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Abbreviations
ASSC

Heriot-Watt University Athena SWAN Strategy Committee

DLT

Director of Learning and Teaching

E&D

Equality and Diversity

EECE

Electrical, Electronic and Computer Engineering

EFD

Enhanced First Degree

EPS

School of Engineering and Physical Sciences

GPC

Good Practice Checklist

HoD

Head of Discipline (Teaching)

HoRI

Head of Research Institute

HoS

Head of School

HWU

Heriot-Watt University

IB3

Institute of Biological Chemistry, Biophysics and Bioengineering

ICS

Institute of Chemical Sciences

IMPEE

Institute of Mechanical, Process and Energy Engineering

IPaQS

Institute of Photonic and Quantum Sciences

ISSS

Institute of Signals, Sensors and Systems

PDR

Performance and Development Review

PGR

Postgraduate Research

PGRCG

Postgraduate Research Co-Ordinators Group

PGT

Postgraduate Taught

SAT

School of Engineering & Physical Sciences Self-Assessment Team

SMG

School of Engineering & Physical Sciences Senior Management Group

UG

Undergraduate

This application has been granted an additional 1000 words by ECU as per email dated 22nd
January 2015 from James Lush, Athena SWAN Adviser to be used throughout the whole
application.
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2. The self-assessment process: maximum 1000 words
a) A description of the self-assessment team: members’ roles (both within the department and as
part of the team) and their experiences of work-life balance.
The School of Engineering & Physical Sciences (EPS) makes this application as a School with the
approval of the ECU. The Self-Assessment Team (SAT) was established in March 2014 and is
chaired by Professor Rory Duncan. Staff were invited to join the SAT from across the School, and
members were drawn from all five Research Institutes and Teaching disciplines that make up EPS,
and from all levels of academic staff, research staff and PhD students. Key members of
Professional Services staff were also invited to join the team. In addition to the local EPS meetings,
Rory Duncan, Helen Ovens and Alex Peden (Senior Admin Assistant and Research Administrator,
respectively) meet each week and participate in quarterly University-wide Athena SWAN
Champions Group meetings where the Chair and key members of each School SAT assemble to
discuss progress, raise common issues and share best practice and experiences.
Table 1: Current EPS SAT Membership
Member
Elizabeth Bay

Job title
PhD Student

Institute
IMPEE

Helen Bridle

Research Fellow

IB3

Amy Davies

PDRA

IB3

Alison Dun

PDRA and imaging
facility manager
Professor and Head
of Research
Institute

IB3

Maciej Gutowski

Research Institute
Secretary
Professor

Professional
Services
ICS

Nicola Howarth

Assistant Professor

IB3

Lorraine Klimek

School HR Partner

Professional
Services

Maria Lorente
Crespo

PhD Student

ISSS

ECR.
International student.

Bill MacPherson

Assistant Professor

Ruaraidh McIntosh

Assistant Professor

IPaQS and
HoD in
Physics
ICS

Caring responsibilities for 3 children.
Experience of flexible working.
Dual-career family.
ECR
Experience of fixed term contracts

Rory Duncan

Maureen Franks

IB3

Relevant experience/SAT role
Early Career Researcher (ECR).
International student
ECR
Has worked part-time
ECR – Fixed Term Contract
Joined SAT January 2015
ECR - Fixed term contract
Joined SAT January 2015
3 instances of paternity leave, caring
responsibilities for 3 children
Dual career family, Chair of EPS SAT
Caring responsibilities for 2 children.
Partner undertook and completed her PhD
studies after the birth of their children.
Children, extended family and mother living
overseas.
2 periods of maternity leave at HW
Informal flexible working arrangements for
additional caring responsibilities. Deputy Chair
of SAT
Human Resources expertise and knowledge of
HWU practices and policies.
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Patrik Ohberg

Professor

IPaQS

Caring responsibilities for 2 children with
paternity leave at HWU
Dual-career family: partner is a full-time
academic at the School.
Key knowledge of school staff and procedures.

Helen Ovens

Senior Admin
Assistant

Professional
Services

Alex Peden

School Research
Administrator

Professional
Services

Key knowledge of funder priorities and research
strategy.

Derek Penman

School Director of
Administration

Professional
Services

Georgina Rosair

Professional
Services

ICS

Caring responsibilities for 2 children.
Works closely with Head of School in managing
the School - integral to delivering the action
plan.
Experimental Officer: Academic-related post

Cassandra Rusher

PhD student

ICS

ECR

Mathini Sellathurai

Associate
Professor, Head of
Discipline

ISSS

Caring responsibilities for one child with parents
overseas
Dual-career family, partner also a full-time
academic.

b) an account of the self assessment process: details of the self assessment team meetings, including
any consultation with staff or individuals outside of the university, and how these have fed into
the submission.
SAT meetings have been held every 6 weeks since May 2014. Through these we developed our
information gathering processes and action planning. These meetings have been the formal place
to agree any required working groups.
Our approach to understanding our baseline position has been three-pronged:
(1) Good Practice Checklist – auditing current School practice against established good
practice in key areas (this was requested by the University SAT).
(2) Staff Opinion Survey – consulting our colleagues on their experience of School practice in
the same key areas.
(3) Quantitative data analysis – reviewing staff and student data
Subgroups of the SAT were established at each phase to spread the workload, with small groups
working together and reporting back at the regular SAT meetings.

Good Practice Checklist (GPC): The SAT used the 93-point GPC available from Oxford
Research and Policy (ORP) to detail policies and practices currently in place, grading them to
assess how current processes correspond to best practice in the field. Proposed actions to start to
address shortcomings were generated at a SAT away-day. This checklist and nascent action plan
were ratified by the EPS SMG and the good practice themes highlighted to the entire School via
email, webpages, social media, a School-wide briefing delivered by the SAT Chair, and a number
of profile-raising activities.
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Staff Opinion Survey: The SAT consulted EPS academic and research staff via a web-survey in
November – December 2014, designed to correspond to the broad sections of the GPC. The
survey was open to all academic and research staff, and secured a response rate of 77% (184
respondents). Anonymised results were analysed by the EPS SAT. As well as quantitative data in
the form of Likert-scale responses, 165 narrative comments/qualitative data items were received.
For the quantitative data, the analysis identified (1) areas of practice where staff experience,
regardless of gender, was excellent or poor; (2) areas of practice where there was a differential
experience dependent on gender. This information guided the SAT to where colleagues would
most appreciate action being taken, including action specifically required to improve the experience
of female staff. The narrative comments were analysed using thematic analysis i.e. categorised
into the broad survey subject areas. Qualitative differences in a number of areas were identified
and these informed the Action Plan in Appendix I.

Quantitative management data analysis: Relevant University staff and student management
information was analysed. At least the last three closed reporting years are presented for all but
three areas, where challenges restricted our access to gathering the data. These are: (1) PGT
completion rates – we report one cohort from start to completion (2) Degree classification by
gender - we report the last 2 closed reporting years (3) Recruitment data – we report on 2010 2012 only.
External communication
Several members of the SAT team attended AS workshops during 2014; notably, the SAT Chair
(Rory Duncan), Georgina Rosair and Tina Donnelly attended the Equate Scotland ‘Let’s talk about
sex’ conference in May 2014 and Rory and Tina both attended the ‘Gaining and Sustaining Silver’
workshop in November and the Equate Scotland ‘Better with Bronze’ workshop in February 2015
(Tina gave a talk about the HWU AS activity at this), feeding-back information and notes to the
SAT about these events. The Head of School attended a symposium for UK-wide SET Schools in
September 2014, in QU Belfast.
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In terms of review of our activity, the SAT reports to the School Senior Management Group, on
which the SAT Chair sits. SMG has been actively engaged throughout the process; Athena SWAN
is a standing item on the agenda. The SAT Chair reports regularly also to the University
Champions Group, and to the University-level Athena SWAN Strategy Committee (ASSC). The
ASSC conducted a mock panel prior to our submission. The University Athena SWAN Officer
helped ensure that our Action Plan fitted with the University-level Athena SWAN Bronze Action
Plan as well as with the overall University Strategy. A ‘critical friend’, Professor Norah Spears, of
the School of Biomedical Sciences at the University of Edinburgh, provided welcome constructive
feedback on our submission.
Table 2: Milestones in our self-assessment process
March 2014 to February 2015
SAT convened in March 2014
SAT away-day at the Royal Society of Edinburgh, March 2014
Generation of the EPS Good Practice Checklist (GPC) and grading of checklist actions by
SAT sub-teams, April 2014
Establishment of Athena SWAN actions as standing-item on SMG Agenda - April 2014
Ratification of the EPS GPC by SMG, June 2014
SAT Chair met in 1-2-1 meetings with HoRIs and Graduate School Lead, June 2014
EPS Athena SWAN website and social media presence established, July 2014
School-wide briefing by SAT Chair – November 2014
School staff survey, November – December 2014
Communication of EPS application process to ASSC
Refinement of GPC and development of EPS Action Plan – December – April 2015
Review of EPS SAT progress and Bronze Submission report by SAT Chair to ASSC –
March 2015
Executive Summary of EPS SAT actions and findings delivered to SMG and the entire
School – March 2015
Submission of Bronze application – April 2015

c)

Plans for the future of the self-assessment team, such as how often the team will continue to
meet, any reporting mechanisms and in particular how the self-assessment team intends to
monitor implementation of the action plan.

The SAT will continue to meet every six weeks in order to oversee implementation of our Action
Plan and work towards an Athena SWAN Silver application within two years of achieving Bronze.
The SAT will be refreshed at an interval of 18 months with the aim of 30% of members being
replaced. As the SAT is devised to include a representative from each Discipline and Research
Institute, members will be identified who volunteer to ‘champion’ SAT activities and actions in each
area of the School. As a first step towards mainstreaming Equality and Diversity (E&D) activity
within the School, the SAT will explore extending its formal remit to broader E&D and career
development issues.
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In support of our ongoing work, we will revisit the Good Practice Checklist, run a follow-up
staff survey and continue to collect HR and student data, to measure the impact of our
interventions (Appendix 1, Action 1).
Word count: 968/1000

3. A picture of the department: maximum 2000 words
a) Provide a pen-picture of the department to set the context for the application, outlining in
particular any significant and relevant features.
The School of Engineering and Physical Sciences (EPS) is one of six Schools within Heriot-Watt
University that were formed after a restructuring process in 2002. EPS has autonomy over its
budgetary planning, within a financial envelope provided and monitored by the University,
appointments, research strategy and teaching (within the overall learning and teaching strategy of
the University), has dedicated administration and an HR partner directly linked to the School. EPS
is the largest of the Schools in the University, providing teaching and research in fundamental
sciences through to engineering applications. Professor Steve McLaughlin has led EPS since
October 2011.
Under the current structure, established in 2012, the School encompasses 5 Research Institutes,
and a Learning and Teaching Faculty. The Research Institutes are as follows:
Institute of Biological Chemistry, Biophysics and Bioengineering (IB3)
Institute of Chemical Sciences (ICS)
Institute of Mechanical, Process and Energy Engineering (IMPEE)
Institute of Photonic and Quantum Sciences (IPaQS)
Institute of Sensors, Signals and Systems (ISSS)
All academics contribute to Learning and Teaching in the School, with the teaching disciplines
mapping approximately to the Research Institutes. Teaching and learning is delivered across five
Disciplines:
Mechanical Engineering
Chemical Engineering
Electrical, Electronic and Computer Engineering
Chemistry
Physics
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The Director of Learning and Teaching oversees a Directorate of 5 Heads of Discipline who lead
the relevant Teaching Groups and Examinations Board for the 5 Undergraduate Disciplines and 15
Postgraduate Taught Degree Programmes the School delivers.

The School is the working environment for 128 academics, 113 research staff and 92 professional
services staff including technical staff. The University has a strong international presence with
overseas campuses in the UAE and Malaysia; School staff and students are based at Edinburgh,
Dubai and Putrajaya campuses. Based on advice from ECU, our application focuses on students
and staff based at our Scottish campuses, however our explicit aim is to roll out good practice
across the School, regardless of geographical location, wherever possible. The international
context is important in terms of our implementation of Athena SWAN and related good practice.

The Senior Management Group (SMG), an ex officio Committee chaired by the Head of School,
manages EPS. SMG membership consists of Director of Research, Director of Learning and
Teaching, the five Heads of Research Institutes, the Director of Administration and the School
Financial Controller.
b) Provide data for the past three years (where possible with clearly labelled graphical illustrations)
on the following with commentary on their significance and how they have affected action
planning.

Student Data
b) (i) Numbers of males and females on access or foundation courses
Not applicable.
b) (ii) Undergraduate male and female numbers
Across all disciplines, the female-to-male ratio of undergraduates is close to the national average
(Figure 1), being above the average in Chemical Engineering (+5%, 2014), Mechanical
Engineering (+2%, 2014) and Chemistry (+4%, 2014), but below average in Electrical Engineering
(-2%, 2014) and Physics (-5%, 2014). We will continue to monitor this and take action where
we see negative deviations (EECE and Physics) from national benchmarks or over time
(Action 2).

10

Figure 1: Undergraduate Students by Gender
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EPS engages actively in a number of UG recruitment and engagement activities aimed at female
school students, including, for example, (1) Dragonfly, a Royal Academy of Engineering initiative
aimed at S2 girls (13/14), where EPS has run annual 1-day workshops for the last 7 years in
Mechanical-, Chemical- and Electrical-Engineering. Approximately 120 female school-students
benefit each year from our involvement with this programme. (2) WISE scholarship scheme: where
female undergraduate applicants can apply for an award of £500/year of study, with 10-15 new
students benefit from this scheme each year. These activities will be used to address Action 2
when appropriate.
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c) (iii) Postgraduate male and female numbers completing taught courses
Our female student cohort for our PGT programmes in Chemistry, Chemical Engineering, Physics,
EECE and Mechanical Engineering are above the National Average. We will continue to monitor
recruitment levels and gender balance (Action 2), acting where we can identify examples of
good practice across our Disciplines that may improve our female recruitment rates.

Figure 2: Post-Graduate Taught Students by Gender
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Figure 3: Post-Graduate Taught Degree outcomes
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Looking at the PGT degree outcomes for 2014 only in Figure 3, we see no evidence of a gender
bias across the School PGT programmes in terms of outcome. We will continue to monitor
these data, acting where we can identify examples of good practice across our Disciplines
that may improve our female Degree outcomes (Action 2).

(iv) Post-graduate male and female numbers on research degrees
Our female PGR student cohort numbers in 2014 are above the National Average in Chemistry,
Chem Eng and EECE but below average for Physics. Furthermore, we note that whereas our
female PGR cohort remains well above the National Average (of 34%) in Chemical Engineering,
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there is a decrease in the proportion of female research students in our Chemical Engineering
Discipline, from 60% in 2011/12 to 42% in 2013/14 (Figure 4, below). We will investigate the
Chemical Engineering data to ensure that no specific reason for this decrease is present
and if there is change within our control we will take action (Action 3), as well as sharing
best practice across Disciplines (Action 30).

Figure 4: PGR students by Gender
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b) (v) Ratio of course applications to offers and acceptances by gender for undergraduate,
postgraduate taught and postgraduate research degrees
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Figures 5-7, below, demonstrate that women are successful in their applications for places, and
that the conversion from offers to acceptances is healthy across the disciplines in all of UG, PGT
and PGR programmes, with the following exception: we see a bias (-7%) in women against
accepting offers in the Physics UG Discipline (Figure 5, below).
Figure 5: Undergraduate offers by Gender
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We will investigate whether there are identifiable reasons for the apparent negative bias in
female candidates accepting offers in UG Physics and act if so, sharing examples of best
practice across the School (Actions 4, 5 and 30).
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Figure 6: Post Graduate Taught offers by gender
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Analysing the data which has been shown as an average over the past 3 years due to the small
numbers of students, in Figure 6, above, shows a positive bias in all Disciplines towards female
students accepting PGT offers from the School. There is a negative bias against offers from the
School in Chem Eng, Chemistry and EECE. We will continue to monitor these data (Action 2).
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Figure 7: Post Graduate Research offers by Gender
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Again because of small numbers of students we have used an average over the last 3 years. The
data in Figure 7, above, shows a positive bias towards female students being offered, and
subsequently accepting, offers across all PGR disciplines in the School. We will continue to
examine our processes and share best practices in recruitment where they can be identified
(Action 5 and 30).
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Figure 8: MSc by Research offers by Gender
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As before because of the small numbers we have used averages of the past 3 years. Figure 8,
above, identifies a bias against women accepting places on MSc by Research degrees in the
School, although our numbers are very small, precluding any statistical conclusion. We will share
examples of best practice in PGR recruitment across the School (Action 5 and 30) to
determine whether we can improve on this.
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b) (vi) Degree classification by gender

Figure 9 UG Degree Outcome by Gender 2012 & 2013
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*National Benchmark from total of Engineering & Technology, Chemistry and Physics Undergraduate
Qualifiers in SET subjects ECU benchmark data. EFD = Enhance First Degree (ie 5 year UG degrees
including MPhys, MChem and MEng)

As explained in Section 2, above, we have presented UG Degree Outcome data for 2012 and
2013. Looking across our dataset, we see no evidence of a systematic gender bias. To analyse
this we examined in more detail the outcomes in the EFD, 1st class and 2.1 classifications, finding
that our award levels are close to the National Benchmarks. We do note that there is a larger
proportion of female students being awarded 3rd class degrees in 2013, compared to the National
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Benchmark but the numbers are small, precluding any meaningful statistical analysis of this.
Nevertheless, we will continue to monitor all degree outcome data by gender, acting where we
can identify examples of good practice across our Disciplines that may improve our female
outcomes (Actions 4 and 5).

In the past 3 academic years within EPS over all 5 teaching disciplines at UG, PGT and PGR there
have had only been 56 counts of part time students with 19% of that number being female. The
national average for UG, PGT, PGR combined across Engineering & Technology, Chemistry and
Physics is 16% according to ECU data.

Staff Data
Reflecting the growing internationalisation of the University, in 2014 Academic job titles were
revisited to accommodate international parlance. The correspondence between our Grade
structure, former academic titles and new titles is shown in Table 3, below:

Table 3: Academic grades and titles
Grade

Former Academic title

New Academic title (2014- onwards)

7

Research Associate

Research Associate

7

Teaching Fellow A, Lecturer A

Assistant Professor

8

Teaching Fellow B, Lecturer B

Assistant Professor

8

Research Fellow

Research Fellow

9

Senior Teaching Fellow, SL, Reader Associate Professor

9

Senior Research Fellow

Senior Research Fellow

10

Professor

Professor

We use the Grade descriptor from Table 3 throughout this submission. The following Table (Table
4), and Figure 10, describe the gender makeup of the Academic and Academic-related staff cohort
in the School.
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b) (vii) Female:male ratio of academic staff and research staff
Table 4: EPS Staff by Gender 2014
Institute

Academic

PDRAs % Female Academic and

Staff

National average female

Academic-related staff in

Academic and Academic-

Institute

related staff in Discipline (%)*

IB3

16

22

32%

26% female**

ICS

18

12

20%

Chemistry 38% female

IMPEE

26

17

28%

Mech Eng 14% female

IPaQS

32

34

11%

Physics 18% female

ISSS

22

29

10%

EECE 14% female

Learning and
Teaching

16

NA

13%

NA

*These benchmark data are drawn from HESA ‘job codes’ and don’t fully take into account the
interdisciplinary nature of our Institutes.
**IB3 draws from all these disciplines so the benchmark figure is estimated from that for Biosciences (46%)
and the others.
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Figure 10: Academic- and Research-staff by Gender
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A key part of our University Strategic Plan has been to increase Academic staff numbers over a 5year period, starting from 2013. This is having an effect, seen as growth in the School academic
staff cohort from 2013 (Figure 10). Looking at these data in more detail, we see that the proportion
of female colleagues recruited to each Research Institute in open-ended academic positions
between 2013-present is as follows; IB3 – 3 men, ICS – 4 men, IMPEE – 3 men, 2 women, IPaQS
– 9 men, ISSS – 6 men, 1 woman, L&T – 2 men, 2 women. We note that whereas the proportion of
female academics has increased modestly since 2011, this apparent increase is due to staff
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turnover (Figure 11) – ie a higher proportion, relatively, of male leavers compared to women, and
not due to improved recruitment rates of female academics. This is analysed further in the
following sections and actions are identified. On a positive note, the number and proportion of
female research staff have increased.
b) (viii) Turnover by grade and gender
Figure 11: Staff turnover by gender and grade
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Salary Range 2011/2012 benchmark data.
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Research Staff are predominantly Grade 7 and Academic Staff are Grade 8 and above. We
have no open-ended contract academic staff at Grade 7, so these data reflect academic-related
staff. The remaining data described academic staff. Our turnover numbers are in line with the
National Benchmark figures.

Word count: 1922 / 2000
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4. Supporting and advancing women’s careers (word limit: 5000)
The University’s approach to Athena SWAN has grown from our broader equality and diversity
agenda; acknowledging that for us to look, feel and be different from how we’ve always been we
have to ‘do things differently’. This means taking actions that have an impact on the way we work
together to change the culture of the University. The University’s Equality Outcomes, the
framework of activities that enables us to meet our Public Sector Equality Duty provides an
overarching framework for us alongside our Values, which are a tool for generating, maintaining
and progressing culture change.

We undertook a range of data gathering and engagement activities to identify School-specific
issues and our response is to take forward School-based activities that will work in tandem with our
University agenda, enhancing impact within the School by responding to our local needs.
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Key Career Transition Points
a) Provide data for the past three years (where possible with clearly labelled graphical illustrations) on
the following with commentary on their significance and how they have affected action planning.
a) (i) Job Application and success rates by gender and grade –
Figure 12: Job application and success rates by gender and Grade
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Our current job application forms do not necessarily capture the gender of the applicant, as
applicants are not obliged to provide this information. Figure 12 reflects this; whereas we have the
gender of appointees (shown as ‘100% in the right-hand black bars), we have varying levels of
information about the applicant gender (shown in the black bars on the right). Where we do have
the information, we have displayed this in the chart.
Looking at our appointee data we note an apparent decrease in the proportion of women being
appointed to positions in the School and this is emphasised with the large overall rate of
appointment we see in 2012. This needs investigation and action and we have set out a
programme of measures in Section (b), below to address this. These Actions appear in
the ‘Appointment and Selection’ section of our Action Plan, Actions 9-12 and are outlined
throughout this section.
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a) (ii) Applications for Promotion and success rates by gender and grade
In our Staff opinion survey 24% (25 respondents) of female and 36% (97) of male survey
respondents reported a perception that the promotion selection process is unclear;
“The process for selecting academic staff for promotion may be fair but it is not transparent.”
Female Lecturer

It is clear that in the past there has been some confusion, even amongst senior staff, and a
perceived lack of transparency around the promotions procedure. This mirrors feedback received
during the University-level Athena SWAN Bronze application process, which has resulted in
remedial action that we have since been able to build upon within the School. In 2014, the
University promotions process was streamlined and simplified with changes communicated to
managers and staff in a series of open presentations by our Deputy Principal (and Athena SWAN
lead). Key information describing the grade expectations, timetable, and promotions and appeals
process is now easily accessible via the University website and advertised widely. Email
announcements precede important dates in the promotions calendar and managers are
encouraged to identify promotions candidates.

Schools have been encouraged to establish School-level promotions panels, and EPS has done
this. As a response to the entirely male applicant pool in 2014, a subgroup of the SMG considered
the entire eligible staff complement to assess whether any potential candidates had been
overlooked. Figure 13 shows that although our numbers are small, there does not appear to be a
systematic bias against female applicants seeking or securing promotion. We will continue to run
the School-level promotions panel. The panel will take responsibility for monitoring the data
on applications for promotion and report annually to SMG (Action 6).

In addition, the School ran a Promotion Workshop (December 2014) where recently promoted
members of staff (1 male, 2 female) talked about their promotion experience in an informal
atmosphere. As well as these personal stories, guidance on the promotions procedures and
timetables was also provided. Feedback has been good and we will continue to run an annual
EPS Promotion workshop, ensuring diversity of speakers (Action 7);
“I wish I had been aware of this before. I had no idea that some colleagues I saw being promoted
had tried more than once and this gave me encouragement.”
Female Assistant Professor
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Our Survey revealed that of the individuals seeking promotion, no women (male respondent
numbers in parenthesis) reported receiving guidance from a recently promoted colleague (48%), or
a member of the Promotions Board (29%), or the Head of School (48%). Moreover, where advice
was offered through line management, 95% of male staff found this useful, whilst 67% of female
staff reported the same. This finding requires action and we will instigate a series of measures,
detailed below, that aim to ensure that our mentoring scheme is improved, particularly for female
colleagues, as well as to offer better training for PDR reviewers and more effective communication
within the School of our promotion practices and procedures.
Figure 13 – Promotions by gender 2011-14

2011

Applications

2012

Applications

2013

Applications
Promotions

5

2014

Promotion by Gender

Applications

6

Promotions

4

1

10

Promotions

1

8

2

10

Promotions

2

8

100% 80%

2

60%

40%

Female

20%

5

0%

20%

40%

60%

80% 100%

Male

Our data in Figure 13 show that in the last three years female applications have been 16% of all
applications and of all promoted staff, 10% are female, compared to 19% overall across the
School. This under-representation of women in the promotions process needs action.

28

Line managers will receive annual guidance of the promotions procedure, as well as
instruction about the inclusion of promotion planning in the PDR process with an emphasis
on ensuring that women are offered equal opportunity of promotion, committee service,
external visibility and access to mentoring and advice (Action 8).
b) For each of the areas below, explain what the key issues are in the department, what steps have
been taken to address any imbalances, what success/impact has been achieved so far and what
additional steps may be needed.
b) (i) Recruitment of Staff
In all recruitment advertisements, the School highlights our University-level Athena SWAN Bronze
Award and states that we recognise excellence in championing employment in the fields of science
and technology, engineering and mathematics. Since 2014, every recruitment document for an
academic post states, ‘Heriot-Watt University is committed to equality of opportunity. Applications
are particularly welcome from women and black and minority ethnic candidates, who are underrepresented in academic posts at Heriot-Watt.’ Our advertising also highlights our family-friendly
policies and facilities as part of an online ‘Benefits calculator’.

University guidance since 2014 is that, wherever possible, there should be at least one member of
each sex involved at all decision stages of staff appointment. Our Survey found that whilst equal
proportions of female (43%) and male (44%) staff respondents had served on School interview
panels, only 22% of those panels had been mixed gender. The majority of survey respondents
(68% across both sexes), and 43% of men, did not know of the University guidance until we
actively promoted awareness via our Survey tool; most importantly, all the survey respondents now
understand this policy and our actions (below) will reinforce it.
“It is encouraging that there is now a policy to ensure broader representation on recruitment
panels, given the resistance this type of action was met with only a few years ago.”
Female survey respondent

University policy requires staff to complete a Recruitment and Selection online training course prior
to sitting on an interview panel. Staff are also encouraged to attend the University’s separate faceto-face Recruitment and Selection training session. Adherence is not currently monitored
effectively. We will ensure a large pool of diverse and appropriately trained interviewers
(Action 10); ensuring that all current panelists meet the University’s minimum requirement, that
potential panelists are encouraged to undertake training and that staff are aware of guidance
supporting a mixed-gender panel. Our aim is to increase mixed-gender interview panels to 100% in
the next 3 years.
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A number of School staff took the opportunity to attend an ‘Unconcious bias’ training workshop in
2014, including the Head of School; all members of SMG and deputies will attend
Unconscious Bias training in 2015, with this training advertised and encouraged for
interview panel chairs through the PDR process. Uptake will be monitored (Action 11).

We are aware that at present there is an underrepresentation of female role models in news
features, imagery and other media. We will act to improve the visibility of female staff and
students by increasing their representation in our communication materials (Action 12).
b) (ii) Support for staff at key career transition points.

Looking at our staff HR data we see a drop-off in the proportion of female staff at every stage
between Grade 7 and Grade 10 level (Figures 14 to 16, below).
Figure 14: The EPS staff pipeline
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These data are further broken down into our Discipline areas in the following charts:
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Figure 15: The EPS Discipline pipeline. Colour-coding is as for Figure 14.
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Figure 16: EPS staff Grade, by gender, displaying the numbers of staff.
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The data in figure 15 are noisy because of small numbers. All measures show a similar pattern,
with a pronounced drop-off of female representation between Grades 7-10. The following passage
describes a range of measures (Actions 13 – 16) we will take to address this effect in our Action
Plan.
We already provide support for staff at key career transition points; for example, EPS runs a
mentoring programme as part of the probationary period for all newly recruited academics. This
mentoring aims to provide guidance and support for new staff to help develop their academic
career.

Analysis of our GPC and of our Staff Survey highlighted that the EPS mentoring programme is not
operating optimally and in particular, female staff reported that they were not sufficiently involved
as either mentors or mentees.

Although our numbers are small, the survey reports only one female mentor (from 25 female
respondents to this question) in the last 3 years, compared to 30 men (of 97 respondents).
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Moreover, only 23% (10) of Research Assistants and Research Fellows were mentored with 90%
reporting this was useful when it did happen. 48% (21) of Research Assistants and Research
Fellows stated that they would like mentoring. We will formally assign new Research Associate
and Research Fellow recruits with a mentor (Action 13). Across all Grades, similar proportions
of women (32%) and men (31%) reported being mentees – however, of those not offered
mentoring, 48% of female respondents (12) reported that they would find this useful, compared to
28% of male staff (27). We will improve our culture of mentoring; supporting all staff to act as
mentors and to be able to access mentorship. We will reinforce this by formally recognising
mentoring activity in a new workload model (Action 14).
Since 2013 the University has participated in the Leadership Foundation’s Aurora programme,
which offers women-only leadership development training, and includes mentorship. There were
24 Heriot-Watt participants over two cohorts; within EPS 4 academic staff, and 2 professional
services staff have so far participated (25% of total participants) - feedback has been positive. EPS
will maintain our funding support for the Aurora programme and act to encourage uptake of
the programme by EPS staff via enhanced advertising (Action 15).

Coaching is offered through a number of our leadership and management programmes, and also
by request. We will encourage uptake of coaching by recommending it to staff during the
PDR process and by advertising widely (Action 16).
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Career development
a) For each of the areas below, explain what the key issues are in the department, what steps have
been taken to address any imbalances, what success/impact has been achieved so far and what
additional steps may be needed.
a) (i) Promotion and career development
HWU operates a formal annual Performance and Development Review (PDR) appraisal process.
Our School PDR process requires that every staff member complete a self-assessment form
reviewing the past year and setting out a ‘Forward Job Plan (FJP)’. This provides an opportunity for
the PDR reviewer and reviewee to discuss the balance of workload. The PDR form also includes a
section on personal development, under which people can outline the activities they will participate
in to take forward their career plans. This is an opportunity to discuss promotion planning. We
found that 98% of Survey respondents confirmed that workload was discussed at PDR; the
majority of reviewees (80%) reported that career progression was also discussed. No gender
differences were found between respondents about workload.

Currently, all new recruits should discuss their FJP and development needs with their line manager
within one month of starting their employment, and in discussion with their line manager agree
deliverables for the next year. As described above, new academic recruits are contractually
required to engage with a mentor, independent of their line manager, who will guide them through
their probation period, assisting the line manager to set their academic targets. The Probation
Board, composed of HoS, HoRI and an HR Partner, review the probationer’s progress annually
and the line manager provides feedback to the probationer.
a) (ii) Induction and Training
At Heriot-Watt we offer a layered approach to induction; the University-led Induction Day
introduces staff to University-wide structure, practice and procedure. The School currently offers a
basic induction and then within the different EPS Research Institutes, further induction varies on an
ad hoc manner depending on staff member, their line manager and Institute. The effectiveness and
uptake of this provision was assessed in our survey.

Only 50% of the EPS staff survey respondents agreed that their induction helped them understand
how the School functioned. 39% of female versus 57% of male EPS survey respondents said that
they understood their roles and responsibilities in EPS after induction.
“…as a newcomer it was difficult to know how the whole place 'worked'.” Male survey respondent,
2014
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We have identified that action is required to rectify this. We will establish a comprehensive EPS
Induction Programme, for all new staff, to introduce new recruits to the policies, practices
and structures in the School (Action 17).

Only 31% (79) of staff overall felt that their induction included adequate E&D training. This was
most likely delivered via the University induction, which we know is limited to signposting/web links.
We will formally incorporate the HWU Equality and Diversity training module into the new
EPS induction programme (Action 18). All new staff will be expected to complete E&D training
within 6 months of joining, and this will be monitored.
In addition we will carry out a ‘catch-up’ exercise, to ensure all staff members in EPS have
undertaken the HWU Equality and Diversity training module (Action 19). This will be linked to
the roll-out of updated online training across the University and completion will be monitored. We
will take ownership of uptake of the training modules by embedding the expectation of competition
and encouraging all staff to engage, with a target of all staff completing relevant training by August
2016. We expect the outcome of this will be new staff reporting a warm and informed welcome and
a better understanding of the School and their role, monitored in our bi-annual follow-up reviews.
Heriot-Watt offers a broad spectrum of training opportunities, and has held its ‘HR Excellence in
Research’ award since 2010, demonstrating the positive steps taken to support the career
development of its researchers as outlined in the principles of the Researchers Concordat. In 2014,
the University was among the first to undergo the new four-year external evaluation of its
Concordat implementation, successfully retaining the award. ‘Heriot-Watt Crucible’, a highly
successful leadership and development programme that provides an excellent networking
opportunity for newly arrived staff, is one example of this. All new staff are encouraged to
participate in this programme to allow them an opportunity to broaden networks and interdisciplinary awareness.
a) (iii) Support for female students
A number of initiatives have recently been established to support female UG and PG students and
increase the likelihood of a positive experience and a successful transition to postgraduate
research:
The university works closely with its partner organisation, Equate Scotland. In 2014 HWU
hosted a ‘Meet the Engineer’ session, chaired by Prof Mercedes Maroto-Valer of EPS.
Students from across Scotland attended the event.
Mechanical Engineering undergraduate Rowan Russell is the HWU champion for Equate
Scotland’s ‘Interconnect’; a peer support network for students in STEMM. Rowan has been
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supported and mentored to establish a local chapter of the peer support network. Since its
establishment in Autumn 2014, Interconnect HW now has 88 members across the
university; visits have been arranged to potential employers, one EPS student has won an
award to attend a conference and another student is attending the 2015 BCSWomen
Lovelace Colloquium, all opportunities advertised via the network.
Dr Carolina Mateo-Segura (ISSS) recently piloted a lecture on gender equality in science
for ISSS UG students, to help develop a culture of inclusion.
Dr Euan Brown (IB3) included a session on gender equality in science in 2014’s induction
for IB3 PhD students.
Students were invited to participate in the 2014 Ada Lovelace Day celebration. One PhD
student, Elizabeth Bay, recorded a podcast about two women science communicators who
had inspired her to take up science.
UG and PG Students were invited to attend our 2014 Women in Engineering celebration.
Our Postgraduate Research Co-Ordinators Group (PGRCG), led by Professor Alan Welch,
oversees the provision and monitoring of EPS PGR training. The PGRCG, which meets monthly, is
made up of 6 PGR Co-Ordinators (all male) from each Research Institute and 2 professional
services staff (both female). All PGR students have two academic supervisors who guide their
progress, with an annual formal appraisal at the end of Year 1. These supervisors do not formally
provide pastoral support but of course, as with any supervisor – student relationship, such support
is commonly implicit. Across the University we do not have a good record of students completing
their Research Degrees on time (with the average taking more than the 4-year allocated period to
complete their PhD), and a review of the PG student life cycle is underway to understand and
address this (Action 20).

HWU has a University-wide Postgraduate Society that organises several social events each year
that students pay to attend. IB3 has a postgraduate society that provide social and pastoral support
to post-graduate students and post-doctoral staff, supported financially from the Institute to
organise their own seminar series, careers talks, networking events etc. IB3 is piloting a mandatory
mentoring scheme (all students in EPS can opt to take advantage of mentoring; none participate in
the School scheme), where each PG student has 2 academic mentors of differing seniorities to
provide pastoral and informal academic advice. We are currently surveying the IB3 students to
gauge opinion on these pilots and will share best practice across the School (Action 30).

Each Research Institute has a regular seminar series. The proportion of female seminar speakers
in these seminar series is disappointingly low (Table 5), but some promising signs over the last 3
years to address this imbalance are apparent. We will encourage seminar series organisers to
consider specifically the gender balance of their speakers in future organisation (Action 21).
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IB3 has also piloted an Institute-specific week-long PGR induction that includes Athena-SWAN and
E&D awareness-raising and training. This is well received and following this pilot we will share
good practice across the School (Action 30).

Table 5: Institute seminar series speakers
Percentage of female of seminar speakers (%), (number of seminars)
Research Institute

2012

2013

2014

IB3 (26% female)*

36%, 19

35%, 56

35%, 68

ICS (Chemistry 38%

10%, 10

5%, 19

11%, 28

0%, 12

0%, 12

17%, 24

13%, 8

30%, 23

12%, 26

0%, 1

5%, 17

13%, 24

11.7%

15%

17%

#

(HESA staff national
benchmark female%)

female)
IMPEE (Mech Eng
14% female)
IPaQS (Physics 18%
female)
ISSS (Elec Eng 14%
female)
Total average

*Benchmarks are estimated as for Table 4
The PGRCG has organised an annual ‘Christmas Lecture’ for the last 2 years and this will
continue. This provides the opportunity for all staff and PGR students in the School to gather
together and celebrate the year’s work in an informal scientific setting. We will expect the
organisers to consider the gender balance of future invited speakers (Action 21).

We will act (Action 22) to ensure that the School provides a discipline-specific mentoring,
training and pastoral support programme over 2015-17, monitoring the PGR cohort via the
biennial PRES survey. These student inductions and pastoral support schemes will map
onto a School-wide support programme. Furthermore, we will ensure that female PGR
students do not have a male-only mentoring or academic progression panel wherever
possible; however this must operate within academic constraints and avoiding overloading
female colleagues (Actions 14 and 22).

Organisation and Culture
a) Provide data for the past three years (where possible with clearly labelled graphical illustrations)
on the following with commentary on their significance and how they have affected action
planning.
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a) (i) Male and female representation on committees
Of 251 academic or research staff in EPS at the end of 2014, 46 (18%) are female. The main
Committees that operate within EPS include 25 male Academic staff, 3 female Academic staff, 11
male Professional Services staff, 5 female Professional Services staff members, 5 female
Research Associates, 3 PhD female students, 2 female and 3 male Undergraduate students.

Excluding the Athena SWAN SAT, this is 36 men, 8 women (18% female overall, 11% female
academic). These data are presented below:
Figure 6: EPS committee representation by gender (EPS SAT membership is presented in Table 1)
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There is no formal mechanism for examining gender balance on committees in EPS. We will act
to ensure that proper consideration is given to ensure that the gender balance represents
that of the School (Action 23).
a) (ii) Female:Male ratio of academic and research staff on fixed term contracts.
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Any member of staff on a fixed term contract who has four years continuous employment and has
been offered an extension is moved to an open-ended contract. Examination of the overall
percentage of women and men who have open-ended contracts appears to show that men are, on
the whole, more likely to have open-ended contracts than women, giving them more stability
(Figure 17, below). Between 2011-2014, however, the proportion of open-ended contracts held by
women in EPS increased from 10% to 18%.
Figure 17: Academic & Research Staff by Gender and Contract Type
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b) For each of the areas below, explain what the key issues are in the department, what steps have
been taken to address any imbalances, what success/impact has been achieved so far and what
additional steps may be needed.
b) (i) Representation on decision-making committees
Our staff Survey identified a gender imbalance in the proportion of staff being encouraged through
line management to sit on influential committees in the School, or on external boards or
committees and this is borne out by our data (Figure 13). 56% of all respondents (92) reported that
they have been encouraged to do this. However, 34% (33) of male respondents, and 56% (14) of
female staff who answered this question responded that they were not encouraged to ‘take
opportunities to represent my Institute/the School/HWU internally and/or externally on committees
or boards, as Chair or member’.

These findings and the data showing the proportional gender imbalance in our current School
committees, even in the face of low female staff representation, requires action (Action 23); we
will ensure that the membership and chairs of committees and heads of functions and
sections better reflect the department staff gender profile and monitor this going forwards.
b) (ii) Workload model
The University runs a Time Allocation Survey (TAS) every 6 months, completed by individual
academic staff members, to capture teaching, research and administrative workload data. This
survey is a proxy for workload and must add to 100% of time through the self-reporting of teaching:
research: admin duties.

The School has no publicised workload model and our Survey found overall dissatisfaction with
this. There was a gender imbalance in the responses regarding the transparency of workload
allocation; 36% (25) of female respondents reported that ‘Workloads are managed in a fair and
transparent manner’ compared to 56% of men (97 respondents).

The various HoDs should discuss research and teaching workloads with the HoRIs to gain a
balance between teaching, research and administration workloads and determine an average
workload per person; this is not shared across the School. New staff and staff returning from illness
or extended leave, including maternity leave, are given phased increases in teaching workload on
an individual need basis. Workload balance is discussed with staff at their annual PDR (appraisal),
with a only small proportion of male and female survey respondents disagreeing that this is the
case (6% and 8%, respectively).
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We will establish a transparent workload model that recognises the efforts of all staff
(Action 24).

School leadership roles (e.g. Heads of Teaching Discipline or Heads of Research Institutes; 3 year
tenure) are advertised internally and a formal interview process is carried out. Other roles are
proactively rotated round staff to allow development and career enhancement. The additional
workload for these roles is taken into account during the annual self-reported TAS.
b) (iii) Timing of departmental meetings and social gatherings
At present, meetings are scheduled between 9 am and 6 pm. We will act (Action 25) to ensure
that wherever possible, meetings are held between the hours of 10.00 am and 4.00 pm.
Exceptions to this may arise when colleagues in our overseas campuses must be present (by
teleconference or VoIP), to allow for time zone differences. Where such meetings must occur
outside these core hours, they will be arranged well in advance and where appropriate, staff
travel and/or funds for additional carer support will be made available (Action 25).

Consideration is given to any attendees who might work a flexible work pattern and the meeting
would be scheduled to fall on a day and time when they were due to be at work. When organising
school wide briefing or training sessions a great deal of effort goes into scheduling at least two of
each meeting to allow maximum attendance of all staff. Research seminars series run between
2.30-4pm on Wednesdays when no teaching is organised to allow a broad attendance. The
University organises Inaugural Seminars, with associated social celebrations for all new
Professorial appointments; these currently run between 5.30-6.30 pm. We will encourage the
University to re-organise the events celebrating EPS Professorial Appointments, to ensure
that they run in core hours from autumn 2015-onwards (Action 25).
b) (iv) Culture
We found that less than half of female Staff Survey respondents in EPS reported ‘feeling valued’
(48% (25)), compared to 79% (97) of men, with only 36% of women perceiving that there is a
‘Cooperative and collegiate atmosphere in the School’, compared with 67% of male staff (this is
also a disappointingly low proportion of male colleagues).
“I do not feel valued as a member of staff in EPS as a whole but I do in the research institute to
which I am assigned. In addition, in my opinion, there is not much of a co-operative and collegiate
atmosphere in the whole school but there is in my institute.” Staff survey respondent, 2014
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The University has established the “Spirit of HWU”, created in 2010 to develop and embed a
shared understanding of University core values (and associated behaviours) that help foster a
supportive and inspiring learning and research environment and identify health and well being. We
want to ensure that the School actively engages with the University’s values as a mechanism for
changing behaviours and spreading appreciation that these values are widely held beliefs by taking
steps at School level to demonstrate how they impact on the way we work. This is celebrated on a
yearly basis with an award ceremony being held, after nominations, and work continues to ensure
that this ethos is embedded in the School.

We place great importance on the quality of teaching delivery in EPS and have had a strong
representation (25% EPS staff winners overall, of which are 25% female) in the University-wide
‘Teaching Oscars’, created to celebrate success in Learning and Teaching. This award has
received recognition in national newspapers as an example of best practice in Student-Led
Teaching Awards. There have been over 4600 nominations from students over the last 5 years,
with at least one award-winner every year being from EPS. We make an effort to celebrate these
successes through news stories and social media. When winners are selected from EPS
colleagues, the Head of School provides a bonus payment from the School budget as a token of
appreciation.

Learning from Athena SWAN, we have undertaken a number of activities centering on celebrating
female role models, with the aim of enhancing women’s sense of belonging, for example;
a. We organized a successful ‘Women in Engineering’ Day in the School in May 2014, Chaired
by Prof Rory Duncan and funded by the EPS Athena SWAN budget. 3 female engineers
interviewed each other in front of an audience of around 100 people of all Grades and
genders from across the University, followed by lunch and an opportunity for participants to
be photographed with their statements describing why they are engineers. Feedback was
highly positive.
b. A drama performance of was organized on campus by Dr. Maiwenn Kersaudy-Kerhoas,
attended by 120 staff and students at all levels; the University Principal attended also. This
spoken-word performance highlights the important, but often under-celebrated, roles that
female scientists have played over the years. A moving speech at the end of this was
delivered by a visiting work placement student hosted by Dr Helen Bridle (SAT member),
organised in collaboration with Equate Scotland;
“Before coming to Heriot-Watt, I had no idea women could be engineers” - Tania, 6th form work
experience student

42

c. Dr Helen Bridle (IB3) and Julia Faerber (ISSS), were nominated for, and attended the ‘SET
for Britain’ conference at the House of Commons in 2015, celebrating the contribution of
British engineers to the world. Dr. Maiwenn Kersaudy-Kerhoas (IB3) was similarly been
selected for the 2014 exhibition.
d. We organized (with @hwengage) a successful ‘Women in Science’ networking event, with a
guest speaker (Dr Hermione Cockburn, Science Director at Our Dynamic Earth), Chaired by
Prof Rory Duncan. This activity led to an external ‘Women in science’ event hosted at Our
Dynamic Earth in March 2015 aimed at teachers and school-age students attended by 100
people.
e. Our University ‘Doing things differently’ campaign launch was in December 2014, with
presentations from Prof Gill Hogg (Deputy Principal) and members of staff from EPS (2
female, 1 male) describing their own flexible working practices or the benefits they have
experienced from coaching, for example. This was accompanied by our Pledge scheme,
encouraging staff to work together for change;
“I pledge to…be cognisant that colleagues have lives out-with the workplace: this brings benefits
and challenges which should NOT be overlooked” (male Associate Professor)

We also actively encourage, and where appropriate, nominate, our female colleagues at all levels
for prizes and honours. Our School female Professors were both nominated for Fellowship of the
Royal Society of Edinburgh and the Royal Academy of Engineering and both have had these
honours bestowed.
b) (v) Outreach Activities

EPS is proud of its outreach activities, which are organised at both School- and Institute-level. The
University has a public engagement unit (@hwengage) with 2 female outreach coordinators
supported from core funds. Across the School there is no gender imbalance reported in the
opportunities to engage in public outreach activities and this was confirmed in our staff Survey. The
University also celebrates excellence in this area with the annual ‘Principal’s Engagement Prize’,
established in 2012, of £1500 with an awards ceremony. Nominations for this award were 40%
female in 2012 and 50% female in 2013. EPS colleagues have been awarded a prize in every year
since the inception of the scheme. Again, the HoS makes bonus payments to winners from School
budgets and successes are celebrated in news stories and social media.

Efforts are being made in EPS to ensure female role models are represented fully in these
activities; for example, the ‘Ingenious’ microfluidics roadshow, funded by the Royal Academy of

43

Engineering, is run by Helen Bridle and Maiwenn Kersaudy-Kerhoas, both RAEng Research
fellows in IB3.

Judith Abolle a PhD researcher in IMPEE, was one of two recipients of a grant (from >1000
applicants) to represent her home country (Nigeria) at this year’s world science forum for young
researchers where she presented her PhD research.

The Wellcome Trust recently funded (January 2015) a 16-month national outreach programme
(‘EnLightenment’) where EPS researchers will engage with a wide audience of teachers, pupils,
public, members of the arts community and academics to illustrate the application of physical
sciences in biology (identified as an attractive application of physics for girls in a recent UCL
Report1), with an explicit emphasis on female role models.

Outreach activity is not recognised in workload models at present, nor is it discussed widely at
PDR (more than half of Survey respondents of all genders confirmed this). We will act (Action 24)
to properly recognise these activities.

Flexibility and managing career breaks
a) Provide data for the past three years (where possible with clearly labelled graphical illustrations)
on the following with commentary on their significance and how they have affected action
planning.
a) (i) Maternity return rate
Figure 18: EPS Academic Maternity Leave
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Of the 8 staff in EPS who have been on maternity leave since 2011 (as shown in Figure 18,
above), all have returned to work. We have worked hard in the last 2 years to improve the support

1

Aspires, Science and Career Aspirations: Age 10-14, ESRC-funded project. KCL, 2013
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available in the School for those wishing to take maternity or paternity leave. All maternity leavers
receive a letter offering up to 10 paid Keeping-in-touch (KIT) days that do not affect their maternity
leave entitlement. In addition, line managers are encouraged to keep informal contact where that
may be useful, and returners are offered professional coaching sessions from our Centre for
Academic Leadership and Development team. This seems to be having positive outcomes and will
be monitored going forward (Action 26).
“Support for returners seems to be getting better.” Female academic respondent, 2014

Overall, 6% of the EPS staff has taken a career break since 2011. 67% (6) of these were female, 1
respondent preferred not to declare a gender. 100% of staff taking maternity leave returned.
However, we were wary that women commonly return after maternity leave because there are
contractual financial penalties if they do not do so. Closer examination of these data confirmed that
no staff members subsequently left after completing this contractual obligation.

We have run Institute-specific pilots across the School in this area also. For example, IPaQS have
introduced a pilot scheme where colleagues who have had a substantial career break (6 months or
more) can apply for additional support funds (up to £1000) to ease their transition back to the
workplace. One returning mother has received such funds and found this helpful; this scheme will
be rolled-out across all Institutes in the School in 2016 (Action 27).
a) (ii) Paternity, adoption and parental leave uptake
In the past, paternity leave has not been formally recorded in the School. This has improved and
since 2011 we have kept a formal track of paternity leave requests. The record of School staff
choosing to take paternity leave seems to be improving (Figure 19, below) although this needs to
be analysed in the context of an increasing staff number; nevertheless, male staff taking paternity
leave are increasing in number. We will begin an initiative to monitor the career progression
of colleagues returning from maternity, paternity or other career breaks, to determine
whether such breaks have an impact on promotion and development (Action 28).
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Figure 19: EPS Academic Paternity Leave
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a) (iii) Numbers of applications and success rates for flexible working by gender and grade
There have been no formal requests made for flexible working by Academic Staff within EPS
between 2011-14.
b) For each of the areas below, explain what the key issues are in the department, what steps have
been taken to address any imbalances, what success/impact has been achieved so far and what
additional steps may be needed.
b) (i) Flexible working
Flexible working may be agreed between the employee and line manager, dependent on the
impact on the business. For example, we have a male member of staff who picks the children up
from school so he has agreed with his line manager that he has no lectures after 3pm. The
University flexible working policy is publicised through email and documented on staff intranet and
web pages. On a positive note, only 6% of all EPS staff (all male) disagree with the statement that
‘Flexibility in working arrangements is easily available in an informal capacity within the School.’
b) (ii) Cover for maternity and adoption leave and support on return
The School funds 10 paid Keeping-in-touch (KIT) days per maternity leaver that do not affect their
maternity leave entitlement. In addition, line managers are encouraged to keep informal contact
where that may be useful, and returners are offered professional coaching sessions from our
Centre for Academic Leadership and Development team. There is a newly established Universitywide Focus Group discussing maternity leave provision and 2 female colleagues from EPS are
members of this.
Word count: 5864 / 5000 using 864 of our 1000 additional word limit.

46

5. Any other comments: maximum 500 words
As set out in the Letter of Support from the Head of School, EPS recognises the effect that a maledominated workplace culture can have on progression, choices and career options available to
female colleagues. We have set in train a series of measures, both leading from the University
Bronze Award Action Plan and at School-level, that aim to address the negative cultural and
environmental influences that all colleagues, not just women, reported in our recent Staff Survey.
In particular we were struck by the fact that less than half of our female colleagues reported feeling
valued in the workplace. The University has worked very hard to identify and emphasise our
‘Values’ – we now must embed these values and ensure the effective communication of these and
our planned actions throughout the School. We have secured funds for the appointment of a
Communications Officer from Autumn 2015 and one key aim of this is to develop a
communications strategy and delivery plan to ensure that School policy decisions and news are
effectively disseminated, and that there is a route for EPS staff and students to feedback. This will
include an embedded Athena SWAN stream (Action 29). We are aware that whereas we have
started the work essential to address the negatives reported to us in our survey and through other
media, much remains to be done. Our Action Plan is informed by our quantitative and qualitative
surveying, maps onto our good Practice Checklist and is ratified by the School Senior
Management. Given the leadership commitment, including the substantial budget that has been
made available for Athena SWAN activities, we are hopeful that the time we next conduct such a
thorough self-assessment, female colleagues and all those working in the School will report a
major improvement in their experience and a strong understanding of our commitment to
increasing female representation in the school.

Word Count: 310 / 500

6. Action plan. Provide an action plan as an appendix.
The Action Plan should be a table or a spreadsheet comprising actions to address the priorities identified by
the analysis of relevant data presented in this application, success/outcome measures, the post holder
responsible for each action and a timeline for completion. The Plan should cover current initiatives and
your aspirations for the next three years.
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Action

GPC Theme

Application
Section

1

Fundamentals The selfassessment
for action
process

Section
Theme

Action (we will…)

Athena SWAN
measuring
impact

Revisit the Good Practice
Checklist, run a follow-up staff
survey and continue to collect
HR and student data, to
measure the impact of our
interventions.

2

Fundamentals A picture of
the
for action
Department

Student
pipeline

3

Fundamentals A picture of
the
for action
Department

Student
pipeline

4

Fundamentals
for action

A picture of
the
Department

Student
pipeline

Breakdown of action
(tangible
deliverables)
GPC updated

Start
date

Owner

Measure of success

Dec-14

CHAIR OF
EPS SAT

GPC shows an overall increase
in 'grade'.

Survey delivered
Survey run, minimum 60%
completion rate.

Data collected

Monitor student gender
balance at UG, PGT and PGR
against national benchmarks.
Where we see deviations from
the benchmark, or differences
over time, we will monitor to
ensure that changes we may
have made internally are not a
hurdle to female student
recruitment.
Investigate the Chemical
Engineering data to ensure
that no specific reason for this
decrease is present and if
there is change within our
control we will take action, as
well as sharing best practice
across Disciplines.

Annual paper to SMG
from School Teaching
and Learning
Committee.
Interventions
developed as required.

Mar-15

CHAIR OF
EPS SAT

Gillian Thomson,
Deputy Director of
Learning and
Teaching, tasked with
investigating and
reporting to the T&L
committee

May-15

DLT

Investigate whether there are
identifiable reasons for the
apparent negative bias in
female candidates accepting
offers in UG Physics and act if
so, sharing examples of best
practice across the School.

Bill Macpherson, Head
of Physics Discipline
and SAT member
tasked with
investigating and
reporting to the
Physics Teaching
Group

May-15

Data collection improved: 3
years of data are available for
each item.
Maintained, or improved %
female student recruitment
measured annually against the
national average benchmarks in
each teaching discipline.

Chemical Engineering data
trend better understood.
Best practice understood and
implemented.

HoD Physics

Chem Eng maintains at least the
national average.
Methods to improve securing of
female Physics students
understood.
Improved uptake of offers from
female Physics students.
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Action

GPC Theme

Application
Section

Section
Theme

Action (we will…)

5

Fundamentals A picture of
the
for action
Department

Student
pipeline

We will share examples of best
practice in PGR recruitment
across the School

Breakdown of action
(tangible
deliverables)
Workshop, followed by
an Implementation
plan and audit.

Start
date

Owner

Measure of success

Dec-15

PGRCG

Best practice in relation to
recruitment identified, shared
and in place for PGR.

Annual assessment of
impact follow up.
6

7

8

Appointment
& selection

Appointment
& selection

Appointment
& selection

Supporting
and advancing
women’s
careers - Key
Career
Transition
Points

Key career
transition
points:
Promotion

Supporting
and advancing
women’s
careers - Key
Career
Transition
Points

Key career
transition
points:
Promotion

Supporting
and advancing
women’s
careers - Key
Career
Transition
Points

Key career
transition
points:
Promotion

Continue to run the Schoollevel promotions panel. The
panel will take responsibility for
monitoring the data on
applications for promotion and
report annually to SMG.

Continue to run an annual EPS
Promotion workshop, ensuring
diversity of speakers

Line managers will receive
annual guidance of the
promotions procedure, as well
as instruction about the
inclusion of promotion planning
in the PDR process with an
emphasis on ensuring that
women are offered equal
opportunity of promotion,
committee service, external
visibility and access to
mentoring and advice.

2015, 2016 School
promotion panels
occur.
Applications/support
rate data collected, by
gender and rank annual paper to SMG
reporting last 3 years
data.
2015, 2016 School
promotion workshops
to be scheduled and
advertised in advance.
Feedback tool
developed to collect
evidence of value.
Annual written
guidance provided to
managers.

Started
in Jan
13

HoS

Impact on % offers to female
students is improves within 2
years of implementation.
Papers/minutes show that all
staff eligible for promotion are
considered in 2015 and 2016.
Trend data is reviewed annually
by SMG, and note of discussion
minuted. Any requirement for
action is taken in a timely
fashion.

Started
in Nov
14

HoS

Sessions are delivered by
diverse panel.
Feedback from staff is positive.

Aug-15

Director of
Administration

Improved response on related
questions in biennial staff
survey.
Written guidance sent to all
managers.
Improved experience mirrored
by improved response on
related questions in biennial
staff survey.
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Action

GPC Theme

Application
Section

Section
Theme

Action (we will…)

9

Appointment
& selection

Supporting
and advancing
women’s
careers - Key
Career
Transition
Points

Key career
transition
points:
Promotion

Make clear the standard startup support available for new
recruits to avoid bias against
new colleagues who feel less
able to negotiate.

10

Appointment
& selection

Supporting
and advancing
women’s
careers - Key
Career
Transition
Points

Key career
transition
points:
Recruitment

Ensure a large pool of diverse
and appropriately trained
interviewers i.e that meet the
University’s minimum
requirement

Breakdown of action
(tangible
deliverables)
Standard start-up
packages to be
publicised on internal
webpages and
communicated to
candidates at
appointment
Audit who is currently
trained

Start
date

Owner

Measure of success

Aug-15

HoS

Improved response on related
questions in bi-annual staff
survey.

May-15

CHAIR OF
EPS SAT

Number and diversity of
baseline 'trained panelist pool'
understood.

Invite untrained eligible
staff to undertake the
training

Increase in overall number and
women in pool observed.

Annual call to staff to
invite staff to
undertake the training,
flagging the desire for
diverse panels, and
the requirement for
mixed gender panels.

11

Appointment
& selection

Supporting
and advancing
women’s
careers - Key
Career
Transition
Points

Key career
transition
points:
Recruitment

Ensure academic appointment
panel chairs have undertaken
Unconscious Bias training

List of people able to
act as interviewers to
be made available as
a pool resource.
Book and deliver SMG
Unconscious Bias
training session to
SMG
Identify on-going
training for future
panelists.
Promote on-going
training resource to
potential panel chairs.

Likelihood of mixed-gender
interview panel increases to
100% in the next 3 years.

Jan-16

HoS

Core group of academic panel
chairs trained.
On-going resource identified and
made available.
Improved diversity observed in
School recruitment data within 2
years of training.
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Action

GPC Theme

Application
Section

Section
Theme

Action (we will…)

12

Appointment
& selection

Supporting
and advancing
women’s
careers - Key
Career
Transition
Points

Key career
transition
points:
Recruitment

Improve the sense of
belonging of female staff and
potential staff and students by
increasing their representation
in our communication
materials.

13

Key career
transition
points

14

Key career
transition
points

Supporting
and advancing
women’s
careers - Key
Career
Transition
Points
Supporting
and advancing
women’s
careers - Key
Career
Transition
Points

Key career
transition
points:
Support in our
key areas of
attrition

Formally assign a mentor to
new Research Associate and
Research Fellow recruits

Key career
transition
points:
Support in our
key areas of
attrition

Encourage a culture of
mentoring; supporting all staff
to act as mentors and to be
able to access mentorship.
Mentoring activity will be
formally recognised in a new
workload model.

Breakdown of action
(tangible
deliverables)
baseline audit informed by the EPS
AS survey data.
improved positive
representation of
women in EPS
marketing materials
via imagery and
narrative, from student
to leadership roles.
include this
requirement in the
induction checklist.

Start
date

Owner

Measure of success

Jan-15

EPS SAT
Communicatio
ns Group.

Audit demonstrates action in
place.

Jan-15

HoRI

Mentoring activity will
be formally recognised
in a new workload
model

Jan-15

EPS SAT
Mentoring
Sub-Group

Increased number of
applications from women within
2 years.
Improved response on related
questions in biennial staff
survey.
Improved response on related
questions in bi-annual staff
survey.

Improved response on related
questions in bi-annual staff
survey.

promote case studies
of positive mentoring
relationships/outcomes
link to HWU mentoring
guidance (to be
published in Autumn
2015)
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Action

GPC Theme

Application
Section

Section
Theme

Action (we will…)

15

Key career
transition
points

Supporting
and advancing
women’s
careers - Key
Career
Transition
Points

Key career
transition
points:
Support in our
key areas of
attrition

Maintain our funding support
for the Aurora programme and
act to encourage uptake of the
programme by EPS staff via
enhanced advertising.

16

Key career
transition
points

Supporting
and advancing
women’s
careers - Key
Career
Transition
Points

Key career
transition
points:
Support in our
key areas of
attrition

Encourage uptake of coaching
by recommending it to staff
during the PDR process and
by advertising widely.

17

Organisation
and Culture

Career
Development

Induction &
training

Establish a comprehensive
EPS Induction Programme, for
all new staff, to introduce new
recruits to the policies,
practices and structures in the
School.

18

Organisation
and Culture

Career
Development

Induction &
training

Formally incorporate the HWU
Equality and Diversity training
module into the new EPS
induction programme.

Breakdown of action
(tangible
deliverables)
Funding line for Aurora
to be included in
2015/16 and 2016/17
School budget
Aurora programme to
be advertised via
Athena SWAN
newsletter and other
EPS channels in time
to be considered
during PDR.
Encourage, fund and
book colleagues into
coaching sessions
where requested and
continue with
automatic offers of this
to returners.
Develop quarterly
induction session for
new starters
Clarify process for
invitation,
maintenance, update
of materials and
monitoring of
participation.
Ensure it's in place
and monitor
completion rates and
uptake.

Start
date

Owner

Measure of success

2014

HoS

Continued uptake of the offer
increases overall number of
people who have had the
opportunity to benefit from this
opportunity.
Improved response on related
questions in bi-annual staff
survey.

2014

HoS

Number of people accessing
coaching is observed to
increase. Evaluation will report a
positive experience.

Jan-15

EPS SAT
Induction
Group

Induction embedded in EPS
culture measured by
attendance.
Feedback from participants is
positive.

Aug-15

EPS SAT
Induction
Group

Improved response on related
questions in bi-annual staff
survey.
Management reports show new
recruits complete E&D training
within 6 months of starting.
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Action

GPC Theme

Application
Section

Section
Theme

Action (we will…)

19

Organisation
and Culture

Career
Development

Induction &
training

20

Organisation
and Culture

Career
Development

Support for
Female
Students

Carry out a ‘catch-up’ exercise,
to ensure all staff members in
EPS have undertaken the
HWU Equality and Diversity
training module.
Review of student PGR
lifecycle

21

Organisation
and Culture

Career
Development

Ensure female
role models

Ensure diversity in the
participants of our seminar
series, colloquia, visiting
lecturer opportunities etc.

22

Organisation
and Culture

Career
Development

Support for
Female
Students

The School provides a
discipline-specific mentoring,
training and pastoral support
programme over 2015-17

23

Organisation
and Culture

Career
Development

Representativ
e management

Ensure that the membership
and chairs of committees and
heads of functions and
sections better reflect the
department staff gender profile

Breakdown of action
(tangible
deliverables)
Identify EPS owner,
establish a robust
communications
approach and monitor
completion.
Review the entire
lifecycle of PGR
students from preadmission to
completion.
Annual audit of
seminar series
speaker gender to
SMG

Start
date

Owner

Measure of success

Aug-17

EPS SAT
Induction
Group

Management reports show all
current staff have completed
E&D training by August 2016.

Mar-15

PGRCG

Identify actions to enhance
student experience and improve
retention and completion rates.

Dec-15

HoRI

Female speaker numbers at all
of our Institute seminar series
will at least meet national
benchmark proportions for
gender in each discipline within
2 years.

Student inductions and
pastoral support
schemes will map onto
a School-wide support
programme
Paper to SMG on
potential interventions.
plan for each
committee presented
to SMG.
revisited annually.

Jan-16

PGRCG

Dec-15

CHAIR OF
EPS SAT

Membership will better reflect
the School demographic/pool of
potential candidates.
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Action

GPC Theme

Application
Section

Section
Theme

Action (we will…)

24

Organisation
and Culture

Career
Development

Transparent
workload
allocation

Develop an appropriate
workload model that accurately
captures teaching, research,
admin and other (eg outreach)
workload, even if this reveals
heavy workloads.

25

Organisation
and Culture

Timing of
departmental
meetings and
social
gatherings

Culture

Ensure that wherever possible,
meetings are held between the
hours of 10.00 am and 4.00
pm.

26

Sustainable
careers

Career Breaks

Supportive
approaches to
career breaks

27

Sustainable
careers

Career Breaks

Supportive
approaches to
career breaks

Improve our ability to support
staff with the practicalities
before, during and after a
career break or unplanned
career interruption by
implementing a Career Break
checklist.
Establish a returners' fund

28

Sustainable
careers

Supporting
and advancing
women’s
careers Sustainable
careers

Supportive
approaches to
career breaks

Monitoring of returner or
flexible worker or carer career
progression

Breakdown of action
(tangible
deliverables)
Workload model
working group
established
Alternative approaches
considered
Development and pilot
of model
Full launch
Communicate the aim
to meeting organisers
and Institutes. Give
consideration to
flexible and part-time
workers also in daily
routines. Ensure
School Inaugural
Lectures also fall into
core hours.
Implement a Career
Break Checklist for
managers.

Start
date

Owner

Measure of success

Dec-15

EPS SAT
Workload
Model Group

Colleagues will report an
understanding of workload
requirements across the School
and appropriate transparency.

May-15

HoS

Attendance at essential
meetings and social gatherings
will be recorded and the gender
balance of the School will be
represented.

Dec-15

EPS SAT
Return to
Work Group

Improved response on related
questions in bi-annual staff
survey.

Institutes and the
School will make
available flexible funds
that returners can
apply for and recording
of uptake.
Specific tracking and
monitoring of these
colleagues' career
progression

Aug-15

HoS

Uptake of the opportunity

Dec-15

HoS

Progression of returners is
comparable to that of those
where no career break was
apparent.
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Action

GPC Theme

Application
Section

Section
Theme

Action (we will…)

29

Fundamental
s for action

All

All

Appoint a School
Communications Officer

30

All

All

All

Establish a forum for the
sharing of best practice:
continue the work of the EPS
SAT

Breakdown of action
(tangible
deliverables)
Develop a robust
communications
strategy in the School
with an Athena SWAN
specific theme as a
component
We will establish
mechanisms and
forums for the sharing
of best practice across
all areas in EPS

Start
date

Owner

Measure of success

Sep-15

HoS

Staff will report a better overall
understanding of School
policies, practices, news stories,
reported in our bi-annual staff
survey.

Jul-15

HoS

Examples of good practice and
policies, pilots, survey
information and colleague
opinions will be shared and
acted upon. Staff will report
increased feelings of value and
collegiality across the School in
our bi-annual survey.
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