

(word count =  2209) 



 

 

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. 

To improve equality of ARS, particularly the underrepresentation of female AS, we improved 
our recruitment procedures to: 

 Include our E&D statement in job advertisements and on the School website 
 Use gender-neutral and gender-balanced language in job applications  
 Encourage prospective applicants based on qualifications and best fit, purposefully 

keeping the gender of applicants in mind to promote better equality in a given 
disciplinary area (e.g., motor control and rehabilitation, sport nutrition)  

 Require all staff involved in recruiting and hiring (N = 32; 53%F/47%M) to have 
recruitment and selection training focusing on E&D 

 

The impact has been: 

 A 232.4% increase in job applications from females between 2013 (pre-Bronze) to 
2017, compared to a 40.7% increase from males in the same time period.   

 Consistent near gender parity in job applications (3-year average = 50%F:50%M)  
 Higher % of females being shortlisted and appointed in line with our ambitions to 

achieve better gender equality throughout the staff pipeline (3-year average = 
56%F:44%M for shortlisting; 55%F:45%M for appointments) 

 

When considered by grade: 

 For RF (Grades 6 & 7), we maintained a similar gender balance from the application 
(50%F:50%M) to shortlisting (56%F:44%M) to appointment (47%F:53%M) stages over 
three years.    

 For RF (Grade 8) and Senior RF (Grade 9), we receive very few applications and only 
appointed two staff (both M) to these roles over the past 3 years. 

 For Lecturer (Grade 8) and SL (Grade 9), gender representation improved by 
appointing more females over the last 3 years despite more males applying to these 
roles. 

 At Reader (Grade 9) and Professorial (Grade 10) levels, we received a similar number 
of applications and shortlisted female and male applicants, leading to the successful 
appointment of 3 new senior staff (2 F, 1 M) over the data period.   

  

  



 

 

Table 18. Gender representation of AS applications, shortlisting, and appointments 

 Applications Shortlisted Appointed 

 F %F M %M Total F %F M %M Total F %F M %M Total 
2015 

RF (Grade 6 &7) 62 52% 57 48% 119 18 82% 4 18% 22 9 75% 3 25% 12 
RF (Grade 8) 0 0% 0 0% 0 0% 0% 0 0% 0 0 0% 0 0% 0 
Lecturer (Grade 8) 7 41% 10 59% 17 1 33% 2 67% 3 1 100% 0 0% 1 
Senior RF (Grade 9)   

             

SL (Grade 9) 0 0% 0 0% 0 0 0% 0 0% 0 0 0% 0 0% 0 
Reader (Grade 9) 0 0% 0 0% 0 0 0% 0 0% 0 0 0% 0 0% 0 
Professor (Grade 10) 4 57% 3 43% 7 2 50% 2 0% 4 0 0% 0 0% 0 

2016 

RF (Grade 6 &7) 134 56% 105 44% 239 11 42% 15 4% 26 4 0% 8 100% 1 
RF (Grade 8) 3 75% 1 25% 4 0 0% 1 100% 1 0 0% 1 100% 1 
Lecturer (Grade 8) 18 38% 29 62% 47 2 67% 1 33% 3 2 100% 0 0% 2 
Senior RF (Grade 9) 0 0% 1 100% 1 0 0% 1 100% 1 0 0% 1 100% 1 
SL (Grade 9) 0 0% 0 0% 0 0 0% 0 0% 0 0 0% 0 0% 0 
Reader (Grade 9) 0 0% 0 0% 0 0 0% 0 0% 0 0 0% 0 0% 0 
Professor (Grade 10) 5 63% 3 38% 8 3 75% 1 25% 4 1 100% 0 0% 1 

2017 

RF (Grade 6 &7) 109 50% 110 50% 219 11 46% 13 54% 24 5 36% 9 64% 14 
RF (Grade 8) 0 0% 0 0% 0 0% 0% 0 0% 0 0% 0% 0 0% 0 
Lecturer (Grade 8) 3 33% 6 67% 9 2 67% 1 33% 3 2 67% 1 33% 3 
Senior RF (Grade 9) 0 0% 0 0% 0 0% 0% 0 0% 0 0% 0% 0 0% 0 
SL (Grade 9) 7 18% 33 83% 40 3 60% 2 40% 5 2 67% 1 33% 3 
Reader (Grade 9) 2 67% 1 33% 3 1 50% 1 50% 2 1 100% 0 0% 1 
Professor (Grade 10) 2 50% 2 50% 4 0 0% 1 100% 1 0 0% 1 100% 1 



 

 

(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. 

Prior to commencing, all new starters are contacted by the School in conjunction with HR to 
offer pre-arrival support and signposting to information online about childcare, maternity 
leave, etc.   
 
University level induction is offered to all staff, providing coverage of a range of topics and an 
opportunity to network. Over the data period, 11 new ARS attended the central induction 
course (7F:4M).   
 
Following our 2017 Athena Swan Staff Survey, we enhanced our previous School induction 
programme to include: 

• Full induction for new starters on their first day;  
• 1-to-1 meetings with the HoS, School Operations Manager, and HoS PA; 
• Practical information (e.g., ID cards, IT access, office moves); 
• Objective setting, workload expectations, and allocation of an academic mentor 

(in addition to line manager); 
• Detailed information on maternity/paternity leave, child-care support and 

disability support;  
• Mandatory training (e.g., E&D, health and safety, unconscious bias) 
• Signposting to online Staff Handbook 

 
Since 2017, uptake of the enhanced School level induction has been 100% (2F:3M) and 
feedback has been positive.   
 
To further support new staff, we recently created a New Staff Support Group to provide a 
range of support structures and opportunities for staff to share experiences, and organise 
social events.   
 
Action 4.1. Gather feedback from staff taking part in the New Staff Support Group  
 
(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.  

Pathways for promotion for staff on teaching and research and teaching-only contracts are 
the same (from L through to SL, Reader, and Professor). Staff on research-only contracts can 
be promoted via two pathways: 1) re-grading of their current post based on performance and 
contingent upon funds being available in the grant budget; or 2) applying for a higher graded 
research post.    
 
Prior to our Bronze award, we: 



 

 

• Ensured that the School promotions panel (which considers applications to SL) is 
gender-balanced, as is the College promotion panel for consideration of promotion 
across all levels.  

• Encouraged staff to attend College-organised promotions workshops.  

Over the last three years, we: 

• Increased opportunities for staff to discuss promotion plans in annual PDR and 1-to-1 
meetings with HoS. 

• Introduced peer-reviewing of application forms and mock interviews. 
• Provided staff with examples of successful applications and CVs.  
• Applied the equality principles established in REF 2014 for individual circumstances, 

e.g., staff absence due to illness/maternity leave or any circumstances affecting 
output (e.g., caregiving, bereavement) is taken into consideration. Moreover, staff are 
judged on the quality, rather than quantity, of their output. 

• Provided specific support to staff on teaching-focused contracts about the University’s 
new teaching-focused promotion pathway to Reader.   

• Extended sabbatical opportunities to teaching-focused staff, to give time and space to 
develop the leadership and scholarship required for promotion on this route. 

Over this data period (Table 19),  

• Near gender parity was achieved in both number of overall applications for 
promotion (54%F:46%M) and success rate (46%F:54%M). 

• The success rate for females increased from 20% in 2015-16 to 67% in 2017-18. 

• The first ever staff member (F) in the College to be promoted to Reader on a 
teaching-focused contract was from the School.   

 

  



 

 

Table 19. Gender representation of full-time AS promotions (total number of applications 
vs. total approved) 

  Applied Successful 
Year From-To F M %F %M Total F M %F %M Total 

2015-
16 

Lecturer to Senior 
Lecturer 

 2 0% 100% 2  2 0% 100% 2 

Senior Lecturer to 
Reader 4 1 80% 20% 5 1 0 100% 0% 1 

Reader to Professor 1 1 50% 50% 2   0% 0% 0 

2016-
17 

Lecturer to Senior 
Lecturer 

1 2 33% 67% 3 1 2 33% 67% 3 

Senior Lecturer to 
Reader 

3 1 75% 25% 4 1 1 50% 50% 2 

Reader to Professor 1  100% 0% 1 1  100% 0% 1 

2017-
18 

Lecturer to Senior 
Lecturer 

 2 0% 100% 2  2 0% 100% 2 

Senior Lecturer to 
Reader 

3 1 75% 25% 4 2  100% 0% 2 

Reader to Professor  1* 0% 100% 1   0% 0% 0 
 Total 13 11    6 7    
 % of Total 54% 46%    46% 54%    

Note: *Part-time staff member  

 
Our 2017 staff survey showed that 59% of staff understand the promotion processes, but 
females had a more favourable opinion about the transparent and fair nature of the process 
as well as the support and encouragement received to apply for promotion (Table 20).  This is 
also evident in the higher % of female staff applying for promotion from the available staff 
pool compared to males (Figure 16).  In the data period, all promotion applications were from 
full-time staff except for 1 part-time male who applied for and was appointed Professor.   

Our next priorities are to: 

Action 4.2: Identify the barriers for staff that are preventing them from applying for 
promotion and assist them in identifying strategies to overcome them. 

Action 4.3:  Provide more targeted feedback, particularly in the case when applications have 
been unsuccessful.   

 

Table 20. Average response to promotion questions on 2017 staff survey for academic and 
research staff by gender and role.   
 

Survey Item Women  
(n = 19) 

Men  
(n = 9) 

1. I understand the promotion process and criteria in my School. 5.5 4.8 
2. I think the promotion process is transparent and fair. 5.6 3.7 
3. I receive support and encouragement from my School to apply for 

promotion or internal jobs. 5.9 4.2 

4. When I applied for promotion, I received appropriate and useful 
feedback from my School. 3.9 3.3 

Note: Responses made on 1 (strongly disagree) to 7 (strongly agree) scale 



 

 

 

 

Figure 16. Gender representation of % of staff pool applying for promotion by grade 

 

(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. 

 
We welcomed the advice provided by the REF2014 E&D Advisory Group to adhere to a code 
of practice to collect and review information about individual staff circumstances to ensure 
any cases were considered fairly, using transparent and consistent processes. At the REF2014 
census date the School had 38 staff eligible to be considered for submission. We received 3 
(100%F) individual staff circumstances cases, all of which were agreed. The new REF equality 
guidance for staff who had been on maternity leave and/or on fractional contracts during the 
assessment period enabled us to support them in submitting fewer outputs to REF2014.  In 
total, 15 female and 21 male staff were submitted (100%F: 91.3%M eligible staff). We do not 
hold data on the RAE2008 as it predates our online records system. 
 
Looking to REF2021, support mechanisms are in place to support staff in achieving REF 
submissions:  

 Block-booking of teaching to provide space and time to focus on research;   
 Awarding of study leave (for a minimum of 6 months);  
 Flexibility in setting workload allocations; 
 University- and College-level funding to support activities that strengthen impact 

cases.  
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Key Progress and Achievements since Bronze Award: 
 

 

 Ensured that our commitment to E&D are visible in job 
advertisements 

 Worded job applications to avoid stereotyping and encourage 
applications from females and other underrepresented groups  

 Introduced enhanced School induction process  
 Signposted new staff to where they can find our E&D policies and 

resources available during their induction 
 Improved support provided to ARS around promotion applications  
 Introduced various support mechanisms to help staff prepare for 

REF2021 

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. 

 
Induction procedures for PSS staff are the same as for AS and detailed in section 5.2(ii). 
Uptake of central induction is high, with 11 PSS completing this course over the last 5 years 
(10F:1M). 

 

(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. 

 
As elsewhere in HE, PSS staff can gain career progression/promotion via re-grading within the 
existing post or by applying to a new post.  The University’s central HR is not able to provide 
us with data on PSS staff applying for re-grading or promotion. 
 
Re-grading occurs if the business needs of the College change, and this process is outside the 
control of the School and managed via the College Director of Operations. As mentioned in 
section 4.2(i) there is a Technical Academy to support Technical careers. 
 
Career development is provided via dedicated funding for PSS staff development and training. 
The University offers secondment opportunities to cover staff who are on authorised 
absence/leave for any reason, providing personal and career development opportunities.  
The School wishes to ensure that it provides opportunities for PSS, and our Career 
Development working group plans to: 
 
Action 5.1: Undertake further consultation with PSS to identify current barriers to career 
development and implement strategies to improve opportunities for them. 



 

 

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? 

The University’s POD delivers and monitors the effectiveness of various in-house courses that 
are widely advertised to all ARS by email, online, and printed booklet, including Being an 
Effective Mentor, Career Planning for Researchers, Developing Resilience, Grant Writing, 
Time Management, and Unconscious Bias.   

Uptake of training required by virtue of role and responsibilities is high and with near equal 
gender representation (Table 21).  Staff can discuss their training needs and plans within their 
PDR, but this can also be raised with their PI/HoS as relevant.    

 

Table 21. Gender representation of academic and research staff attendance of required 
training courses  

 F %F M %M Total 
Equality & Diversity in the Workplace 50 50% 50 50% 100 
Introduction to the PDR Process 6 43% 8 57% 14 
Recruitment and Selection Workshop 6 50% 6 50% 12 

 

Leadership training is available to staff at various levels and is strongly supported by the 
School via nomination of both female and male staff for inclusion:   

 6 completed Emerging Leaders Training (50%F; 50%M) 
 1 completed Research Leaders Training, a programme just initiated in 2017-18 (M; 1 

female staff nominated for 2018-19 cohort) 
 5 completed Senior Leadership Training (80%F:20%M) 
 6 staff completed Emerging Leaders training (50% F: 50%M) 

As illustrated by the quote below, staff feel these leadership courses have directly benefited 
their career progression: 

 

 
 

 

 

“I was selected for the Emerging Leaders programme and it gave me 
confidence to take on more senior roles.  I applied the training to my own 
practice, but also used this training to evidence my commitment to CPD in 
my successful applications for Senior Fellowship of the Higher Education 
Academy and the National Teaching Fellowship.  As these were key parts of 
achieving my readership, the Emerging Leader programme has had a 
concrete effect on my career progression” (Female, AS) 



 

 

(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.   

 
A PDR takes place annually between a staff member and an appropriate reviewer at a more 
senior level assigned by the HoS.  It is an opportunity for staff, including PDRAs, to have a 
structured, constructive conversation about their performance and developmental needs, 
and to identify agreed objectives for the following review period.  The completion rate was 
100% for each year during the data period.   
 
Staff are informed of the identity of their reviewer in advance, and anyone can request same 
gender or a reviewer different to whom has been assigned via HoS if they prefer.  Each year, 
no more than 2 individuals have requested a change to their PDR reviewer.  PDRs for PDRAs 
are conducted by a member of staff who is not their PI but someone who conducts regular 
supervision of other RFs, thus providing a forum to raise issues which might be difficult to 
raise with their PI (see Case Study #2).  PDR reviewers must complete mandatory training 
given by POD (see 5.3(i) for uptake).   
 
Staff were positive about the PDR process in feedback obtained within the 2017 Staff Survey 
but felt that there were some inconsistencies between reviewers: 

 95% of female and 63% of male staff agree that they have had a helpful annual 
appraisal 

 
To improve staff PDR experience: 
 
Action 6.1: Annually provide a school-level refresher training for PDR reviewers provided by 
the HoS.   
 
We offered this refresher training for the first time in 2017-18 year, with 100% uptake by PDR 
reviewers. 
 
Action 6.2: Work with POD to develop more specific training for staff who conduct PDRs for 
teaching-focused staff, to ensure their promotion support needs are met  
 

 
(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.  

We have put in place a framework to support career progression at different transition 
points: 

 The space to reflect annually at PDR – this includes the option of a CV review to 
identify the strengths and any gaps in CVs which can then be supported. 

 Mentoring opportunities.  



 

 

 School-, College-, and University-level annual promotion workshops. 
 Encouragement of staff to discuss their career progression goals with the HoS at any 

time. 
 Specialised courses for ECRs as part of the University PERCAT programme    
 Leadership opportunities to serve as Heads of Research or Education, Committee 

chairs, programme leads, Year Tutors, and Admissions leads are also widely available 
and promoted across the School. These are not dependent on gender or staff grade, 
but by suitability to the role, as discussed both in PDR and with the HoS. 

Our 2017 Athena SWAN survey shows that 47% female respondents and 33% of male 
respondents believed career development opportunities have improved since our Bronze 
award 2013 survey (Figure 17).   
 

 

 

Figure 17. Improvements in career development opportunities  

Table 22. Average response to career development questions on 2017 staff survey for 
academic and research staff by gender.   

Survey Item Women  
(n = 19) 

Men  
(n = 9) 

1. I am actively encouraged to take up career development 
opportunities. 5.1 5.0 

2. Useful mentoring opportunities (as mentor or mentee). 4.6 4.3 
3. Support to attend conferences or external training courses. 4.5 3.5 
4. Useful networking opportunities. 5.1 4.6 
5. I am encouraged and given opportunities to represent my School 

internally and/or externally. 5.2 5.0 

Note: Responses made on 1 (strongly disagree) to 7 (strongly agree) scale 

 
The 2017 survey (Table 22) showed staff would like more support to attend conferences. In 
response, all ARS staff (regardless of contract type) were offered £500 each in 2017-18 to 
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support career development.   The current financial year has not ended, but uptake by staff 
appears to be high and further increases are planned next year: 

Action 6.3: Increase the annual allocation to £750 for 2018-19 academic year to further 
enhance training opportunities for all staff.  

Mentoring is offered to all staff and is highlighted as an opportunity in PDR for ECRs or staff 
who might need particular support, e.g., grant writing, development of 4* outputs, teaching 
leadership.  The HoS identifies appropriate mentors for all staff; all newly arrived staff who 
are on probation are assigned a formal mentor as part of their 3-year probationary 
process.  Since our Bronze award, we have implemented School level mentoring for staff on 
teaching-focused contracts and have had 1 promoted to Reader level (F), with another to SL 
(M) in 2018-19.  

Wider mentoring networks are available at UoB, such as the Female Professors Network, 
which has been taken up by all 4 (100%) of our female Professors, and the Win:Win network 
run by the College of Social Sciences (4 female ARS have participated in this network – 1  
Professor, 1 Reader, 1 Lecturer, and 1 Teaching Fellow).   

Reflecting further on our staff survey responses, staff at lower grade levels (regardless of 
gender) are generally less favourable towards mentoring opportunities than more senior 
staff.   

We will: 

Action 6.4: Explore the mentoring needs of staff at lower levels  

Action 6.5: Encourage staff in mentoring roles to take POD’s “Being an Effective Mentor” 
course to improve consistency in mentoring experiences  

Between 2014-16, there were 5 applications for study leave (100%F); all were approved.  In 
2016/17 there were 5 applications (60%F:40%M); 3 were approved (2F, 1M), showing no bias 
against women in support for leave to enhance career progression through protected time.  

Postdoctoral researcher career progression is discussed in PDR meetings, which includes the 
potential for pay increments. PIs and mentors also assist with CV review to help PDRA staff to 
support their progression to securing employment within permanent contracts, both at the 
University of Birmingham or elsewhere in HE: 

 

 
 

 
PDRA and early career staff also have access to the PERCAT scheme.  Actions since Bronze 

“The encouragement and mentoring I received from my Line Manager 
enabled me to identify and pursue key opportunities during my Post-doc 
which were instrumental in developing my career.  Her guidance was 
invaluable in helping me to develop my own independence as a researcher 
and secure a permanent lecturing position.” (Female AS) 



 

 

have been to increase awareness of the scheme, particularly amongst international staff.  
School PDRA reps have created a document with information about PERCAT and tips for 
when staff first arrive that is now included in all welcome letters sent out by PERCAT across 
the University.   

 41% of our PDRA/early career staff engage with PERCAT, with more females than 
males engaging with the scheme (Table 23).   

 Although our PDRA/early career staff represent 5% of University PDRA/early career 
community, they make up 9% of engagement with PERCAT  

Action 6.6: Raise further awareness of the PERCAT scheme to PDRAs as part of their School 
induction and create profiles of staff who have benefited from the scheme to encourage 
others to take part.  

 

Figure 18. PERCAT College website   

Table 23. Uptake of PERCAT training by gender  

 2015-6 2016-7 2017-8 Overall 
Training programme F  

(% F) 
M 

 (% M) 
F  

(% F) 
M 

 (% M) 
F  

(% F) 
M 

 (% M) 
F  

(% F) 
M 

 (% M) 
Total  

Career Development 
Competition 

3 
(100%) 

0 
(0%) 

    
3 

(100%) 
0 

(0%) 
3 

Meet & Greet 4(80%) 1(20%)     4(80%) 1(20%) 5 

Fellowship and Grant Writing 
2 

(100%) 
0 

(0%) 
  

0 
(0%) 

3 
(100%) 

2 
(40%) 

3 
(60%) 

5 

Science Communication 1 
(100%) 

0 
(0%) 

    1 
(100%) 

0 
(0%) 

1 

PERCAT Conference 
5 

(100%) 
0 

(0%) 
    

5 
(100%) 

0 
(0%) 

5 

How to shine in Fellowship and 
Grant Interviews 

1 
(100%) 

0 
(0%) 

    
1 

(100%) 
0 

(0%) 
1 

Research Grants: Where do I 
start? 

1 
(100%) 

0 
(0%) 

    1 
(100%) 

0 
(0%) 

1 

Pies and PostDocs   
1 

(25%) 
3 

(75%)   
1 

(25%) 
3 

(75%) 4 

CV Writing and Interview Skills     
1 

(50%) 
1 

(50%) 
1 

(50%) 
1 

(50%) 
2 

Career Development Fund     
4 

(50%) 
4 

(50%) 
4 

(50%) 
4 

(50%) 
8 



 

 

(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). 

Careers support is provided for all students via the central University Careers Network, and a 
weekly drop-in appointment is provided within the School to discuss progression 
opportunities.  Table 24 shows the number of engagements with Careers Network, including 
advice and guidance, applications and recruitment, CV drop-ins, practice interviews and work 
experience advice.  There is relative gender parity at UG and PGR levels, and the higher 
numbers of male engagements at PGT level is reflective of enrolment numbers.  The 2017 
data is only partly reporting the academic year (i.e., the summer term 2018 data are not 
included), and these numbers would be expected to rise over the next few months. 

 

Table 24. Engagement with Career Network support by gender 

Year Level Female (% F) Male (% M) Total  
2015 UG 61 (60%) 41 (40%) 102 

 PGT 13 (57%) 10(43%) 23 
 PGR 7 (78%) 2(22%) 9 

2016 UG 50 (54%) 42(46%) 92 
 PGT 5 (20%) 20(80%) 25 
 PGR 9 (56%) 7(44%) 16 

2017 UG 46 (49%) 47(51%) 93 
 PGT 1(13%) 7(88%) 8 
 PGR 4(44%) 5(56%) 9 

 

At the School level, we encourage career progression to awards academia and other 
employment sectors by: 

 Organising and delivering a series of subject-specific workshops and other activities in 
partnership with the Careers Network for students.  

 Provide opportunities for students to discuss career plans in termly 1-to-1 personal 
tutorials  

 Using the tutor referral system to the Careers service to highlight if students are at 
risk, i.e. do not have career plans or work experience, and need extra support in their 
final year.  

According to our annual Birmingham Student Survey (BSS) for first and second years, students 
hold positive perceptions about the support received and no gender differences exist (Table 
25).   

  



 

 

Table 25. BSS responses to career questions by gender (total number of respondents not 
available) 

Survey statements 2015 2016 2017 Overall 
  F M F M F M F M 
As a result of my course, 
I believe that I have 
improved my career 
prospects. 

87% 86% 84% 80% 86% 84% 86% 83% 

Good advice is available 
for making career 
choices. 

77% 77% 65% 70% 74% 67% 72% 71% 

Good advice is available 
on further study 
opportunities. 

73% 73% 61% 66% 71% 64% 68% 68% 

 
We implemented the inaugural Women in SportExR careers event in 2018.  Uptake was 
moderate at 22, but this was noted as the largest turnout to a careers event thus far. 
 
Action 6.7: Advertise the 2019 Women in SportExR careers event using the positive feedback 
from participants, for example: 

 Attendees found the event highly valuable, commenting that ‘it was motivating’ and 
‘inspirational’.  

 62% found the variety of speakers engaging and inspirational, valuing the relaxed style 
of the event which is particularly important, given that over 50% rated their main 
barrier to a career in Sports Science being a lack of confidence for working in a sector 
that is perceived as male-dominated.  

 31% of respondents reported they are planning to actively seek work experience 
opportunities or request further advice from staff.  

Action 6.8: Raise awareness of the School, College, and University level training for PGRs, 
including creating profiles of students who have benefited from the courses to encourage 
others to take part and monitoring attendance at School level 

 

(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. 

 
Staff are supported in the following ways: 

 All staff on teaching and research and teaching-focussed contracts are allocated one 
day per week of research to support development and submission of research grant 
applications.  

 The College has employed an excellent Research Support Office that provides support 
from a dedicated team at pre-application stage, offering grant-writing surgeries twice 
per month, as well as responding to individual staff requests for support.  



 

 

 The School has its own internal Peer Review College to give feedback to staff pre-
application.  

 
After identifying a large gender inequality in grant income in 2012-13 (7%F:93%M) (Table 26), 
we have taken significant action pre- and post-Bronze award: 

 Staff discuss grant planning in PDR. 
 Mentors are assigned to support staff in developing and submitting high quality 

applications. 
 Protected time via study leave to specifically work on applications.   
 Support from the College Research Support team to redevelop and resubmit 

unsuccessful grants, which are peer-reviewed again within the School.  
 Opportunity for staff in the New Staff Support Group to share experiences with grant 

writing and submission. 
 Collate and share feedback from funders on applications that are not successful so 

that all staff can learn from the experiences of others.  
 
These actions have had a positive impact on: 

 Substantially increasing the total value of grants awarded 
 Reaching near gender equality of grant income (45%F:55%M)  

 
Table 26. Grant income by gender 
 

Income  
 

2012-13 2013-14 2014-15 2015-16 2016-17 Total 

Total Income Female £ 20,872 £ 693,655 £ 1,416,766 £ 816,462 £ 569,169 £ 3,516,924 

Male £ 290,073 £ 1,281,860 £ 765,858 £ 1,218,139 £ 694,714 £ 4,250,644 

Total £ 310,945 £ 1,975,515 £ 2,182,624 £ 2,034,601 £ 1,263,883 £ 7,767,568 

% of Total 
Income 

Female 7% 35% 65% 40% 45% 45% 

Male 93% 65% 35% 60% 55% 55% 

5.4      CAREER DEVELOPMENT: PROFESSIONAL AND SUPPORT STAFF 

 
(vi) 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? 
 
PSS have access to over 50 training courses offered by POD (see section 5.3(i) for how staff 
are kept up-to-date about training opportunities).  The courses are specific to career 
stage/role and cover areas of Personal Effectiveness, Career Development, Equality and 
Diversity, Health and Safety and Leadership and Management.  PDR and Recruitment and 
Selection training are mandatory for staff involved in these processes, as well as Unconscious 
Bias training.  Uptake of training is low and female-dominated, as reflective of the gender 
composition of PSS in the School (Table 27). Feedback is provided to POD on course feedback 
forms, and through discussions in PDR meetings and staff focus groups.   
  



 

 

Table 27. Training uptake of PSS by gender 

 2015 2016 2017 Overall 
Training programme F  

(% F) 
M 

(% M) 
F  

(% F) 
M 

(% M) 
F  

(% F) 
M 
(% 
M) 

F  
(% F) 

M 
(% M) 

Total 

Assertiveness for 
Maximum Impact 

  1 
(100%) 

0 
(0%) 

  1 
(100%) 

0 
(0%) 

1 

Career Development 
Workshop 

  1 
(100%) 

0 
(0%) 

  1 
(100%) 

0 
(0%) 

1 

Central Induction 5 
(100%) 

0(0%) 0 
(0%) 

1 
(100%) 

1 
(100%) 

0 
(0%) 

6 
(86%) 

1 
(14%) 

7 

Committee Servicing   1 
(100%) 

0 
(0%) 

  1 
(100%) 

0 
(0%) 

1 

CV and Interview 
Skills 

  1 
(100%) 

0 
(0%) 

  1 
(100%) 

0 
(0%) 

1 

Data Protection and 
FOI Act 2000 

  1 
(50%) 

1 
(50%) 

1 
(100%) 

0 
(0%) 

2 
(67%) 

1 
(33%) 

3 

Diversity in the 
Workplace  

    1 
(100%) 

0 
(0%) 

1 
(100%) 

0 
(0%) 

1 

Excellent Customer 
Service 

1 
(100%) 

0 
(0%) 

    1 
(100%) 

0 
(0%) 

1 

Hands on Financial 
Management 

    1 
(100%) 

0 
(0%) 

1 
(100%) 

0 
(0%) 

1 

PDR for Reviewers of 
Support Staff 

  1 
(100%) 

0 
(0%) 

  1 
(100%) 

0 
(0%) 

1 

Principles of Project 
Management 

    1 
(100%) 

0 
(0%) 

1 
(100%) 

0 
(0%) 

1 

Unconscious Bias 
0 

(0%) 
2 

(100
%) 

    0 
(0%) 

2 
(100
%) 

2 

Writing Business 
Minutes 

2 
(100%) 

0(0%) 1 
(50%) 

1 
(50%) 

  3 
(75%) 

1 
(25%) 

4 

In 2017, we investigated reasons for this low uptake.  PSS told us in focus groups they are 
reluctant to engage in training courses because there is no clear promotion pathway available 
to them (see section 5.2(iii)).  We explore the impact this has on support for career 
progression in section 5.3(viii) and further wider consultation is planned.   

 (vii) 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. 

All PSS staff have an annual PDR and a mid-year PDR review meeting with their line manager, 
of which 100% have undertaken mandatory PDR Reviewer Training.  This training is tailored 
to suit the level/grade of the staff member being reviewed. Staff new to PDR are encouraged 
to attend PDR training to enhance their understanding of the process, and long-serving staff 
are encouraged to undertake refresher training. 
 



 

 

The PDR includes a review of the objectives agreed at the beginning of the PDR period, and 
setting of objectives for the next 12 months, including discussion of training/coaching 
needs.  Line managers meet with task managers to consult on objective setting.  PSS feedback 
on the PDR process is neutral, with an average score on the 2017 School Staff Survey of 4.7 
(based on 3 females responding to the item; maximum rating of 7) on the statement that PDR 
is “A helpful annual appraisal”.  As part of our wider consultation with PSS, we plan to: 

Action 7.1: Investigate PSS’ perceptions of the PDR process and identify and implement ways 
to improve these experiences. 

 (viii) 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. 
 
Support and planning of career progression for PSS is provided via: 

 The PDR process 
 Training courses delivered by POD including in interview techniques and CV writing 
 Secondments and shadowing opportunities 
 Mentoring (usually with a member of staff at a higher grade from another School) 

Data are not currently kept by central HR to monitor uptake of mentoring, secondments, or 
shadowing. However, our local investigation suggests only a minority of PSS pursue these 
opportunities (1 F, 1 M in last 3 years).  Moreover, the small number of PSS who responded 
to the career development questions were relatively positive towards their opportunities for 
mentoring, networking, and other development activities (Table 28).  Highlighted in Case 
Study 1, there are cases of individual PSS who have been encouraged to take up specific 
opportunities (the Certificate of Leadership and Management (ILM) Level 2 course) to 
support aspirations to apply for internal management jobs (see Case Study 1).  

Table 28.  Average response to career development questions on 2017 staff survey for PSS 
by gender.   
 

Survey item Female  
(n = 3) 

Prefer not to 
say (n = 2) 

1. I am actively encouraged to take up career development 
opportunities. 4.7 3.5 

2. Useful mentoring opportunities (as mentor or mentee). 4.7 4.5 
3. Useful networking opportunities. 6.0 4.5 
4. Support to attend conferences or external training courses. 4.7 3.5 
5. I am encouraged and given opportunities to represent my 

School internally and/or externally 5.0 5.5 

 

These positive examples seem to be more the exception than the norm amongst PSS.  Having 
no clear promotion pathway available to PSS presents a motivational barrier for most.    

Action 7.2: Work with the College E&DC to implement a College-wide PSS survey and develop 
a specific plan of action for improving career progression and uptake of development 
opportunities for PSS, e.g., better tailored support.   



 

 

 
Key Progress and Achievements since Bronze Award: 
 

 

 Introduced enhanced school induction for ARS and PSS staff  
 Provided guaranteed funds to all ARS to attend conferences or 

external training opportunities 
 Increased range of mentoring options to all ARS, specific to the 

needs of different grades and contract focus 
 Introduced school-level refresher training for PDR reviewers 
 Launched inaugural Women in SportExR careers event 
 Introduced online referral form for UG students to Careers Network 
 Introduced study leave for teaching-focused staff 
 Increased grant writing support for ARS  
 Established New Staff Support Group 
 Improved signposting of PSS staff development and training 

opportunities  
 

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  

UoB’s arrangements for pregnancy, maternity and adoption leave and pay are set out in the 
Family Leave Guidelines, which is available online for all staff. A College fund is available to 
meet the costs of maternity leave, and has enabled us to appoint staff on fixed-term 
contracts to cover teaching for ARS or temporarily cover duties of PSS on maternity leave.   

Since our Bronze award, 2 AS and 2 PSS have taken maternity leave (1 PSS took two maternity 
leaves).  In all cases, maternity leave benefits (e.g. paid time off for antenatal care) were 
given in line with UoB policy.   

Before going on leave, staff (irrespective of role) meet with their line managers and College 
HR representative to confirm leave dates, discuss cover arrangements, and provide 
information on Shared Parental Leave and KIT days.  Health and Safety assessments are also 
conducted to ensure the working environment is suitable for pregnant staff using UoB’s risk 
assessment pro forma.   

For ARS, we support any gap in research activity by: 

 Ensuring that any staff appointed for teaching coverage have research experience 
and can maintain research projects for staff members going on maternity/adoption 
leave.   

 Liaising with funders to get extensions or additional funds to pay for coverage of 
PDRAs going on leave  

 Encouraging a phased return to work and formally agree time in workload allocation 
for working on research output (e.g., academic papers) 



 

 

 Allowing staff to drop either teaching or administrative responsibilities for 6 months 
after returning from leave 

After working to improve our communication of maternity and adoption leave information 
and investigating and using University funding options for teaching cover, recent consultation 
with staff returning from leave indicate that the process has been handled in a clear and 
respectful way.  Staff have particularly appreciated that arrangements for cover were made 
by senior staff in the School.  As one staff commented: 
 
 

 
 

 
 

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

Explain what support the department offers to staff during maternity and adoption leave.  

We recognise it is important for staff on leave to not feel excluded.  For this reason, we 
ensure that major changes do not take place while they are on leave that will directly affect 
them (e.g., office move, change in administrative role) without consultation.   

Feedback from staff suggests that details regarding KIT days are not always made clear and 
resulted in one staff not being able to use their full KIT allowance.  

Action 8.1: We plan on further consultation with pregnant staff or staff who have previously 
taken maternity leave to identify specific ways to improve how we inform staff about KIT days 
(e.g., a checklist) and communicate with them during their leave.    

 

(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.   

In return to work meetings held between staff and their line manager, a phased returned and 
flexible working options are discussed. Other relevant information (e.g., children vouchers, 
UoB’s Parents and Carers Network) are provided, and ARS are informed that the impact of 
leave on academic outputs would be recognised in the promotion processes, REF, etc.  Taking 
maternity/adoption leave has no negative impact on future study leave applications.   

The new HoS, appointed in 2016, has made it an explicit point to implement Athena Swan 
principles to improve return to work experiences for staff who have taken 
maternity/adoption leave.  An AS who has taken leave both in the Bronze and Silver 
application processes commented that there has been a noticeable change from the top 
leadership level of the School: 

“Before I went on my maternity leave, one positive thing was that my 
replacement was employed two months before the start of my maternity 
leave, so that the person was shadowing me during that period. This enabled a 
smooth transition and I felt my students and my modules could be well looked 
after while I was on leave.” (Female, AS) 



 

 

 

 
 

 
(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. 

Of the 3 staff members who have taken between them four maternity leaves since our 
Bronze award (1 PSS is currently on maternity leave, 1 PSS had two maternity leaves), the 
overall number of women returning to work is 100% (Table 29).  All three returners from 
maternity leave have remained in post (AS >18 months), but it is too early to report retention 
for PSS who returned within the last 4 months.   

Returning staff felt well supported by their line managers and senior staff in the School, and 
appreciated how meetings and other work activities were scheduled to accommodate child 
care needs.  The School has introduced a dedicated rest facility for expectant and 
breastfeeding mothers since our Bronze award.   

Action 8.2: Invest funds to improve the rest facility (e.g., new chair and artwork) based on 
staff feedback. 

Table 29. Retention rates for returners from maternity Leave 

  Mode Contract Type In post after 
 Career 

Path 
Full-
time 

Part-
time 

Fixed 
term 

Open-
ended 

6 
Months 

12 
Months 

18 
Months 

2016 

AS X   X X X X 
Research 
staff X  X  X X X 

PSS* X   X    

2017 
PSS** X   X    
PSS X   X    

Note: *PSS staff member returned to work and took a second maternity leave within 6 
months of returning.  **She has now returned to work after the second maternity leave but it 
is too early to report retention data for her (less than 6 months).   

  

(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. 

“I submitted two papers within three months of my return and while working 
three days/week. The fact that I did not have any admin roles, not having to 
attend meetings etc., released a lot of my time to think, read and write.” 
(Female, AS) 



 

 

Paternity/partner leave is agreed locally between staff and their Head of School and follows 
the UoB’s policy of 2 weeks paid leave.  Unlike maternity leave, information about partner 
leave is not kept by central HR.  Since our Bronze award, we improved our data collection of 
partner leave within the school and enhanced the visibility of partner leave information via 
signposting to UoB’s policy on the intranet and in our staff handbook.  In the past three 
years, there has been 100% uptake of partner leave (n= 4, all male ARS) and 100% return 
following paternity leave (Table 30).  No staff have requested or taken shared parental leave, 
adoption leave, or parental leave. 

Our recent consultation with staff has shown mixed experiences of paternity leave.  Whilst all 
staff recognised the positive impact of being able to spend time with their partners and 
newborn babies, some felt uncomfortable about having been asked to arrange teaching cover 
for themselves and did not feel supported in taking leave by their line manager.  Our 
investigation of this issue suggests differences in how the previous and current HoS have 
approached workload coverage for partner leave, and we plan to: 

Action 8.3: Develop and implement a policy at a local level to ensure greater consistency for 
staff in the support received in securing coverage for their teaching.     

Table 30. Update of paternity, shared parental, adoption, and parental leave 

   Mode Contract Type 
 Career Path Leave Type Full-

time 
Part-
time 

Fixed 
term 

Open-
ended 

2015 Academic& 
research staff Paternity X   X 

2016 

Academic& 
research staff Paternity X   X 

Academic& 
research staff Paternity X   X 

Research staff Paternity X  X  

2017 Academic& 
research staff Paternity X   X 

 

(vi) Flexible working  

Provide information on the flexible working arrangements available.   

Flexible working guidelines are set out by UoB, including advice for staff about how to 
request changes to their working patterns.  In our Bronze award work, we identified a strong 
culture of informal flexible working arrangements existing within the School, but more 
information was needed on School-specific procedures.  In our 2017 staff survey, 65.8% of 
staff believed that their line manager/supervisor would be supportive of request for flexible 
work (see Table 31 for data disaggregated by gender and role).   To improve these 
perceptions further, we have developed a Work-Life Balance policy (see Section 5.6) that 
outlines the School’s commitment to flexible working opportunities.  Although most staff 
choose to work in a way that is standard for the post, we are seeing increasing examples of 
more formalised flexible work opportunities.  In most cases, these occur after staff return 
from parental leave (see section 5.5iv and Case Study #2).       



 

 

(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. 

There is only one known example of a staff member transitioning from part-time to full-time 
after a career break.  Consultation with this female AS suggested that she had positive 
transition experiences thanks to the detailed guidance and support provided by her line 
manager. 

Key Progress and Achievements since Bronze Award: 
 

 

 Improve our communication of maternity, adoption leave, paternity 
leave, shared parental leave, and partner leave information  

 Used central funds to employ replacement cover for all staff going on 
maternity/adoption leave 

 Introducing a phased return to work and opportunity to drop 
teaching/administrative role for 6 months 

 Introduced a dedicated rest facility for expectant and breastfeeding 
mothers  

 

5.4 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.   

In our progress towards Silver, we have continued to embrace the Athena Swan principles 
and embed them in everything we do.  Our E&D statement is a visible commitment to 
promoting equality and valuing diversity, and to creating a positive and inclusive learning and 
working environment for staff and students where discriminatory behaviour is not tolerated.   

Over the last 3 years, we have: 

 Reviewed and updated our E&D statement  
 Improved our E&D communication strategy 
 Raised awareness of Athena Swan in UG students in a presentation delivered by PGR 

students, including gender inequalities of student evaluations of female vs. male 
lecturers.  We were delighted that 9 staff were nominated for teaching awards in 
2017-18 (4F, 5M). 

 
Our working environment is warm, supportive, and friendly, as highlighted in our 2017 staff 
survey with ARS and PSS staff: 

 93% of female staff and 83% of male staff agreed that inappropriate images that 
stereotype women or men are not acceptable 



 

 

 78% of female staff and 75% of male staff agreed that the school makes it clear that 
unsupportive language and behaviour is not acceptable 

 
A key focus of our organisation and culture work since Bronze has been to better understand 
challenges staff face in managing their work-life balance (WLB) by: 

 Setting up a WLB working group 
 Including survey items on WLB in our 2017 staff survey (Table 31) and focus groups 
 Clarifying annual leave arrangements for staff  
 Developing a School WLB policy and guidance on email etiquette to mitigate the 

negative effects of an ‘always-on’ culture 
 Developing a poster to promote WLB for the staff common room (Figure 19) 

 

 

Figure 19. School poster for promoting WLB  

 

Overall, PSS report more positive WLB than ARS.  However, we are starting to see the impact 
of these actions: 

 78% of female staff and 67% of male staff feel encouraged to take their annual leave 
allowance  

 33% of female staff and 50% of male staff think that their WLB has improved over 
the last 3 years  

 

Action 9.1: Implement the Staff Survey on an annual basis to evaluate impact of WLB policy 
and identify areas for further improvement and action. 

 



 

 

 
  

 
 
Table 31. Average response to WLB questions on 2017 staff survey by gender and role.   

 Gender Role 
Survey Item Women  

(n = 27) 
Men  

(n = 12) 
Prefer 
not to 

say  
(n = 5) 

ARS  
(n = 28) 

PSS  
(n = 3) 

Prefer 
not to 

say  
(n = 6) 

6. My workplace is 
supportive of me having a 
good WLB. 

3.6 3.2 2.4 3.4 4.0 2.8 

7. My colleagues are 
supportive of me having a 
good WLB. 

3.9 3.4 3.4 3.7 4 3.7 

8. My line manager is 
supportive of me having a 
good WLB. 

3.9 3.7 2.8 3.7 4.7 3.3 

9. It is important to be 
available on email during 
evenings and weekends. 

2.4 2.9 2.0 2.6 1.7 2.5 

10. I am encouraged by my 
line manager to take my 
full annual leave 
allowance. 

4.1 3.8 2.8 3.9 5.0 3.2 

11. I struggle to take my 
annual leave allowance 
because my workload is 
too high. 

3.2 3.2 3.2 3.0 3.3 3.2 

12. When I take my annual 
leave, I am unable to relax 
because I know I will have 
so much work to do when 
I return to work. 

3.0 4.0 3.2 3.1 3.0 4.0 

13. I often think or worry 
about work when I am not 
actually at work. 

3.7 3.8 4.8 3.8 3.0 4.5 

14. I miss out on quality time 
with my family and friends 
because of pressure of 
work. 

2.9 3.2 3.8 3.0 2.0 3.3 

15. My WLB could be better. 
 

3.4 3.6 4.8 3.4 2.0 4.5 

Note: Responses made on 1 (strongly disagree) to 5 (strongly agree) scale  

“If this policy (and culture) had been in place when I started in the School, I 
don’t think I would have had to be off for a year with work-related stress…. I 
now feel like I’m not working in an atmosphere of constant threat and 
trepidation, and policies like this are part of that change in atmosphere.” – 
Email from staff member following promotion of School WLB policy 



 

 

(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. 

HR policies regarding bullying and harassment are established and monitored at University 
level.  A Harassment Advice Service has been developed to provide trained, volunteer 
members of staff (3F & 1 M) to act as Harassment Advisers, and a University Mediation 
Service to help address any allegations.  When there are changes or updates to HR policy, this 
information is provided to staff via email and online.  For staff with management 
responsibilities, POD offers an “Essential Guide to Managing at the University”, which covers 
compliance with HR policy and procedures within the role of manager.   

We have demonstrated our commitment towards this policy as part of our progress towards 
Silver by: 

 Signposting staff and students towards information on Harassment and Bullying in 
inductions and handbooks  

 Adopting a School-level “Zero Tolerance of Bullying, Discrimination, or Harassment 
Policy”  

 Monitoring staff perceptions in the 2017 staff survey  
 
Formal complaints of harassment and bullying are made to the HoS.  In the last 3 year, the 
School has received no such complaints.  Moreover, 81% of female staff and 75% of male 
staff are confident that their line manager/HoS would deal effectively with any complaints 
about harassment, bullying, or offensive behaviour.   

 

(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. 

The main School committees had near gender parity in the chair roles for the last 5 years 
(Table 32) and a mostly balanced representation of women and men as committee members 
(Figure 20).   

The HoS sends an open invitation to all staff across the School when administrative roles and 
committee membership opportunities arise. In addition, the HoS specifically invites 
individuals to serve in roles based on their skill set and level of experience, always keeping 
gender equality at the forefront of any decision and appointment.  



 

 

Early career ARS are included on committees where it is directly related to their professional 
development interests.  For example, PDRA and/or early career Lecturers sit on Research 
Committee (2 F), Ethics Committee (1F, 4M), and E&DC (3 F, 3 M).   

PSS sit on 3 of our 6 committees as full members (2 on School Executive, 3 on Health and 
Safety Committee, and 5 on E&DC).   

To improve gender representation further, over the last 3 years we have: 
 Actively recruited underrepresented genders to redress large imbalances; e.g., the 

E&D committee increased male representation from 25%to 33% in 2017-18.   
 Ensured that all roles are assigned fair and appropriate WAM tariff points, and that 

roles are rotated every 3-4 years. 

Gender parity is now a realistic aim for all School committees, and we will work toward this 
by: 

Action 9.2:  Adding the monitoring of gender representation to each Committee’s terms of 
reference. 

  

Figure 20. Gender representation of committee membership (2016-17) 
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Table 32. Gender representation of school committee membership and chairs  

Committee Year Chair F (%) M (%) Total 

Executive Committee 

2012/13 F 60% 40% 10 
2013/14 F 63% 37% 11 
2014/15 F 64% 36% 11 
2015/16 F 64% 36% 11 
2016/17 F 55% 45% 9 

Education Committee 

2012/13 F 40% 60% 10 
2013/14 F  45% 55% 11 
2014/15 F 42% 38% 12 
2015/16 M 25% 75% 12 
2016/17 M 29% 71% 14 

Research Committee 

2012/13 F 60% 40% 10 
2013/14 F 55% 45% 9 
2014/15 F 50% 50% 10 
2015/16 M 50% 50% 12 
2016/17 M 45% 55% 11 

Ethics/Health and Safety 
Committee 

2012/13 M 22% 78% 9 
2013/14 M 25% 75% 12 
2014/15 M 20% 80% 15 
2015/16 M 20% 80% 15 
2016/17 M 43% 57% 23* 

Equality and Diversity 
Committee 

2012/13 n/a n/a n/a n/a 
2013/14 n/a n/a n/a n/a 
2014/15 n/a n/a n/a n/a 
2015/16 M 71% 29% 14 
2016/17 F 70% 30% 20 

Note: * For Academic Year 16/17 Ethics and Health and Safety Committee split into two committees 
with the same chair for both. 
 

(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?  

External to the School, but within the University, membership on College Board and UoB 
committees is associated with key staff roles, e.g. HoS sits on College Board.  Staff can apply 
for College leadership roles, which are advertised to everyone.  Our staff have been 
successfully appointed as the College Head of Quality Assurance (F), College Health and 
Safety Committee chair (M), College PGR Lead (F), and College PGR training lead (F).    

External to the University, staff are encouraged to play active roles that benefit their career 
development; e.g. serving on editorial boards or as journal editors, and acting as external 
examiners of other degree courses and for PhD vivas.   

Arising opportunities are advertised to everyone (e.g., grant assessment panels, Athena Swan 
panels) and can be discussed in PDRs, mentoring meetings, and probationary meetings for 



 

 

newly appointed staff.  These activities are recorded in PURE (UoB’s research repository) and 
recognised in WAM (as “citizenship”, Table 33).   

Adjustments to workload are made to support staff in taking on strategic external roles.   This 
has helped our female staff in taking on prominent external roles, including: 

 President of ECSS 
 REF2021 sub-panel member 
 ECSS Scientific Committee  

(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.   

Since 2014 we have participated in the College-wide WAM to capture all administrative, 
teaching, research, and citizenship duties (Table 33).  Staff are asked to provide workload 
data three times/year (October, April, and July) using an online form, and this information is 
used by HoS to monitor and set workload patterns as well as to inform promotions.  By 
gathering data throughout the year, we can be more flexible and responsive to adjusting 
workload; such as in the case of changes in staff circumstances (e.g., maternity leave, long-
term sick leave, staff leaving their role).   

Since Bronze, we have: 

 Tailored the WAM categories and tariff points to the needs of the School, and to 
ensure equity for similar roles across the College based on staff feedback.   

 Encouraged staff to discuss workload within their annual PDR meetings 
 
WAM has positively impacted staff perceptions, with 85% of female staff and 78% of male 
staff agreeing that work is allocated on a clear and fair basis irrespective of gender.  
Analysis of our WAM data also shows no significant difference between female and male AS 
across all types of work and total workload irrespective of contract type (i.e., research and 
teaching vs. teaching-focused).   

We note, however, a trend for female AS to have a higher administrative load compared to 
males AS on the same contract. This is due to the high proportion of female staff at Reader 
and Professorial levels who serve in leadership roles associated with a higher WAM tariff.  
Also, male AS on teaching-focused contracts tend to have higher teaching loads than female 
AS.   

Following suggestions made by staff in the survey, we plan to: 

Action 9.3: Improve workload transparency even further by reporting these data at our 
School Away Day.   

  



 

 

Table 33. Average workload allocation points by gender and contract type 

 Female AS Male AS  
WAM Category All  

(n = 27) 
Research & 

Teaching 
Focused  
(n = 17) 

Teaching 
Focused 
(n = 10) 

All 
(n = 29) 

Research & 
Teaching 
Focused 
(n = 20) 

Teaching 
Focused 
(n = 9) 

Administrative 144.8 179.4 85.9 100.1 92.1 118.0 
Teaching 245.3 213.7 299.0 282.2 126.4 402.1 
Research 134.9 213.3 1.7 142.0 129.7 14.5 
Personal Research 97.7 135.0 34.2 104.6 135.0 37.0 
Citizenship 82.0 90.0 68.4 85.0 90.0 74.0 
Total Workload 
Points 704.7 831.5 489.1 714.0 744.8 645.6 

FTE-Normalised 
Workload Total 
Points 

753.5 831.5 620.9 744.4 744.8 743.6 

Note: FTE = full-time equivalent; staff on research and teaching contracts are given the equivalent of 
one day/week for their research, with additional research workload allocation provided to staff 
consistent with grant funding.   

 

(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 WLB policy highlights that core school activities (e.g. committee meetings, School Away 
Days, research seminars, and Whole School Meetings) are held within core business hours 
(10.00 -16.00). Key meetings, away days, and social gatherings are scheduled at least three 
months in advance: 

 100% of female staff and 78% of male staff agree that meetings are completed in core 
hours 

Social gatherings are planned by a volunteer committee made up of male and female staff to 
be welcoming and inclusive to all, whether these are annually run (e.g., welcome reception 
for PGR students, staff Christmas party, and School BBQ) or one-off activities (e.g., launch 
event of the Centre of Precision Rehabilitation for Spinal Pain, celebration of achieving 5th in 
the QS World Rankings): 

 85% of female staff and 67% of male staff agreed that work-related social activities 
are likely to be welcoming to both women and men   

(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. 

We recognise the importance of visible diverse role models at all stages of academia.  For 
public and pre-recruitment role models, marketing materials (e.g. images and videos on 



 

 

website and promotional documents) are regularly reviewed and updated to ensure there is a 
good balance of gender representation.  We also have a member of staff (F) responsible for 
the @UBSPORTEXR twitter page, who regularly tweets updates about staff and student 
activities and achievements, to ensure that role models at all levels are celebrated; the 
account has over 2000 followers (Figure 21).   

 

Figure 21. Example tweet promoting senior student role models  

In terms of staff, 93.1% of staff thought that the School highlights women as well as men as 
visible role models (100% of females; 83% of males).  This was achieved through a variety of 
actions such as celebrating our Athena Swan Bronze award with a special research seminar 
Figure 22) and actively engaging in University-wide gender equality events (e.g. International 
Women’s Day) and other E&D initiatives (e.g., LGBT History month, Figure 23).    

  

Figure 22.  Poster to promote special 
research seminar to celebrate Athena 
Swan bronze award 

Figure 23. Poster to promote 
representation of LGBT researchers in 
SERS 



 

 

At School level, we ensure gender balance in events such as “research sandpits” where staff 
share their current research.  The gender balance of speakers and chairpersons for our School 
Research Seminars, featuring external staff, is also monitored (Table 34).  Over the last 3 
years and the 22 seminars delivered, 35% of invited speakers were female and 50% of these 
sessions were chaired by females.  We are aiming towards gender parity of seminar speakers 
by encouraging staff to nominate female experts for invitation.  

Action 9.4: Seminar coordinator to actively encourage staff to nominate female experts for 
research seminars, and experts of BAME origin of any gender.   

 
Table 34. Gender representation of School Research Seminars  

Role 2015 2016 2017 
Chairs 4 F & 3 M 7 F & 8 M 3 F & 6 M 
Speakers 3 F & 5 M 5 F & 9 M 5 F & 4 M 

We promote inaugural lectures to all staff and research students as important social and 
celebratory events.  PSS are encouraged to attend the Professional Services Forum and the 
College Forum, where they will hear from, and have the chance to interact with, senior PSS 
and ARS.  

In terms of students, we organise School level careers events and ensure that there is either 
gender parity or that the event targets specific genders where appropriate (e.g. Women in 
SportExR event).  Our student ambassadors assist in recruitment and induction events, and 
we ensure that there is always close to gender parity in their representation.  As part of our 
equality processes, we have begun to explore intersectionality of other protected 
characteristics within our admissions, degree attainment, and employability data.  Our 
findings, for example, that male BAME students achieve disproportionately lower graduate 
employability than female BAME or white students irrespective of gender, emphasises the 
need for further nuance in our consideration around promoting role models.   

Action 9.5: Further consider representation of gender and ethnicity across all careers events 
and materials.  

 

(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.   

 
Taking a broad view of “outreach”, many of our staff are involved in media and policy 
engagement, public events, school lectures, and science communication competitions.  In line 
with our efforts to increase role model visibility (see previous section), these are highlighted 
to our students and applicants.  The slides on media engagement from our AVDs for 
prospective students featured three women (including one BAME woman) and two men who 
have recently engaged in media activity (Figure 24).  These range from Lecturers (n = 2), to 



 

 

Senior Lecturers (n = 2) and a Professor (n = 1).  We also promote these appearances on 
social media (Figure 25). 
 

 

Figure 24: Slides highlighting our recent media appearances at Applicant Visitor Days 

 

Figure 25: Example tweet highlighting a female senior lecturer’s media engagement 

Several staff are also involved in outreach activities that are more specifically targeted at 
school children to raise aspirations and awareness: 

 A male SL ran a session for primary school students in 2017, encouraging them to 
understand what physiotherapists do and that it’s a career for both genders.   

 Our School Outreach Officer (M) has also organised one-day Masterclasses e.g. ‘Sport 
and Exercise: Just Study It!’ to Year 12/13 students from local communities.   

 In terms of admissions, we participate in the award winning Access to Birmingham 
scheme which supports students from Widening Participation backgrounds to gain 
access to higher education by providing bespoke support and reduced entrance 
requirements; this is coordinated by our Outreach Officer and staff provide mentoring 
for the candidates.   

Some of our staff and PGR students are also involved in events more focused at the general 
public (Figure 26).   



 

 

 

 

Figure 26: Staff participating in externally facing popular science events  

To ensure that staff have time to complete outreach activities, we changed our WAM model 
to recognise these activities, as “citizenship” and consider it in the promotion process.   

Although data are not currently systematically collected for this activity, self-report data 
suggests that 43% of staff members engaged in outreach activities in the data period across 
different grade levels, with gender parity (50%F:50%M) (Table 35).   However, we recognise 
that to ensure that we maintain this balance, we will:    

Action 9.6: Develop a system to monitor engagement in outreach activities 

Table 35. Gender representation of staff engaging in outreach activities by grade 

Grade Female % F Male % M Total 
Professor 2 67% 1 33% 9 
Reader 4 80% 1 20% 7 
Senior Lecturer 4 33% 8 67% 18 
Lecturer 6 60% 4 40% 19 
RF/RA 2 33% 4 67% 31 
Total 18 50% 18 50% 36 

Key Progress and Achievements since Bronze Award: 
 

 

 Further embedded Athena Swan principles via our E&D statement 
and improving our E&D communication strategy 

 Raised awareness of UG students about gender equality 
 Developed a WLB policy and email etiquette guidance   
 Introduced WAM to capture all administrative, teaching, research, 

and citizenship duties  
 Ensure that the main school activities fall within core business hours 
 Increased the visibility of female role models at different career 

stages and underrepresented groups  
 

(word count = 6926) 
  



 

 

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. 

Case Study 1 – Leigh-Ann Cragg (PSS, SAT) – Career support and return to work following two 
maternity leave periods 

I have benefitted from the School’s supportive culture to achieve my 
aspirations to progress from my current role as PA to the Head of School 
(Band 500) to a higher grade Professional Services role where I can engage 
in management and strategic decision-making.  Over the past 6 years, I have 
been supported to attend courses beneficial to my career development, 
including effective line management and support, board level committee 
servicing, and effective communication.  With the full support and 
encouragement of both my line manager and task manager, I am currently 
enrolled on the ILM Level 2 course (funded by UoB). 

I have also gained invaluable experience being a fully participating member 
of our School’s E&DC. My views and opinions are respected and sharing my experiences has made a 
valuable contribution to the WLB working group.  These experiences have helped me to have a much 
better understanding of E&D, giving me confidence and a sense of empowerment to apply HR policies 
to own my personal situation and to help advise other staff when appropriate.   

In addition, I have benefitted from UoB’s generous family leave arrangements after taking two 
maternity leave periods in the past 3 years.  During my first pregnancy I experienced severe morning 
sickness. My line manager was very supportive and allowed me to work flexibly throughout my 
maternity leave and return, including paid time off for antenatal appointments and arriving 
late/leaving early.  To further support my situation, the School appointed a temporary PA to cover my 
leave with a planned 4-week handover period.  Unfortunately, pregnancy-related complications 
resulted in my having to take maternity leave earlier than planned, reducing the handover period to 1 
week.  Both the School and HR were fantastic leading up to and during my leave, keeping me fully 
informed of all my options. 

I was very nervous about returning to work after my leave, due to the fact that I was pregnant again 
and I was unsure how this news would be received.  However, the School, my line manager and HR 
continued to be very supportive.  After returning to work for 3 months, I went on a second maternity 
leave, with the same maternity package as previously. Once again, the School was fully supportive and 
a temporary PA was appointed to cover my role with a handover period of 3 weeks.   

By being able to stay in communication by email and visiting the School on 3 occasions during my 
leave, my transition back to work a second time was much easier than I expected.  My line and task 
managers warmly welcomed me back and worked to ensure a smooth transition.   I have now been 
back in my role for 6 months and fully able to balance work with my family life.  I have substantially 
benefitted from working in a School with a strong emphasis on E&D and the positive culture that has 
resulted from it.   

 

 



 

 

Case Study 2 – Dr Sam Cooley (AS, Non-SAT) – Non-traditional entry into Higher Education and 
flexible contract arrangements 

The School has played a significant role helping me build my career, from my 
non-traditional entry into HE through to helping me achieve substantial 
success as an ECR. I joined the School in 2008 as a mature undergraduate 
student on the BSc SES degree course after completing an Access to Higher 
Education Science award.  The transition to being a full-time University 
student was difficult for me and I nearly quit that first year.  However, the 
School’s excellent support system was instrumental in helping me to 
overcome these difficulties. I graduated with a first-class degree, winning two 
of the four prizes given by the School.   

I was subsequently offered funding by the School to study for a PhD, which led to my progressing to 
an ECR on a fixed-term contract.  The training and supervision offered during my PhD led directly to a 
smooth transition to fully funded employment.  As a Research Fellow in the School, I have benefitted 
from numerous career development opportunities.  My line manager has supported me and provided 
funds so that I could undertake a systematic review course and two courses on Mindfulness.  I also 
receive helpful mentoring through annual PDR meetings with a senior member of staff who is not my 
line manager.  This has given me opportunities for an additional sounding board to discuss my 
ambitions with an experienced academic.   

I have received encouragement and support to apply for my own internal and external grants to gain 
independence, and have subsequently achieved success that has provided me with important 
opportunities to widely disseminate my work. For example, I was recently successful in obtaining £500 
from the University’s PERCAT fund to present my work at two different conferences outside of my 
discipline.  This will enable me to extend my networks and present my research to a broader 
audience.      

In 2016, I became a father for the first time and was able to take 10 days of parental leave as well as 
10 days of accrued annual leave.  This was a very special period of time for my wife and I, and it was 
just long enough for me to switch off from work commitments and focus on my new responsibilities.  
Since then, I have benefited from the School’s policy of arranging meetings within core hours of 
10AM–4PM.  The supportive culture within the School enables me to arrange my working hours so 
that I can take my son to nursery, and I am able to work from home on a regular basis, enabling me to 
participate more fully in family life while still fulfilling my work obligations.   

After my wife returned to her training course full-time following maternity leave, I requested and was 
given the full support to change from 1.0 FTE to .80 FTE.  My new working pattern gives me one 
day/week to look after my young son and enjoy a more fulfilling work life balance.      

(word count = 977) 

 
  



 

 

6 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 been proactive in ensuring that staff and students are not discriminated against on 
the basis of being trans gender.  After 81% of our staff agreed “that anyone in the School 
should be able to access toilet facilities that aligns with their gender identity”, the School 
Executive Committee approved a Gender Neutral Toilet and Changing Area Policy and the 
inclusion of a Transgender Equality Policy in our E&D statement in 2017 (Figure 27). We are 
the first School in our College to have done so.     

 

 Figure 27.  Example signage used to promote the School’s Gender Neutral Toilet and 
Changing Area Policy 

(word count = 86) 
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7 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.   
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School of Sport, Exercise and Rehabilitation Sciences (SERS), University of Birmingham 
As we believe that it is crucial to further embed equality activities across all areas of practice, and for all staff to take responsibility for promoting equality, we have 
organised our action plan by the committee responsible for its enactment.  

Athena Swan Silver Action Plan (2018-2022)  
Ref Action Rationale Timescale Responsible Target 
School executive committee actions 
3.2 More closely review and 

improve data collection 
from staff leavers by 
creating job leaver interview 
templates and 
implementing it.  
 

Although the University requests 
that AS provide information on 
reasons for leaving, the uptake of 
providing this information has 
been low and inconsistent.  

Template complete by 
September 2018. Review 
data annually in 
September.  

HoS and OpM All ARS and PSS leavers 
complete interview, 
unless they specifically 
opt-out. Data to be 
stored with HoS’s PA.  

4.2  Identify the barriers for staff 
that are stopping them from 
applying for promotion and 
assist them in identifying 
strategies for overcoming 
them, by adding questions 
to Staff Survey. 

Only 59% of staff understand the 
promotion processes, and we want 
to ensure that all eligible staff are 
supported to apply for promotion 
when the time is right.  

 

2018 staff survey, for 
implementation of 
strategies in 2019 PDRs 

School 
Promotions 
panel 

Increase number of 
promotion applications 
received without 
reducing success rates.   

Improved perceptions of 
promotion process in 
staff survey 2019. 

4.3  Provide more targeted 
feedback, particularly in the 
case when applications have 
been unsuccessful.   

To ensure that those who enter 
the promotion cycle are supported 
until they succeed 

Upcoming promotion 
cycle in 2018-19, and 
repeated annually.  

HoS and School 
Promotions 
panel 

Improved perceptions of 
promotion process in 
staff survey 2019. 

6.1  Provide a school-level 
refresher training for PDR 
reviewers  

Staff were positive about the PDR 
process in feedback obtained 
within the 2017 Staff Survey but 
felt that there were some 
inconsistencies between 
reviewers.  
 
 

Implemented January 
2018 for annual repeat 

School 
Promotion 
panel 

100% PDR reviewer 
attendance at either 
main training session or 
one-to-one with HoS 
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6.2  Work with POD to develop 
more specific training for 
staff who conduct PDRs for 
teaching-focused staff, to 
ensure their promotion 
support needs are met  
 

POD training is currently  more 
focused towards supporting 
teaching and research staff.  We 
want to ensure that teaching-only 
staff are also well supported to 
progress.  

For 2019 PDR round School 
Promotion 
panel with HoE  

Increased uptake of 
mentoring.   
Improved perceptions of 
mentoring in staff 
survey 2019, particularly 
among early career 
staff. 

6.5 Encourage staff in 
mentoring roles to take 
POD’s “Being an Effective 
Mentor” course to improve 
consistency in mentoring 
experiences, by running a 
bespoke school version 

 Summer 2019, and 
annually 

HoS  At least 70% of Senior 
ARS completed the 
training by summer 
2019 and renewed in 3 
year cycles 

9.2 Adding the monitoring of 
gender representation to 
each Committee’s terms of 
reference. 

We aim to reach and gender parity 
of representation on all 
committees 

September 2018 HoS Near gender parity on 
all school committees by 
2019-2020 

9.3 Improve workload 
transparency by reporting 
these data at annual School 
Away Day.   

 April 2019 HoS Improved perception of 
workload fairness on 
2019 staff survey 

Financial team actions 
1.2 Raise E&DC budget to £2500 

in 2018-19 

 

A dedicated budget to support 
E&D activities was introduced in 
2016-17 (£500), increased in 2017-
18 (£2000), to enable more 
targeted activities.  

August 2018 and reviewed 
annually 

HoS/OpM Increased profile and 
scale of E&D activities, 
as objective figures and 
perceptions in staff 
survey 

6.3 
(section 
5.3) 

Increase the annual 
allocation to £750 for 2018-
19 academic year to further 
enhance training 
opportunities for all staff, 
and improve record-keeping 
of activities the money 
enables 

The 2017 survey (Table 23) showed 
staff would like more support to 
attend conferences. In response, 
all ARS staff (regardless of contract 
type) were offered £500 each in 
2017-18 to support career 
development.   We would like to 

August 2018 and reviewed 
annually 

HoS/OpM Increase staff 
perceptions of career 
development 
opportunities in staff 
survey 2019 
Increase in staff 
participating in external 
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 support this further to enable 
international engagements 
 

career development 
activities.  

School Research Committee actions 
6.6  Raise awareness of the 

PERCAT scheme to PDRAs as 
part of their School 
induction, including creating 
profiles of staff who have 
benefited from the scheme 
to encourage others to take 
part.  

 

Overall uptake to PERCAT training 
is low, and more females than 
males engage with the scheme 
(Table 24).  But, PDRA recognise 
the value of support received by 
PERCAT, particularly funding to 
attend conferences.   
 

September 2018 and 
repeat annually 

PA to HoS and 
OpM as 
planners of 
induction, and 
HoR 

Increase uptake of 
PERCAT scheme 

9.4 Seminar coordinator to 
actively encourage staff to 
nominate female experts for 
research seminars, and 
experts of BAME origin of 
any gender.   

Improve intersectionality of school 
seminar speakers to provide a 
more diverse range of visible role 
models. 

2018-2019, then annually School Seminar 
Lead 

Improved gender 
equality and diversity of 
school seminar speakers 

Postgraduate Research Committee 
 Raise awareness of the 

School, College, and 
University level training for 
PGRs, including creating 
profiles of students who 
have benefited from the 
courses to encourage others 
to take part and monitoring 
attendance at School level 
 

Overall uptake to PGR training is 
low, and attendance is not 
recorded at School level.   

September 2018 and 
annually 

School PGR 
training lead 

Increase uptake of 
School, College, and 
University PGR training 

2.12 Development of structured 
interview guide for PGR 
admission interviews 

Although our gender parity is 
generally good at PGR, we would 
like to ensure that this is sustained 

September 2018 Head of PGR 100% use of structured 
interview guide for PGR 
admission interviews 
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and that our recruitment processes 
avoid unconscious bias as far as 
possible 

Education Committee Actions  
1.5  Review module topics, 

suggested readings, 
teaching materials and 
assessment practices as well 
as explore opportunities for 
including issues such as 
gender equality in the 
curriculum         
 

We are re-designing our largest 
BSc degree for 2019-20 and it’s the 
perfect opportunity to introduce a 
more explicitly inclusive 
curriculum.  This learning will 
progress into each of the other 
programmes 
 

September 2019 for start 
of new programme, and 
then rolling into remaining 
programmes 

HoE and 
Programme 
Leads 

New Gender equality 
survey data recognises 
increased gender-
related content in 
curriculum, and 
increased awareness 
through the 
programmes.   

2.4 Explore the possible reasons 
for gender differences in 
academic performance, and  
respond to findings with 
appropriate pedagogical and 
structural changes    

 

Our SPECS programme has poorer 
degree attainment for males 
compared to females, and a similar 
pattern, albeit less distinct, is 
apparent in SES.  

Review by September 
2018 and implement 
changes in 2019-20 

Exams officer, 
HoE and 
programme 
leads 

Increase or maintain 
gender parity in degree 
attainment, as 
appropriate for each 
programme 

2.10 Identify ways to make PGT 
more attractive and/or 
accessible to females, and 
implement them   
 

The lower number of females 
taking up PGT continues to be a 
challenge for us.  

Survey in 2018-19 and 
implement actions in 
2019-2020 

Head of PGT 
and programme 
lead 

Increase number of 
female applications and 
acceptances on PGT 
programmes in 2020-
2021 

2.11 More actively promote PGT 
opportunities to our UG 
students, and introduce a 
guaranteed interview 

The lower number of females 
taking up PGT continues to be a 
challenge for us. 

2018-19 Head of PGT 
and programme 
leads 

Increased number of 
applicants and 
acceptances from our 
UGs on PGT 
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scheme on the Pre-
registration Masters 
Physiotherapy programme 
for good quality SES 
students.  
 

programmes for 2019-
20. 

Admissions team 
2.1 Improve diversity of student 

representation in our 
recruitment materials 

Our diversity is low compared to 
the sector, and we would like to 
ensure that our materials attract 
all candidates 

Review in 2018-19 for 
materials used for 
recruitment to 2020-21 
academic year 

Admissions 
tutor and 
marketing team 

Increased diversity in 
recruitment materials.  
Increased applications 
from currently 
underrepresented 
groups in 2020-21 

2.2  
 
 
 
 
 

Survey applicants at AVDs 
on what factors are 
influencing their decision to 
accept our offer, and use 
information to inform 
marketing and programme 
development 
 

To ensure that our AVDs, and 
programmes, are attractive to all 
genders and diversity groups 
 

2019 action for 2020 
implementation 

Admissions 
tutor and 
admissions 
administrative 
support 

Increase offer to 
acceptance ratio 

2.3 Consult with current 
students about our AVD 
content 

Admissions 
tutor and 
student 
experience 
project officer 

2.5 Work with PGA to consider 
revising handicap 
requirements for students 
at the point of entry, to 
allow students to work 
towards the necessary 
handicap during their 
degree, in order to gain PGA 
recognition.  
 

There are greater applicants and 
numbers of males on the AGMS 
programme, which may be driven 
in part by the handicap 
requirements.  

Discuss in 2018 for 2019 
advert and 2020 intake 

HoE & AGMS 
Programme 
Lead 

Increase in female 
applications on AGMS 
by 2020.  
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2.7 Plan a positive action 
intervention to enhance 
physiotherapy applications 
from male applicants, based 
on good practice from areas 
such as nursing  

Our UG Physiotherapy programme 
still has relatively lower levels of 
male applicants 
 

2018 event for 2019-20 
intake 

Physiotherapy 
admissions 
tutor 

Increase in male 
applicants for UG 
physiotherapy 

2.8 Require all admissions 
interviewers (AS and clinical 
staff from the NHS) to have 
E&D training by 2018-19  
 

To better understand, and then 
address, the differences in 
male:female acceptance to 
Physiotherapy. 
 
 
 

For 2019 interview cycle Admissions 
tutor 

100% of academic 
interviewers and 80% of 
NHS interviewers 
complete training 

2.9 Collect data about reasons 
for declining applicants, and 
develop a targeted 
intervention to address 
these specific issues  

Review in 2018-19 for 
2019 action 

Admissions 
tutor 

Increase in acceptances 
of male UG 
physiotherapy 
applicants 

Equality and diversity committee actions 
1.1 We will actively recruit 

males to join E&DC.   
 

The E&DC is currently 33% male.  
We would like to achieve a more 
balanced representation that 
reflects the overall staff gender 
balance (48%F:52%M). 
 

Advertising starts 2018 E&DC Lead  Reach 50:50 by 
September 2019 

1.3 Add UG and PGT student 
representation to E&DC 
committee 
 

We recognise that improvements 
can be made in how we consult 
with students about E&D issues.  
 

Recruit at 2018 induction Student 
Experience 
Project Officer 

At least 1 UG and 1PGT 
rep on E&DC for 2018-
19, increasing to 1UG 
per programme and 2 
PGT in 2019-20 

1.4 Develop and implement 
student equality survey, 
including a question about 
visible role models, for UG, 
PGT, and PGR students 
 

2018-19 and repeat 
annually 

Student 
Experience 
Working Group 
Lead 

40% completion rate in 
first year, increasing to 
50% with appropriate 
gender ratios in 2020. 
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1.6 Plan and deliver a discipline-
specific and sector-wide 
E&D event 
 

To further support E&D in the 
sector and to establish our School 
as leading in this area. 

2020 delivery E&DC Lead 30 attendees from 
across the sector with 
good satisfaction post 
event, and a specific 
action plan going 
forwards  

3.1 Promote opportunities 
within the Technical 
Academy to our technical 
staff and monitoring uptake 

To support technical staff to 
enhance skills and career 
development. 

In line with 2018-19 PDR 
cycle 

Careers 
Development 
Working Group 
Lead & OpM  

Increase uptake of 
Technical Academy 
involvement. 

4.1 
(section 
5.1) 

Gather feedback from staff 
taking part in the New Staff 
Support Group  
 

To evaluate the efficacy of the New 
Staff Support Group.  
 

2018-19 and annually Career 
Development 
Working Group 
Lead 

Increase engagement 
with  New Staff Support 
Group.  Increase in 
scores that the school is 
a “great place to work” 
in the Staff Survey 

6.4  Explore the mentoring 
needs of staff at lower levels 
by running focus groups, 
and implementation of 
recommendations 

Staff at lower grade levels 
(regardless of gender) are 
generally less favourable towards 
mentoring opportunities than 
more senior staff.   
 

Focus groups in 2018-19, 
and implementation in 
2019-20.  

Career 
Development 
Working Group 
Lead 

Improve perceptions of 
mentoring among more 
junior staff.  
Increase uptake of 
mentoring 
opportunities.  

6.7  Advertise the 2019 Women 
in SportExR careers event 
using the positive feedback 
from participants 

The Women in SportExR careers 
event in 2018 was attended by 22 
people and we would like to 
further increase this in future. 

2019 and annually Careers 
Development 
Working Group 

Increased participation 
in Women in SportexR 
event 

7.1  Investigate PSS’s 
perceptions of the PDR 
process and identify and 
implement ways to improve 
these experiences. 

To determine why feedback on 
PDR for PSS is currently neutral 
and implement actions to improve 
their PDR experience. 

2019-20 Careers 
Development 
Working Group, 
OpM, College 
Director of 
Operations 

Increased perception of 
PDR process for PSS in 
staff survey 

7.2  Undertake further 
consultation with PSS to 
identify current barriers to 
career development and 

The School wishes to ensure that 
career development opportunities 
for PSS are clearly sign-posted, 
promoted and accessible.  

 Careers 
Development 
Working Group 
with OpM 

Increased positive 
attitudes in staff survey 
towards career 
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implement strategies to 
improve opportunities for 
them, including developing 
College level case studies 
showcasing different career 
trajectories.  

progression 
opportunities.  

8.1 Further consultation with 
pregnant staff or staff who 
have previously taken 
maternity leave to identify 
specific ways to improve 
how we inform staff about 
KIT days (e.g., a checklist) 
and communicate with 
them during their leave.    

Returners have told us that more 
clarity is needed on KI days 

May 2018 OpM Improved experiences 
for staff on 
maternity/adoption 
leave  

8.2 Invest funds to improve rest 
facility for expectant and 
breastfeeding mothers (e.g., 
new chair and artwork). 

Consultation from staff suggests 
that improvements could be made 
to make this room warmer and 
more welcoming 

Summer 2018 OpM Positive feedback from 
expectant/breastfeeding 
mothers  

8.2 Develop and implement a 
policy at a local level to 
ensure greater consistency 
for staff in the support 
received in securing 
coverage for their teaching 
when taking paternity leave.    

Staff have told us that there has 
been inconsistency in how 
teaching coverage has been 
handled for their paternity leave.  

December 2018 HoS with OpM Positive feedback from 
staff taking paternity 
leave on how the 
support received  

9.1 Implement the Staff Survey 
on an annual basis to 
evaluate impact of WLB 
policy, and identify areas for 
further improvement and 
action. 

We will continue to use the staff 
survey as a data collection tool for 
evaluating the impact of our 
Athena Swan actions. 

June 2018, then annually E&D lead Improved scores on 
WLB questions of staff 
survey 

9.5 Improve representation of 
gender and ethnicity across 
all careers events and 
materials. 

BAME male students achieve 
disproportionately lower graduate 
employability than female BAME 
or white students irrespective of 

October 2018, then 
annually 

Careers Tutor Improved gender x 
ethnicity equality of UG 
graduate employability  
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gender, emphasises the need for 
further nuance in our 
consideration around promoting 
role models.   

Outreach team 
2.6 Develop outreach activities 

to promote the broad 
appeal of Golf and the 
diverse career opportunities 
available to plant the seed 
earlier  
 

Improve applications to AGMS 
among women   

First activities 
implemented in 2018-19 
and ongoing 

Outreach Lead 
and AGMS 
Programme 
Lead 

Increased number of 
female AGMS 
applications by 2022.  

9.6 Develop a system to collect 
data on engagement in 
outreach activities (e.g. data 
template) 

We recognise a need for improving 
how we collect information on 
outreach activities to better 
monitor and act on  inequalities 
are found   

June 2019, then annually  Outreach Lead Data template 
completed by staff in 
June of each year 


