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ATHENA SWAN INTERIM DEPARTMENT AWARDS  

Recognise the work underway in departments to ensure that changes to the structure 

of the original award-holding department(s) do not adversely impact on gender equality 

in the department or any gender equality initiatives or Athena SWAN activities in place. 

Interim awards recognise that the department has taken action to ensure gender 

equality is embedded in the new structure, and to ensure the continuation of its actions 

to address the key issues identified by the self-assessment process.  
 
VALIDITY OF AWARDS AND ELIGIBILITY OF APPLICANTS  

Interim awards will be valid for three years from the date of the application. 

In order to apply for an interim award, the majority of any previous constituent units 

must hold Athena SWAN awards. Applicants may only apply for a Silver interim award if 

the majority of the previous constituent units held Silver awards. 
 
COMPLETING THE FORM 

DO NOT ATTEMPT TO COMPLETE THIS APPLICATION FORM WITHOUT READING THE 

PROVIDED GUIDANCE 

This form should be used for applications for Bronze or Silver Athena SWAN interim 

awards. 

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

you are applying for. 
 

Additional areas for Silver applications are highlighted 

throughout the form: 4.2, 4.4 

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

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

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

 
WORD COUNT 

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

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

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

state how many words you have used in that section. 

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

Word limit 6,500 7,500 

Recommended word count   

1.Letter of endorsement 500 500 

2.Description of the changes arising from restructure 1,000 1,000 

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

4. Supporting and advancing careers  3,500 4,500 

5. Further information  500 500 
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Date of application 30 April 2018  
Name of institution University of Manchester  
Name of department 
applying for award 

School of Earth and Environmental 
Sciences (SEES), Faculty of Science 
and Engineering 

 

Interim Award Level Bronze  
Focus of department STEMM  
Previously constituted 
unit(s) holding awards 

School of Earth, Atmospheric and 
Environmental Sciences (SEAES), 
Faculty of Engineering and Physical 
Sciences 
 
Faculty of Life Sciences (FLS) 

 

Details of previous award(s) Date: 
SEAES, April  2015 
 
FLS, April 2015 

Level: 
Bronze 
 
Silver 
Renewal 

Previously constituted 
unit(s) not holding awards 

  

Contact for application 
Must be based in the 
department 

Darien Rozentals  

Email Darien.Rozentals@manchester.ac.uk  
Telephone 0161 275 0390  
Departmental website http://www.sees.manchester.ac.uk/   

 

1. LETTER OF ENDORSEMENT FROM THE HEAD OF DEPARTMENT 

Recommended word count:  500 words  

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

Note: Please insert the endorsement letter immediately after this cover page. 

 

[word count: 610] 
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17th May  2017 

RE: Athena SWAN Application for Bronze Interim Award  

Dear Athena SWAN Team,  

On behalf of the School Leadership Team and all staff in the School of Earth and 
Environmental Sciences, I wholeheartedly support this application for an Athena 
SWAN Bronze Interim Award. 

On August 1st 2016, a new school came into existence – our current School of 
Earth and Environmental Sciences (SEES) – which was a combination of the 
previous School of Earth, Atmospheric and Environmental Sciences (SEAES; 
which held a Bronze award) and a number of staff and students from the 
previous Faculty of Life Sciences (FLS) (which itself held a silver award).  This 
new school was approved by the Board of Governors.  In essence the new 
school (SEES) comprises approximately ¾ academic staff from SEAES and ¼ 
academic staff from FLS.  There is a slightly larger proportion of PGR students 
from FLS and a slightly larger number of PSS and technical from SEAES.  The 
new school, as result of these changes, is spread across 5 buildings and this 
brings with it many challenges.  These include communication, the ability for staff 
to interact and know each other better and for staff awareness in general.  We 
are addressing these challenges through a communication strategy, a school 
newsletter, planning shared breakout space and wider involvement of staff from 
different buildings into core events and committees. 

  I show my commitment to the Athena Swan principles by chairing the 
School Athena Swan Committee, by being a member of the School Equality, 
Diversity and Equality Committee, and through engaging in workshops about 
Athena Swan (recently I participated in an Athena Swan workshop for the 
geosciences at the Geological Society of London, and agreed to participate in 
the next one).   

The University of Manchester provides effective training, development 
and support for all staff and as a School we actively promote these opportunities 
and take the time to regularly discuss career aspirations with our staff. Our 
excellent research outcomes (22% of our publications are in the 10% of the most 
cited papers in their field) and teaching quality are underpinned by our 
commitment to supporting our staff, and enabling them to work across 
boundaries. Our Athena SWAN activities are very important in keeping us at the 
leading edge of research and education in attracting and retaining female 
students and staff.  

We have a buoyant female cohort of UCAS applicants, undergraduates 
and postgraduates, which are commensurate with the national average for the 
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discipline. Given that our cohorts include students focusing on Engineering 
disciplines as well as Geology and Environmental Sciences, this is something of 
which we are proud. 

We have female academics at every career stage – including Professor 
in the School. A third of our academic staff at lecturer, senior lecturer and reader 
level are female, though this reduces to 7% for the Professoriate; an issue we 
are trying to address. Since the formation of SEES a third of our academic 
appointments have been female and we look forward to them making a 
significant contribution to the future leadership of the School. My School 
Leadership Team comprises of 14% female staff and our Athena SWAN Action 
Plan will work to develop clear procedures for leadership roles to address this. 
Strong female role models are helping to inspire young female applicants, 
students and research staff to achieve success through their own achievements 
and through their exciting and stimulating outreach activities. We provide strong 
support for flexible and family friendly working practices and help those who 
return from maternity leave by ensuring they have protected research time and 
have accommodated all applications for flexible working received in the last 3 
years. As we implement our Action Plan we believe we will be well placed to 
soon aim for an Athena SWAN Silver Award.  

 

 
 
Professor Kevin Taylor 
Head of School, School of Earth and Environmental Sciences 
The University of Manchester 
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2. DESCRIPTION OF THE CHANGES ARISING FROM RESTRUCTURE 

Recommended word count:  1000 words 

 

Please provide a detailed description of the changes arising from the restructure – for example, 

redistribution of staff, change of location, changes to course delivery – including any relevant 

contextual information. An overview should be provided on high-level staffing changes including the 

total number of staff affected. Please provide a description of the department pre- and post-

restructure, and an indication of how the restructure has impacted each of the previous 

departments/units.  

 
The School of Earth and Environmental Sciences (SEES) was formed on 1st August 2016, 
and was the combination of the previous School of Earth, Atmospheric and 
Environmental Sciences (SEAES; which held a Bronze award) and staff and students from 
the previous Faculty of Life Sciences (FLS; which held a Silver award).  This new school 
was approved by the Board of Governors. The School is one of nine Schools within the 
Faculty of Science and Engineering (FSE) (previously Engineering and Physical Sciences). 
The School is a world-leading centre for research with the expectation that all academic 
staff engage in both research and teaching.  
 
The bringing together of SEAES and parts of FLS sees staff working across 
interdisciplinary areas, and collaboration across Schools, Faculties and other HEIs is a 
crucial to our achievements in research. It has also facilitated a major review of 
teaching in areas of Earth and Environmental Sciences, which has resulted in a new 
degree structure and curriculum, incorporating geology, biology and environmental 
sciences in a simplified set of degrees.  
 
 
Staff 
 
SEES is comprised of 189 staff: 76 academic staff (26% female), 67 researchers (31% 
female), 21 PSS (67% female) and 31 technical staff (42% female). The school comprises 
approximately three quarters of academic staff who were in SEAES and one quarter of 
academic staff who were in FLS.  A slightly larger proportion of PGR students came from 
FLS and a slightly larger number of PSS and technical came from SEAES. 
  



 

 

 

 

  
Figure 1. Current SEES Profile          Figure 2. Pre-restructure SEAES Profile 
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The current SEES profile reflects the mix of FLS / SEAES and shows an improvement over 
previous SEAES in terms of gender ratio.  
 
The restructure sees the new School working across five buildings (SEAES was across 
two sites). The key challenge is to integrate staff across multiple sites and ensure that 
for those buildings where there are fewer SEES staff that they do not feel isolated from 
the rest of the School. A longer term plan for co-location is being developed but this is 
part of a larger University estates plan. 
 
In May 2018 the School created a Place to Have a Break in the Williamson Building, a 
shared breakout space for academic and PSS Staff. This was in response to the 2017 
Staff Survey for which 71% of PSS Staff in the School responded that they did not have a 
place they can go for a break at work. In March 2018 the School also invested in the 
Simon Building kitchen area to make this a more suitable area for staff and students to 
have a break and engage with one another. 
 
To create a sense of community across our multi-site School we are developing a 
communication strategy. 
 
Action 2.1: Develop a Communication Strategy. 
 
Management 
 
The School is run through its School Leadership Team (SLT) that is chaired by the Head 
of School. The SLT works to provide a supportive environment for academics to engage 
both in excellent research and teaching. To ensure a supportive working environment is 
available to all members of staff, regardless of their background, the School works to 
ensure all processes are fair, transparent, and clearly communicated to staff. This team 
is comprised of 19 members of staff, 14 of which are academic staff (14% female, 21% 
former FLS).  
 
SEAES and FLS had different management and governance structures.  Largely, the new 
School has applied the structures and governance that was operational in SEAES. The 
line management of academic staff is through six research groups, each headed up by a 
senior academic. In the formation of SEES a mission statement was written by SEAES 
and FLS staff members to define the objectives of the School. The management 
structure mirrored SEAES as FLS was a one School Faculty and does not align with the 
structure of FSE. In both SEAES and SEES the academic line managers of these research 
groups have been male. 
 
SEAES had five research groups. The staff from FLS staff had research synergies amongst 
themselves and they formed a sixth research group (Ecology and Evolution). In the new 
School we are assessing how these research group structures can be developed to allow 
greater synergy, staff engagement and staff interaction across these structures.   
 
Action 2.2: Develop a workload model that enables comparison of teaching, research 
and administrative roles by gender or any other special characteristics. 
 
Action 2.3: Develop clear procedures and criteria for leadership roles such as research 
group leads. 
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Teaching 
 
The School endeavors to provide high quality teaching and to equip graduates with the 
knowledge and skills for their future careers and personal development.  
 
The restructure did not affect the School’s undergraduate student numbers, as it did 
not change the degrees delivered. We are currently revising our portfolio of UG 
programmes and in 2019/20 we will be able to analyse whether the new portfolio has 
positively affected gender balance in the more physical science pathways. In 2015/16 
there were 1049 applicants (34% female) and in 2016/17 there were 704 applicants 
(40% female). The conversion of applicants into registered students in 2015/16 saw 170 
students (34% female) and in 2016/17 there were 145 students (28% female). 
 
Previously, FLS degrees (biology, zoology, plant science etc.) had a relatively even 
gender balance, while SEAES degrees (geology, environmental sciences), which 
traditionally recruit students with a physical sciences background, have had a 
disproportionately male intake. In the new degree structure, students will be recruited 
into a common first year, with the possibility to specialise in more biological or physical 
science pathways in later years.  It is hoped that this will result in an overall more 
balanced gender intake but will ensure that students are exposed to topics which they 
might not otherwise have considered. The impact of this structure on student choices 
depending on gender will be monitored to determine the extent to which this is 
successful in changing the gender balance in particular pathways, relative to the former 
specialised degrees. 
 
UG teaching in the School is now split between teaching on courses administered by 
SEES (geology and environmental science degrees) and Biological degrees that are 
managed by the Faculty of Biology, Medicine and Health (FBMH). This is a significant 
difference in that previously biology teaching was not delivered by any school in the FSE 
(excepting one course in the School of Materials).  
 
Equality, Diversity and Inclusion 
 
In the formation of the new School we have set up an Equality, Diversity and Inclusion 
(EDI) Committee. FLS was the first School in the University to hold an Athena SWAN 
Award, and whose first application was for a Silver Award that was also successfully 
renewed. FLS demonstrated their commitment and engagement with the Charter and 
has a wealth of experience from which SEES can learn from. For this reason, Catherine 
Walton (from FLS) was asked to lead the Committee and to signal to the ex-FLS 
colleagues that the commitment to equality and diversity that they were used to is very 
much supported in the new School. The EDI Committee reports to the Director of Social 
Responsibility (Giles Johnson, former FLS). The agenda and progress of the Committee 
is then reported to the School Leadership Team through the Director of Social 
Responsibility.  The Chair of the EDI Committee is also a member of the Faculty EDI 
committee (chaired by the Vice Dean for Social Responsibility) and a member of the 
School’s Athena SWAN Self-Assessment Team. The school is developing a longer term 
EDI strategy and vision for the School through this body. 
 
Action 2.4: Embed Equality Diversity and Inclusion Committee into School Processes, 
particularly Athena Swan. 
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Actions 

2.1 Develop a Communication Strategy. 

2.2 Develop a workload model that enables comparison of teaching, research 
and administrative roles by gender or any other special characteristics. 

2.3 Develop clear procedures and criteria for leadership roles such as research 
group leads. 

2.4 Embed Equality Diversity and Inclusion Committee into School Processes, 
particularly Athena Swan. 

 
[word count: 1182]  
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3. THE SELF-ASSESSMENT PROCESS 

Recommended word count: 1000 words 

 

Describe the self-assessment process. This should include: 

 

(i) details of how the self-assessment team has changed over the restructuring 

 
SEES Self-Assessment Team has a membership of 15 staff (53% female, 26% former 
FLS). Previously the SEAES SAT had 13 members (61% female). The SEES SAT brings 
together PSS and academic colleagues at both early-career and senior levels, including 
PDRA representation, with a gender balance 7 male to 8 female. We do not at present 
have formal representation from the UG or PGT student populations. Our team 
members have varying roles and experience, including caring responsibilities, flexible 
working and part-time working, as outlined in Table 3 below.  
 
Action 3.1: The Self-Assessment Team constituency to be reviewed annually through 
The Equality and Diversity Committee will advise the HOS on the composition of the 
SAT in regard to membership and gender equality. 
 
The SAT has changed as there is a new Head of School (Kevin Taylor), Head of School 
Administration (Darien Rozentals) and Director of Social Responsibility (Giles Johnson). 
The Head of School has taken on the role of Chair, however the Former Chair for SEAES 
(the previous DoSR), who led on the November 2014 Bronze Application still forms part 
of the team. In 2017 the SAT was reconfigured to include key representatives from 
across the School: The Director of Research, Director of Teaching and Learning, Director 
of PGR, Director of Social Responsibility and the Equality and Diversity lead. The 
Technical Services Manager has also joined the team to represent technical staff. The 
Head of School Administration represents PSS staff. The Social Responsibility and 
Equality and Diversity representatives, as well as a staff representative (Franciska de 
Vries) and a postdoctoral research representative (Angela Straathof) joined the newly 
structure SEES from FLS – the first Silver Award holding Faculty at the University, who 
will be able to share best practice across SEES.  
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Name     
 Role on Team Role within School Work place experience including 

"work life balance" 

Kevin Taylor Chair of Self-

Assessment Team 

Head of School Kevin is a geologist who was a 

postdoctoral researcher at 

UoM in the 1990s before 

returning in 2011 as a 

Professor. He is married with 

no children. 

Colin Hughes Former Chair of Self-

Assessment Team 

Professor of Applied 

Geoscience 

Full-time. Married with two 

grown children. Balance work 

with tai chi, cycling and 

swimming. Volunteer 4hrs 

weekly in local community. 

Darien Rozentals PSS Representative 

and Vice Chair of Self-

Assessment Team  

Head of School 

Administration  

Works full time, has formal 

flexible working hours enabling 

School drop-off / collection as 

her daughter has just started 

Reception. 

Phillip Ashcroft HR Representative HR Partner for School Works full time across multiple 

sites at the University.  Has 

step-son at School and is main 

career for elderly parent. 

Formally applied for one day 

per week working from home, 

which was turned down, but 

one day per fortnight granted. 

Catherine Davies Technical Services 

Representative 

Technical Services 

Manager 

Catherine works full time and is 

a single parent of a daughter 

who is currently studying at 

University. She has some caring 

responsibilities for her parents. 

She is also studying for a 

National Diploma in 

Occupational Safety and 

Health. 

Franciska De Vries 

(former FLS) 

Early Career 

Researcher 

Representative 

BBSRC David Phillips 

Fellow  

Franciska has recently returned 

from maternity leave and has 

formalised flexible working in 

place for child care. 

Rhodri Jerrett Data Analyst Lecturer in Geology Rhodri is a Lecturer in Geology 

who joined the SAT to provide 

data analysis. 

Merren Jones UG and PGT Teaching 

Representative 

Director of Teaching 

and Learning 

The School supported Merren 

through informal flexible 

working when she needed to 

make frequent trips to Australia 
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to visit ailing relations. 

Giles Johnson (former 

FLS) 

Social Responsibility 

Representative 

Director of Social 

Responsibility 

Senior Lecturer 

Father of 3, adopted informal 

flexible working ensuring active 

involvement throughout their 

childhood.  More recently, 

flexibility required for elderly 

parent/in-law. 

Ian Lyon PGR Recruitment and 

Training 

Representative 

Director of PGR 

Professor of 

Cosmochemistry 

Ian works flexibly and when his 

children were in pre-school he 

could have a day/week with 

them (and work in the 

laboratory for the evening). 

Gordon McFiggans Research Director of Research 

Professor of 

Atmospheric 

Multiphase Processes 

Works full-time, currently 

negotiated flexible location 

owing to mobility problem. 

Previous period of informally-

negotiated flexibility, caring for 

terminally-ill relative and 

subsequent continued partial 

caring responsibility for their 

dependent. 

Kath Morris Research Dalton Nuclear 

Institute lead and 

previous Director or 

Research 

BNFL Research Chair in 

Geological Disposal. 

Kath has a daughter at primary 

school and was appointed in 

2011 part time (0.8 FTE). In 

2014 she moved to a full time 

position and has formalised 

flexible working arrangements. 

Sarah Mohammad-

Qureshi  

University Charter 
Marks Co-
ordinator/Equality, 
Diversity and Inclusion 
Advisor (was on FLS 
SAT for their 2015 
submission) 

External to School, 

University-funded 

support 

Ex-Researcher/Researcher 

Development Officer in the 

University. Mother of 2, caring 

responsibility for elderly 

parent. Informal, flexible 

working enabling full-time 

contract. 

Angela Straathof  

(former FLS) 

PDRA Representative  PDRA Former FLS staff, non-EEA post-

doctoral researcher. Works full-

time on a five-year contract. 

Informally works flexibly and 

remotely. 

Catherine Walton 

(former FLS) 

Equality and Diversity 
Representative 
Senior Lecturer 

Equality and Diversity 

Lead 

Works full time and uses 

flexible working to enable 

school drop off and pick up. 

Table 1. Self-Assessment Team 
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(ii) details of any equality impact assessment undertaken 

An Equality Impact Assessment was conducted during the formation of FBMH and FSE 
in 2016. The group of staff moving from FLS into SEAES to form SEES was self-selected 
and a voluntary decision. A working group was set up between FLS and SEAES staff to 
focus and develop the formation of SEES and an additional impact assessment was not 
undertaken. 
 

(iii) details of how the principles of the Athena SWAN Charter have been considered and embedded 

during the restructuring process 

 

When the decision was made to restructure the FLS, staff were consulted and invited to 
express a preference as to their location within the new structure.  No staff were placed 
in the new School against their wishes.  Following the launch of SEES, efforts have been 
made to ensure that the new, larger, School is structured in a way that ensures equality 
of opportunity, regardless of origin school or career path.   
 
See Action 2.2: Develop a workload model that enables comparison of teaching, 
research and administrative roles by gender or any other special characteristics and  
 
Action 2.3: Develop clear procedures and criteria for leadership roles such as research 
group leads. 
 
The principles of Athena SWAN were adhered to during the restructuring process. 
Flexible working arrangements for those with caring responsibilities were honoured for 
all PSS and academic staff, and the core hours worked by staff were maintained in the 
new structure. Staff did not have input into their working location as these did not 
change as part of the creation of SEES. We have embedded the Athena Swan Principals 
within our management structure through the formation of the Equality, Diversity and 
Inclusion Committee in SEES. 
 
The Athena SWAN principles have also been embedded within the new School through 
training for all academic and PSS staff at the January 2018 Away Day for Dignity at Work 
and Anti Bullying. Two Away Days have been held since the formation of SEES. 
 
An Athena SWAN Survey was held with all SEES staff in December 2016, five months 
after the formation of the new School. A second Athena SWAN Survey will be 
conduction in December 2018 and an Action Plan will be developed following an 
analysis of the results of the two surveys. 
 
Action 3.2: To analyse and compare the Athena SWAN 2016 and 2018 surveys and 
revise the Athena SWAN Action Plan in light of the results. 
 

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

 
The SAT will be maintained, with 3 meetings per year.  The SAT will monitor progress of 
the action plan and revise this if appropriate.  Membership of the SAT will be reviewed 
annually, but will include ex officio the head of school, as chair, the head of school 
administration and the directors of research, teaching and of social responsibility.  
Inclusion of these senior managers will help ensure that SAT recommendations are 
enacted in a timely fashion.   
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Through annual review, we will ensure that the SAT includes representation from all 
levels of the school, including PGR students and representatives of the research, 
technical and administrative staff.  Membership will be advertised annually to all 
members of the school, with underrepresented groups identified.  Where applications 
from particular groups are not submitted, individuals will be approached and 
encouraged to apply.  In the same way, we will ensure that gender balance is, as far as 
possible, maintained. 
 
In addition to the SAT, the School has established an EDI Committee. The Chair of this 
sits on the Faculty EDI Committee. This committee reports to the School DoSR, who is a 
member of the SLT. The EDI committee meets every 2 months and will make 
recommendations to the SAT.  Membership of the committee is open to all members of 
the school and new members are invited to join annually, to coincide with the academic 
year.  Where representation of particular groups is missing, individuals will be 
approached and encourage to join.  The EDI, with more regular meetings, allows for 
more in depth discussion and development of strategy for consideration by the SAT, at 
a more senior level.  Minutes of the SAT and the EDI committee are recorded and will 
be available to all staff via the intranet.  In addition, the DoSR is a member of both and 
reports monthly to school leadership team and 3 times a year to the school board.  
 
We do not have formal representatives from the undergraduate or postgraduate-taught 
student populations on the SAT.  To provide a formal mechanism for these students to 
input into the Athena Swan process, in April 2018 we instituted a standing agenda item 
for future Student Staff Liaison Committee meetings relating to equality and diversity.  
Either the DoSR or the Chair of the Equality Diversity and Inclusion Committees will 
attend these meetings to ensure effective communication of student opinions and 
concerns to the SAT and EDI Committee. 
 
 

 
Figure 3.  Reporting pathways in equality, diversity and inclusion 

 
Action 3.3: Ensure communication between SAT and EDI Committee (the EDI to meet 
every two months with SAT representation, and members of the EDI on SAT). 
 
Action 3.4: Ensure communication between EDI Committee and School Board (EDI to 
report to Board three times a year through the DoSR). 
 
Action 3.5: Ensure communication between EDI Committee and School Leadership 
Team (DoSR to report on behalf of EDI Committee to SLT six times a year). 

(v) plans for future Athena SWAN award applications 

 

Following this review, the School will work towards making an application for a Silver 
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award. To this end, the School has put in place structures to ensure that actions 
identified at this stage are enacted, that the impact of these actions is monitored and 
that proposals for modified or novel actions are identified via a rolling review process.  
The EDI committee is responsible for reviewing actions and making recommendations 
to the SAT and to the SLT. 
  
The School plans for Silver Award holding staff to share best practice and for the School 
to consistently review Athena SWAN activity through the EDI Committee, and to work 
towards a Silver application.  The School will identify external groups and societies to 
share best practice with and shape actions. This includes maintaining the relationship 
that the HoS and HoSA established with the Geological Society’s in attending their 
Athena SWAN Best Practice working group in September 2017, and learning from the 
activities of the British Ecological Society (BES), whose Equality and Diversity Working 
Group is chaired by Professor Richard Bardgett (their current President). The BES has 
made major progress in recent years in establishing itself as a leader in promoting an 
inclusive ecological community and is committed at the highest level to increase 
diversity of those doing ecology.  
  
At a University level, the School is represented on the FSE EDI committee and can work 
with Faculty Silver Schools to plan Silver Goals. The HoSA is part of the University 
Athena SWAN Network and can share and learn best practice from Silver Schools. The 
implementation and monitoring of the Bronze action plan by the EDI Committee and 
Self-Assessment team will ensure that the School will be well placed to apply for Silver 
in three years’ time. The EDI Committee is working towards implementing improved 
mechanisms for equality across the School and means of collating data and evidence in 
support of this. 
 
Action 3.7: Monitoring of the Bronze action plan. 
 

Actions 

3.1 The Self-Assessment Team constituency to be reviewed annually through 
The Equality and Diversity Committee will advise the HOS on the 
composition of the SAT in regard to membership and gender equality. 

3.2 To analyse and compare the Athena SWAN 2016 and 2018 surveys and 
revise the Athena SWAN Action Plan in light of the results. 

3.3 Ensure communication between SAT and EDI Committee (the EDI to meet 
every two months with SAT representation, and members of the EDI on 
SAT). 

3.4 Ensure communication between EDI Committee and School Board (EDI to 
report to Board three times a year through the DoSR). 

3.5 Ensure communication between EDI Committee and School Leadership 
Team (DoSR to report on behalf of EDI Committee to SLT six times a year). 

3.6 Monitoring of the Bronze action plan. 

 
[word count: 1276]  



 

 

4. SUPPORTING AND ADVANCING CAREERS 

Recommended word count: Bronze: 3500 words; Silver: 4500 

4.1. Key career transition points: academic staff 

Comment on how the following processes have been affected by the restructuring of the department(s). Provide details on how gender equality has been considered in the restructuring and 

how the department has ensured and will continue to ensure that changes do not adversely impact on gender equality. 

 

  
Figure 4: Research Staff Pipeline (2015/16 and 2017/18)   Figure 5: Academic Pipeline (2015/16 and 2017/18) 

 
Following the formation of SEES, the proportion of female staff in research and fellowship positions has improved, reflecting the effect of the gender 
balance of the staff that moved from FLS to SEES.  Amongst permanent academic staff, a small negative impact of the reorganisation has been seen. This 
data will be analysed over subsequent years to ascertain how the restructure has affected the academic pipeline. Since the last SEAES application, there 
have been improvements in the % of female academics (apart from Professorial staff) (2014: Lecturer, 43%; SL, 38%; Reader, 0%; and Prof, 9%). 



 

 

(i) Recruitment 

 

 
 
 

 
 
 

 
 
Figure 6: Academic and research staff recruitment data 

(Other is used where candidates have not provided their gender or identify as a gender other than male or female)

Job Type Male Female Other Total Male Female Other Total Male Female Other Total

Academic - Professorships, lectureships 2 100.0% 0 0.0% 0 0.0% 2 1 100.0% 0 0.0% 0 0.0% 1 1 100.0% 0 0.0% 0 0.0% 1

Lectureships 48 81.4% 9 15.3% 2 3.4% 59 4 100.0% 0 0.0% 0 0.0% 4 2 100.0% 0 0.0% 0 0.0% 2

Total 50 82.0% 9 14.8% 2 3.3% 61 5 100.0% 0 0.0% 0 0.0% 5 3 100.0% 0 0.0% 0 0.0% 3

Research - Research associates, fellows 94 64.4% 42 28.8% 10 6.8% 146 26 63.4% 11 26.8% 4 9.8% 41 11 64.7% 4 23.5% 2 11.8% 17

144 69.6% 51 24.6% 12 5.8% 207 31 67.4% 11 23.9% 4 8.7% 46 14 70.0% 4 20.0% 2 10.0% 20

2015

Applications Shortlisted Successful

Job Type Male Female Other Total Male Female Other Total Male Female Other Total

Academic - Professorships, lectureships 7 70.0% 3 30.0% 0 0.0% 10 3 100.0% 0 0.0% 0 0.0% 3 0 0.0% 0 N/A 0 N/A 0

Lectureships N/A N/A N/A N/A N/A N/A N/A N/A N/A

Total 7 70.0% 3 30.0% 0 0.0% 10 3 100.0% 0 0.0% 0 0.0% 3 0 0.0% 0 N/A 0 N/A 0

Research - Research associates, fellows 62 61.4% 35 34.7% 4 4.0% 101 11 61.1% 7 38.9% 0 0.0% 18 8 0.0% 3 27.3% 0 0.0% 11

69 62.2% 38 34.2% 4 3.6% 111 14 66.7% 7 33.3% 0 0.0% 21 8 0.0% 3 27.3% 0 0.0% 11

Shortlisted Successful

2016

Applications

Job Type Male Female Other Total Male Female Other Total Male Female Other Total

Academic - Professorships, lectureships 12 44.4% 15 55.6% 0 0.0% 27 3 75.0% 1 25.0% 0 0.0% 4 0 0.0% 1 100.0% 0 0.0% 1

Lectureships 35 79.5% 7 15.9% 2 4.5% 44 4 80.0% 0 0.0% 1 20.0% 5 1 50.0% 0 0.0% 1 50.0% 2

Total 47 66.2% 22 31.0% 2 2.8% 71 7 77.8% 1 11.1% 1 11.1% 9 1 33.3% 1 33.3% 1 33.3% 3

Research - Research associates, fellows 155 57.0% 107 39.3% 10 3.7% 272 23 48.9% 24 51.1% 0 0.0% 47 9 52.9% 8 47.1% 0 0.0% 17

202 58.9% 129 37.6% 12 3.5% 343 30 53.6% 25 44.6% 1 1.8% 56 10 50.0% 9 45.0% 1 5.0% 20

2017

Applications Shortlisted Successful
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Between 2015 and 2017 there has been an improvement in the balance between male 
and female applicants, which is carried through to successful appointment to academic 
posts. The proportion of job applications from women for academic posts has increased 
from 14.8% to 31%, with the proportion of successful female candidates increasing 
from 0% to 33.3%.   

A higher proportion of women were shortlisted for research posts in 2017 than in 2015, 
44.6% from 22.9%.  This upward trend was translated into appointments, 45.0% from 
20%.   

 
The School adheres to the University’s Recruitment and Selection Policy and 
Procedures. This provides for core principles that must be followed:  

 compulsory skills and equality related training for all staff involved in 
recruitment and selection activities;  

 ensuring the identification of the person best suited for the job; 

 attraction and selection activities based on transparent criteria via production 
of a job description and person specification, online application form and 
process overseen by central HR Services;  

 standards regarding the composition of shortlisting panels and recruitment 
panels, to reflect gender diversity of candidates, and depending on the post the 
use of University staff from a different Faculty or external members; 

 commitment that the recruiting manager will provide feedback to unsuccessful 
interview candidates. 

 
The School’s adverts state our commitment to equality and diversity, The Guaranteed 
Interview Scheme (‘two ticks’) and Athena SWAN agendas. 
 
The shortlisting is carried out by at least two members of the interview panel.  This 
helps reduce opportunities for bias and ensure that there is a ‘golden thread’ of 
knowledge and care running through to the interview and thence the entire selection 
process.  A shortlisting proforma identifying key elements of the person specification 
and job is used to assess each applicant against.  Job descriptions and criteria must be 
based on the University’s standardised Academic Role Profiles.   
 
For all Lectureship positions, interview panels comprise the Head of School, Head of 
Teaching, Head of Research and an academic staff from a different School.  For 
Professorial posts the composition of an interview panel includes the aforementioned 
plus the Dean and a member of Professorial staff from another Faculty. Gender 
diversity is actively sought when planning interview panels. 
 
Action 4.1.1:  School to monitor and record gender composition of selection and 
interview panels for academic appointments. 
 
Staff taking part in promotions or staff recruitment are required to undertake 
compulsory training, consisting of the following two on-line modules Diversity in The 
Workplace and Unconscious Bias. Colleagues involved in the recruitment of staff are 
also required to attend Recruiting at Manchester to Academic/Research posts. 
 

http://www.staffnet.manchester.ac.uk/equality-and-diversity/training/diversity-in-the-workplace/
http://www.staffnet.manchester.ac.uk/equality-and-diversity/training/diversity-in-the-workplace/
https://app.manchester.ac.uk/training/profile.aspx?unitid=7628&parentId=4&returnId=4
https://app.manchester.ac.uk/training/profile.aspx?unitid=6481&parentId=4
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Action 4.1.2: To have 80% compliancy for Unconscious Bias training, encouraging 
academic and academic related staff participating on interview panels to complete this 
training. 
 

(ii) Induction 

 
A formal SEES School induction for all staff was held in October 2017. These formal 
inductions will be scheduled every six months and all new staff are required to attend.  
The purpose is to complement the University induction and to provide School specific 
information, to raise awareness of the University’s and the School’s aims and goals, and 
to enable staff to understand the School’s organisational structure. The School 
induction concluded with a tour of one of the former FLS Group’s laboratory. The 
presentations are circulated to all staff following the event.  
 
All new staff have an induction with their line manager the week they commence their 
post, and the University of Manchester New Staff Induction Checklist and Health and 
Safety Induction are completed. Completed forms are sent to the Head of School’s 
Executive Assistant and the Health and Safety Advisor. 
 
Action 4.1.3: Establish a timetable of regular formal induction sessions for new staff (at 
least 2 times per year) that signposts staff to Flexible Working policies. 
 

(iii) Promotion 

 
The School follows University promotion guidelines and procedures. SEES (and SEAES 
before that) has a two-step internal process. The first stage of the School Promotions 
Committee provides informal feedback to applicants. The second stage formally grades 
applications against University criteria and agrees which applications are submitted to 
the Faculty Promotions Committee. The School Promotions Committee consists of 12 
members of staff (10 academic, 20% female, 10% former FLS. The Committee is 
comprised from a cross section of staff from senior lecturer to professor (including 
senior line managers), the HR Representative and the HoSA.  
 

 
Figure 7: SEES Promotions Data 

 

Summary of SEES Promotion Data 

 

 Professor  Reader Senior 

Lecturer 

Senior 

Research 

Fellow 

Lecturer Research 

Fellow 

2015/2016       

Male 1/[1] 2/[3] 0/[0] N/A N/A N/A 

Female 0/[0] 0/[0] 0/[0] N/A N/A N/A 

       

2016/2017       

Male 2/[2] 1/[1] 3/[3] 2/[2] N/A 1/[1] 

Female 0/[0] 1/[1] 0/[0] 1/[1] N/A 1/[1] 

       

2017/2018       

Male [1] [2] [0] [0] [2] [1] 

Female [0] [1] [0] [0] [1] [0] 

 

[Number of applicants in brackets] 
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Promotion applications are mainly self-application, but line managers are encouraged 
to engage staff to consider promotion who might otherwise not put themselves 
forward.  In 2016/17 there were 12 applications (25% female) all of which were 
successful. In 2017/18 there were 6 applications (25% female) however the outcomes 
of these applications are not yet known. A focus group was held in March 2018 with 
postdoctoral researchers. The PDRAs noted that the promotion process is unclear for 
academic related staff in terms of what options there are for seeking promotion. The 
Faculty HR team is currently reviewing the P&DR process for PDRAs and the line 
managers of these staff will be expected to undergo mandatory training in the Summer 
of 2018.   
 
Action 4.1.4: Ensure that promotion is consistently considered in P&DRs. 
 
Action 4.1.5: To review and modify the School’s internal promotions procedures to 
ensure that the all recommendations made support our principles for promoting 
equality, diversity and inclusion. 
 
Action 4.1.6: The Head of School to review the number of applications from female 
staff (and staff that haven’t been promoted in several years) to make sure they are 
being coached to apply. 
 

 
 
Since the 1 August 2016 there have been 7 regrades for PSS staff (43% female). 
 

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

 
The School follows the University procedures for REF and there has been no change 
from practices in SEAES and FLS. We hold an annual cycle of research outputs and 
research impacts assessment via the University “Research Review Exercise (RRE)”. The 
School adopted a new RRE evaluation process in 2018 that aims to provide improved 
confidence in our assessment and School-wide appreciation of the REF evaluation 
criteria. All outputs are distributed across the School such that each staff member 
receives an average of 7 papers to review according to REF criteria and each paper 
receives 2 expert and 1 non-expert review. All grades are assessed and moderated by 
an RRE expert panel whose membership is selected through Head of Group nomination 
from across those academics with a recognised track-record of producing high 3* and 
4* REF outputs. Additional research training associated with REF has been delivered to 
SEES at annual Research Away Days and this will continue. As we increase preparations 
for REF we have also explored bespoke research outputs training days. For the 2018 
event, the make-up of the course was chosen across academic grades and gender 
balance was even. For impact, the School Impacts Lead has developed a small team to 
assess impacts again. 
 

Date Gender

Original 

Grade

New HERA 

Grade Original Job Title New Job Title

2016 Male 7 Grade 8 Deputy Head of School Administration Head of School Administration

2016 Female 4 Grade 5 Teaching Technician Teaching Technician

2017 Male 3 Grade 4 Administrative Assistant Fieldwork Administrator

2017 Male 6 Grade 7 Experimental Officer Senior Experimental Officer

2017 Male 6 Grade 7 Experimental Officer & Deputy Estates Liaison Senior Experimental Officer

2017 Female 4 Grade 5 PA DTC Administrator

2017 Female 4 Grade 5 Research Technician Research Technician
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The RRE Panel has 8 staff (12% female, 12% former FLS). A wider panel membership will 
be convened as we progress with our impact case study developments and here the 
research director and the impacts lead will ensure equality and diversity are considered 
in the panel make up. The first step will be to invite a current REF panelist to join the 
RRE Panel, which will see the membership to be 22% female, 12% former FLS. 
 
Action 4.1.7: Review of new RRE evaluation and integrated REF training processes. 
 
Consultation between HoS and PDRAs indicated an interest in training on how to 
convert a 3* paper into a 4* paper, and that it would be extremely helpful for 
researchers to be informed of their RRE scores for their co-authored publications. 
 

Action 4.1.8: Inform PDRA Staff of RRE Scores for their co-authored publications. 

 

Action 4.1.9: Provide 4* Paper-writing training. 

 

Actions 

4.1.1 School to monitor and record gender composition of selection and 
interview panels for academic appointments. 

4.1.2 To have 80% compliancy for Unconscious Bias training, encouraging 
academic and academic related staff participating on interview panels to 
complete this training. 

4.1.3 Establish a timetable of regular formal induction sessions for new staff (at 
least 2 times per year) that signposts staff to Flexible Working policies. 

4.1.4 Ensure promotion regularly considered in context of PDR. 

4.1.5 To review and modify the School’s internal promotions procedures to 
ensure that the all recommendations made support our principles for 
promoting equality, diversity and inclusion. 

4.1.6 The Head of School to review the number of applications from female staff 
(and staff that haven’t been actively promoted in several years) to make 
sure they are being coached to apply. 

4.1.7 Review of new RRE evaluation and integrated REF training processes. 

4.1.8 Inform PDRA Staff of RRE Scores for their co-authored publications. 

4.1.9 Provide 4* Paper-writing training. 

 

SILVER APPLICATIONS ONLY 

4.2. Key career transition points: professional and support staff 

Comment on how the following processes have been affected by the restructuring 

of the department(s). Provide details on how gender equality has been considered 

in the restructuring and how the department has ensured and will continue to 

ensure that changes do not adversely impact on gender equality. 

(i) Induction 

(ii) Promotion 
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4.3. Career development: academic staff 

 

Comment on how the following processes have been affected by the restructuring of the department(s). 

Provide details on how gender equality has been considered in the restructuring and how the department 

has ensured and will continue to ensure that changes do not adversely impact on gender equality. 

 

(i) Training  

 

With respect to the research elements of their responsibilities, staff have the 

opportunity to participate in a number of training and evaluation activities. 

 

 Annual Research Away Days have been run 2015 –2017. The focus has been on 

training associated with outputs and impact as well as on research support. There 

has been a high attendance from academic cohort (>75 %) and informal feedback 

has been positive. The next Research Away Day is scheduled for June 2018. In 

discussion with the researcher community, PDRAs will now be invited to Research 

Away Days. 

 Previously, the annual RRE panel meeting has been designed to optimise research 

training with the panel members selected across research groups with academic 

career position and gender balance explicitly discussed prior to panel. From 2018, 

the entire RRE process will be considered as REF training, with full inclusivity, since 

all staff will participate in the review with appropriate guidance. Reflection and 

feedback exercises will be conducted at the Away Day to maximise the benefit of the 

exercise.  

 Events on REF 2021 were held in 2017 to raise awareness of concerns with 

deliberate selection of the panel such that the make-up was varied in terms of 

academic career position, with gender balance explicitly considered. Outputs from 

meetings were forwarded to HoS. This will be repeated annually. 

 

These activities have been developing across the period of transition between SEAES / 

FLS and SEES such that there has been no adverse impact in terms of E&D 

considerations. 

 

Action 4.3.1: Develop a strategy for improving staff training for career development. 

 

(ii) Appraisal/development review  

 

All staff in the School take part in an annual Performance and Development Review 

(P&DR) with their line manager. This is the same system as was in place in both parent 

structures, in line with University policies. Details of the process, in particular the 

prompts used in the forms and the way in which data are collected and archived (paper 

vs. digital) differed, reflecting the management structures and resources of the parent 

structures.  At present, the system in place in SEES reflects that used previously in 

SEAES, and a review is underway to learn best practice from other Schools in the 

University to optimise the mechanisms we use to match the new school structure 

better.  For example, in FLS there was a system in place to recognise that individual staff 
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have different balances between teaching, research and service to the University, and 

to ensure that recognition and reward is given regardless of the balance a particular 

person adopts. This model provides one possible example that may be appropriate to 

the needs of the new School. As noted in 4.1, line managers of PDRAs will be 

undertaking mandatory training and it will be a Faculty requirement that PDRAs receive 

P&DRs annually.  

 

Action 4.3.2: Review of P&DR data collection, form content and response process to 

variety in approaches to workload balance. 

 

(iii) Support given to academic staff for career progression  

 

Any under-representation of female academics in promotion applications will be 
addressed through explicitly-targeted line management meetings. 
(See also Action 4.1.6: The Head of School to review the number of applications from 
female staff (and staff that haven’t been promoted in several years) to make sure they 
are being coached to apply). 
 

Staff are supported through a system of line management, with 15-20 staff per line 

manager, organised into research groups based academic expertise.  At present, Heads 

of Group are appointed from amongst the professorial staff, based on excellence in 

research. Staff meet with their line manager on a formal basis for their P&DR.  Other 

meetings are either collective group meetings or on an ad hoc basis as requested by 

staff or managers. 
(See also Action 2.3: Develop clear procedures and criteria for leadership roles such as 
research group leads). 

 

This arrangement will be reviewed in the context of providing better support for staff in 

career progression and improving performance management. This will include 

broadening the criteria on which line managers are appointed and allowing staff at 

earlier career stages (senior lecturer or reader) to take on leadership roles, and thus 

provide opportunities for career development that are not purely based around 

research performance. 

 

Action 4.3.3: Review line management structure to improve support for career 

progression and load management and to provide new opportunities for staff to 

progress their careers. 

 
See also Action 2.3: Develop clear procedures and criteria for leadership roles such as 
research group leads. 

 

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

 
All staff are encouraged to apply for appropriate funding opportunities, notification of 
which is provided through Research Support Manager and DoR emails to the SEES 
circulation lists, however the Early Career Researchers would benefit from a more 
clearly defined mentoring process. For NERC applications, a process of internal 
preparation and pre-planning at group level followed by panel scrutiny has been 
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implemented to enable the demand management process, provides feedback to all 
staff including ESRs through the writing process. There have been research grant 
application training activities within each of the recent research away days and this will 
continue in the forthcoming away day. Heads of Group discuss and strategise group 
applications with staff ahead of preparing annual group plans and this strategy is 
discussed with the DoR. Grant applications and income generation is one of the key foci 
of the P&DR discussions with line managers. 
 
Action 4.3.4: Review of grant application support and ECR research mentoring process.  
 

Actions 

4.3.1 Develop a strategy for improving staff training for career development. 

4.3.2 Review of PDR data collection, form content and response process to 
variety in approaches to workload balance 

4.3.3 Review line management structure to improve support for career 
progression and load management and to provide new opportunities for 
staff to progress their careers.  

4.3.4 Review of grant application support and ECR research mentoring process 

 

 

 

4.5. Flexible working and managing career breaks 

 

(i) How has the restructure been communicated to those on a career break and what support will be 

available to them on return.  

 

Comment on how the following processes have been affected by the restructuring of the department(s). 

Provide details on how gender equality has been considered in the restructuring and how the department 

has ensured and will continue to ensure that changes do not adversely impact on gender equality. 

 

There were no staff in FLS on career breaks who opted to join SEES. 

 

As seen in Table 1 (Section 2) the addition of FLS staff to SEAES sees an improvement in 

the overall gender balance in SEES, though this was not seen amongst academic staff.  

In part, this reflects the pre-existing gender biases in the subject areas of the parent 

schools.  The formation of an EDI Committee in the structure of SEES has provided a 

formal structure for the on-going review of appointments and of the impact of career 

SILVER APPLICATIONS ONLY 

4.4. Career development: professional and support staff 

Comment on how the following processes have been affected by the restructuring 

of the department(s). Provide details on how gender equality has been considered 

in the restructuring and how the department has ensured and will continue to 

ensure that changes do not adversely impact on gender equality. 

(i) Training 

(ii) Appraisal/development review 

(iii) Support given to professional and support staff for career progression 
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breaks.  This committee will review all appointments, based on gender of applicants, 

interviewees and appointees, to identify and remedy any conscious or unconscious 

gender bias. 

 

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

 
The School supports flexible working requests for staff with caring responsibilities. The 
University has a clear maternity, paternity and adoptive leave policy which aims to help 
staff to balance work and family life, maintain contact with staff and assist them in their 
return to work, and retain staff and thereby encourage equality and diversity within the 
workplace. 
 
Staff are encouraged to have Keeping in Touch Days whilst they are on leave. The 
University offers up to 10 KIT Days where a staff member can choose to attend work 
during Leave. These days are intended to help those on a career break to keep in touch 
with their workplace and allow them to do some work without affecting their Statutory 
Pay. These days may help ease a member of staff’s return to work. 
 
Action 4.5.1: Add links regarding parental leave, flexible working policies and Keeping in 
Touch Days to School intranet homepage to improve visibility. 
 
The University also has a returning from maternity, paternity adoption leave or shared 
parental leave monthly support group. This allows staff returning from maternity, 
paternity, adoption leave and shared parental leave the opportunity to get together. 
These informal sessions are un-facilitated and after an introduction by a member of the 
Staff Learning and Development Team, colleagues are left alone to share experiences in 
a safe environment. 
 
Action 4.5.2: Create a written document that can be emailed to staff returning from 
such leave highlighting the University’s peer support group for staff returning from 
maternity / adoption leave. 
 
Action: 4.5.3: Line managers to provide a ‘return to work’ briefing for staff returning 
from parental leave. 
 

(iii) Flexible working  

 
The University recognises that flexible working can provide benefits to both the 
employee and the University, and aims to support staff where possible/practical to 
manage the balance between work and home life. In April 2018 all staff in the School 
were emailed links to the Flexible Working Policy. The School actively promotes the 
flexible working application process to ensure that academic staff do not have lectures 
scheduled when they have care commitments. The School also supports reduced FTE 
when staff return from maternity, paternity or adoptive leave. 
 
There are 5 academic members of staff with formalised flexible working in place (20% 
female) and 2 PSS members of staff with formalised flexible working in place (50% 
female) to allow for care responsibilities. There are 9 academic staff members who 
work part-time (55% female) and 8 PSS members of staff who work part-time (100% 
female).  
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See Action 4.5.1 above. 
 

Actions 

4.5.1 Add links regarding parental leave, flexible working policies and Keeping in 
Touch Days to School intranet homepage to improve visibility. 

4.5.2 Create a written document that can be emailed to staff returning from such 
leave highlighting the University’s peer support group for staff returning 
from maternity / adoption leave. 

4.5.3 Line managers to provide a ‘return to work’ briefing for staff returning from 
parental leave. 

 

4.6. Organisation and culture 
 

(i) Culture 

Comment on how the culture of the department has been affected by the restructure and how the 

Athena SWAN Charter principles will continue to be embedded into the culture and operation of 

the department.   

 

The formation of SEES has increased the dispersal of staff and students across five 

buildings. This has led to pressures on effective communication across the School and 

this is a key objective to address in the next 12 months (see Action 2.1 Develop a 

Communication Strategy). There were weekly coffee mornings provided for staff but 

these proved complicated due to the spread of staff across sites. Social events included 

the Christmas Party, Summer BBQ, and drinks events are arranged to overcome some 

of these barriers, however the School can work further to ensure it is inclusive and 

provide opportunities for academic and administrative staff to mix informally. The 

recent creation of a Place to Have a Break should help facilitate this. A School 

newsletter has recently been developed to showcase local news and increase 

awareness of what is happening across the School. 

 
Action 4.6.1: Ensure that School is inclusive for all and provide opportunities for 
academic and administrative staff to mix informally. 
 

(ii) HR policies  

How have changes to policies and procedures been communicated to staff, how will the department 

ensure that staff are able to locate and understand these policy changes. How will the department ensure 

HR policies for equality, dignity at work, bullying, harassment, grievance and disciplinary processes are 

consistently applied and monitored during the restructure.  

 
The Faculty HR team regularly deliver workshops on subjects such as bullying and 
harassment, managing performance, essential managers’ skills, and wellbeing. The 
School has used the Away Day and School Induction Sessions to circulate information 
regarding HR Policies for equality, dignity at work, bullying, harassment, grievance and 
disciplinary processes.  In future these will be incorporated into the standing agenda for 
these Away Days. Awareness and application of the Dignity at Work policy is surveyed 
in bi-annual Staff Surveys. 
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New and changes to HR policies and procedure are communicated to staff regularly 
through all staff email announcements, the FSE Beeline e-newsletter, eMentor training 
bulletin, and the Presidential eUpdate. 
 
Changes to policies and procedures are also by the HR Partner at SLT meetings, which is 
then cascaded to by line managers throughout the School. Managers are encouraged to 
discuss any HR-related queries with the HoSA or HR Partner directly.  
 
Policies and procedures are monitored and reviewed at University Senior Leadership 
Team level via the HR Sub-Committee in conjunction with Campus Trade Unions. All 
policies and the systems and processes for monitoring remain in place during 
restructure programmes (and an Impact Assessment carried out by the Head of HR for 
Equality, Diversion and Inclusion and shared with the campus trade unions during the 
consultation process).  
 

(iii) If applicable, how was gender equality considered in any redundancies 

Comment on how the following have been affected by the restructuring of the department(s). Provide 

details on how gender equality has been considered in the restructuring and how the department has 

ensured and will continue to ensure that changes do not adversely impact on gender equality. 

 

There were no redundancies as part of the formation of SEES. 

 

(iv) Representation of men and women on committees 

 
Athena SWAN Self-Assessment Team: 53% female, 26% former FLS. 
Senior Leadership Team: 14% female and 21% former FLS.  
School Promotions Committee: academic staff 20% female, 10% former FLS. 
Research Committee – from Feb 2018 – 14 staff, 21% female, 14% former FLS staff  
RRE Panel – 8 staff, 12% female, 12% former FLS staff 
Equality and Diversity Committee: 9 staff, 56% female, 33% former FLS 
 
The underrepresentation of women on these committees will be addressed by the 
School (see Action 2.3: Develop clear procedures and criteria for leadership roles such 
as research group leads). 
 

(v) Workload model 

 
At the time of writing no formal workload model to directly allocate functions in the 
school is being operated, but this has been identified as a priority following feedback 
from the most recent Athena Swan school survey. In addition, a general Faculty 
workload model is being developed that can inform models in all Schools in the Faculty 
from September 2019.  However, data for workload mapping is undertaken, and data 
are collected annually for direct teaching content (classroom, laboratories, tutorials, 
project supervision, field classes), number of PGR students supervised, FTE awarded for 
PI/Co-time on research grants).  There is also a list of leadership and service roles 
undertaken by staff.  The workload mapping data is used by the SLT when considering 
the appointment of such roles. 
  
A working party, including the Head of School, Head of School Administration and the 
Director of Social Responsibility, is currently developing the new workload model for 
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application in the next academic year.  The inclusion of this DoSR in this process will 
ensure that this process is informed by the EDI committee and draft proposals will be 
discussed by that committee to ensure that they address the needs of staff with 
alternative working needs.  For example, an early proposal suggested a minimum 
teaching load, including a contribution to field teaching, however this was highlighted 
as potentially disadvantaging staff with caring responsibilities who are unable to 
participate in residential field courses.  This new model will be reviewed after its first 
cycle to incorporate staff and EDI committee feedback and the best practices from the 
Faculty. 
 
Action 4.6.2: Develop new workload model, taking into account different career paths 
and need for flexible working and giving full recognition to different types of 
contribution. 
 

(vi) Timing of departmental meetings and social gatherings 

 

Departmental meetings in the School are scheduled between 10am-4pm. SLT meets 
monthly on Wednesdays between 2pm-3.30pm. The School Board meetings occur three 
times a year (typically January, May and October) on Wednesday afternoons from 
1.30pm-3.30pm. The Teaching Committee meets three times a year and the Research 
Committee four times a year (also generally, but not limited to, a Wednesday afternoon 
as there are no teaching allocation for this day and time). 
 
Despite this, feedback from former FLS staff member suggests that work and social 
meetings do fall outside 10am to 4pm (one noting they have had to leave meetings 
early on several occasions). 
 
Action 4.6.3: To book committee meetings in the Summer for the year ahead, and 
agendas and reports to be circulated in advance. 
 
School seminars are on Wednesdays at 1pm and arranged in advance to avoid clashes 
with other events. Speakers are a mix of internal and external visitors. In 2016/17 there 
were 19 speakers (31% female). In 2017/18 there were also 19 speakers (50% female). 
 
All staff are invited to attend the Christmas Party which occurs on a weekday at 4pm.  
There is an extended invitation to all partners of staff and this year the cost for staff is 
subsidised £10 per head. The School also holds a yearly Summer BBQ which is this open 
to staff and their partners. 
 
In the 2014 Athena SWAN survey 88% of staff (83%F/90%M) felt that work related social 
activities (staff parties, team building or networking events) were welcoming to both 
women and men. This has dropped to 83% (60% academic female / 92% academic 
male; 80% PSS female / 86% PSS male). 
 
Action 4.6.4: To hold more social events between 10am – 4pm. 
 
Also see Action 4.6.1: Ensure that School is inclusive for all and provide opportunities 
for academic and administrative staff to mix informally. 
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(vii) Visibility of role models 

 
The SEES parent schools both had women in senior roles, including as director of 
research (SEAES), Director of Teaching and Learning (SEAES), Associate Dean for 
Education (FLS), Senior Tutor (FLS), Associate Dean for Social Responsibility (FLS) and 
Section Heads (FLS), all of whom occupied important and highly visible leadership 
roles. Following merger, both the Director of Research (Kath Morris) and the Director of 
Teaching and Learning (Merren Jones) of the new school were female, although Prof. 
Morris stepped down and was replaced by Gordon McFiggans in Jan 2018.  Prof. Morris 
continues to play an important role within the school, including as a member of the 
SAT.  At a less senior level, SEES has female leads for recruitment, outreach, and 
equality, diversity and inclusion, all key areas of school business.  Junior members of 
staff are also encouraged to play an important part in mentoring students; for example 
the "Women in Environmental Sciences" initiative being run by Dr Cecilia Medupin, an 
early career lecturer. 
 
Action 4.6.5: Information regarding mentoring-menteeing opportunities for staff, 
including the Manchester Gold Scheme, will be disseminated through mailing list and 
links posted on the staff website.  
 

(viii) Outreach activities 

 

The School’s Recruitment and Outreach Committee has five permanent members (80% 

female, 0% former FLS) however the Internationalisation lead (Bill Sellers, former FLS) is 

invited to meetings across the academic cycle and is from the former FLS. Many 

members of staff are regularly involved in school and college visits and public 

engagement. The School organises a variety of activities across the whole school age 

range from primary to A-Level and also with the general public. We work closely with 

The Manchester Museum, the Natural History Museum in London and Jodrell Bank, and 

also contribute to the National Science Festivals.  

 

We contribute to the Widening Participation (WP) output of the University and have 

three Postgraduate WP and Outreach Fellows each year which is a practice inherited 

from SEAES. These have been awarded to each gender, and this year we have two 

females in post. Our “Earth & Solar System” outreach team is led by a female member 

of research staff, has a strong contribution from other staff members, undergraduate 

and PGR students, and has a long track record of participation in events targeted at 

females, notably “Girls Night Out” events at Jodrell Bank. These contributions are all 

duly recognised as contributions to an individual’s workload, and schools and colleges 

outreach and public engagement are included in appraisal (PDR) and promotion criteria. 

The School has ensured that our marketing materials and images have gender balance. 

In the Virtual Open Day the Alumni case studies are 50% female, 50% male. In the 
International section 75% of the videos are presented by females.  

We are actively recruiting female Alumni to present at our University-wide Open Days 
and also engaging female post-graduate students to speak at these events. 
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Actions 

4.6.1 Ensure that School is inclusive for all and provide opportunities for 
academic and administrative staff to mix informally. 

4.6.2 Develop new workload model, taking into account different career paths 
and need for flexible working and giving full recognition to different types 
of contribution. 

4.6.3 To book committee meetings in the Summer for the year ahead, and 
agendas and reports to be circulated in advance. 

4.6.4 To hold more social events between 10am – 4pm. 

4.6.5 Information regarding mentoring-menteeing opportunities for staff, 
including the Manchester Gold Scheme, will be disseminated through 
mailing list and links posted on the staff website. 

[word count: 3675] 

 

5. FURTHER INFORMATION 

Recommended word count: 500 words 

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

 

The previous sections cover all aspects relevant to the application. Sections 2, 3 and 4 

were a total of 633 words over the recommended word count, and this addresses going 

over the word count in earlier sections.

 

6. ACTION PLAN 

Please provide an updated action plan for the restructured department.  

 

The action plan should present prioritised actions to address the issues identified by the previous self-

assessment process(es) and any issues identified during restructuring. 

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 three 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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Action 
number 

Planned action Rationale Key outputs and milestones Timeframe Role holder(s) 
responsible 

Success criteria and 
outcome 

2: Description of the Changes Arising from the Restructure 

2.1 Develop a Communication 
Strategy 

Communication difficulties in 

a large school.  Staff are not 

always aware of, and do not 

know how to input into, 

processes and activities 

occurring in the school.  This 

results in, especially, junior 

staff (who are 

disproportionately female) 

being excluded from decision 

making processes and feeling 

disempowered.  

Communication mechanisms 

do not facilitate the 

participation of less confident 

staff in school processes.  Staff 

may be unaware of processes 

or may not hear about 

management decisions in a 

timely fashion.  This results in 

reduced overall staff 

satisfaction, which is reflected 

in staff surveys. 
working hours, etc. 

1. Enhancement of intranet, where all 

information will be archived.  Following the 

reorganisation, an intranet was established but 

has to date only been partially populated.  We 

will establish an on-going process of updating 

this.  This will be used to make available 

minutes of all formal meetings within the 

school, redacted if including sensitive 

information.  It will be continuously edited and 

work towards include clear information about 

all procedures in place in the school 

2. Routine communication via email to be better 

managed, though use of collated, moderated 

emails.  Currently many matters are 

communicated via emails to school wide list 

servers which are unmoderated.  This results in 

multiple emails per day being send round, with 

individuals often using reply-all when 

responding to emails (so sending personal 

information to an inappropriate audience).  This 

increases the risk of important messages being 

overlooked.  In future, emails will be collated on 

a daily basis, checked for appropriateness by a 

member of office staff, and formatted in easier 

to navigate format.  Messages, unless urgent, to 

be sent maximum once per day. 

3. Production of a monthly internal newsletter 

to communicate strategic developments.  

Newsletter to be produced to coincide with 

meetings of the school leadership team, with 

2018/2019 

academic 

year 

1. Head of School 

Administration 

with support of IT 

services as 

required.  All 

members of 

School Leadership 

Team to be 

responsible for 

providing and 

regularly 

reviewing content 

as required.  All 

staff to be able to 

identify content 

desired for 

addition via a 

clear link on 

intranet.  

Secretaries for all 

formal 

committees 

within the school 

responsible for 

submission of 

minutes. 

2. Email 

communications 

to be moderated 

by a member of 

1. Improved usability and 

usefulness of intranet, 

monitored through 

number of times site 

accessed and documents 

downloaded.  Improved 

scores and comments in 

staff surveys. 

2. Reduction in the 

number of emails sent to 

staff.  Improved scores 

and comments in staff 

surveys. 

3. Directors receiving 

more inputs from the 

staff in relation to their 

areas of responsibility.  

Improved scores and 

comments in staff 

surveys. 

4. Better attendance and 

participation at school 

board meetings, 

monitored through 

attendance records and 

minutes. 
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school directors each being required to update 

staff on developments in their area of 

responsibility, with each clearly defining 

processes whereby staff can input into the 

decision making process where appropriate. 

4. Improved communication prior to and 

following school board meetings.  The school 

board is a body involving all staff members 

intended to give staff a voice in the school.  

Reports are presented by head of school and 

directors.  Reports are often not submitted in a 

timely fashion. 

 

the PSS staff.  IT 

services to advise 

on mechanisms 

for delivery of 

messages 

3. Newsletter to 

be collated by 

member of PSS 

staff, with input 

required from 

directors.  Other 

staff invited to 

input, with clearly 

advertised 

deadlines 

4. Chair of school 

board responsible 

for 

communication 

before and after 

board meetings.  

School directors 

and head of 

school 

responsible for 

providing timely 

reports. 

2.2 Develop a workload model 
that enables comparison of 
teaching, research and 
administrative roles by 
gender or any other special 
characteristics. 

Ex-FLS staff have a greater 
proportion of women. There is 
a need to determine teaching 
loads for ex-FLS staff versus 
ex-SEAES staff to better 
understand any gender 
differences in teaching loads 
and roles. Differences in 
practice operated in the two 
original Schools so 

Workload model  

 

 
Analysis of workload model data 

September 

2018 

 
December 
2018 

Head of School 

 

Head of School 

Administration  

 

Director of Social 

Responsibility 
 

Data available to 
evaluate any differences 
by gender in teaching 
loads, administrative 
roles, etc. 
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comparative analysis will help 
to identify best practice. 

2.3 Develop clear procedures 
and criteria for leadership 
roles such as research group 
leads. 

Previously senior roles have 
not been made available to 
the widest possible range of 
candidates i.e. traditionally 
roles have not been openly 
advertised. More recently this 
has been changed but this 
change needs to be 
embedded in policy. 

A policy on internal appointment for significant 
management positions.  

September 
2018 

Head of School 
 
Head of School 
Administration  
 
HR 
Representative 
for School 
 

Policy agreed and 
implemented by School 
Leadership Team 

2.4 Embed Equality Diversity 
and Inclusion Committee 
into School Processes, 
particularly Athena Swan.  

Need to establish processes 
going forward to collect and 
analyse relevant data for 
Athena Swan and ensure 
procedures and action plans 
are implemented. 

Action Plan for data to collect and review of 

relevant policies. 

Modified school policies embedded into School 

website. 

October 

2018 

 

 

December 

2018 
 

Chair EDI 

Committee 

 
Director of Social 
Responsibility 

Action Plan approved by 

SLT 

 

Relevant data bases 

started 

 
School website updated 
with relevant policies 
and procedures, 
including modifications 
where needed 

Action 
number 

Planned action Rationale Key outputs and milestones Timeframe Role holder(s) 
responsible 

Success criteria and 
outcome 

3: The Self-Assessment Process   

3.1  The Self-Assessment Team 
constituency to be reviewed 
annually through The 
Equality and Diversity 
Committee will advise the 
HOS on the composition of 
the SAT in regard to 
membership and gender 
equality. 

Need to ensure that the SAT 
reflects the composition of 
the school. 

Formal annual review of SAT Committee 
composition with opportunities made available 
for relevant staff to contribute. 

Annually 
starting April 
2018 

Chair of SAT Change in membership 
and gender composition 
over time. 
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3.2 To analyse and compare the 

Athena SWAN 2016 and 

2018 surveys and revise the 

Athena SWAN Action Plan in 

light of the results. 

To monitor the progress of 
the Action Plan and ensure 
the School is adhering to 
Athena SWAN principles. 

Athena SWAN Survey to be conducted in 
December 2018. 
EDI Committee and Athena SWAN SAT to 
analyse data. 
Action Plan to be revised in light of the results. 

December 
2018 and 
ongoing 

Chair of SAT 

Chair EDI 

Committee 

Improved responses over 

future surveys as the 

School responds 

proactively to the survey 

results.  

3.3 Ensure communication 

between SAT and EDI 

Committee (the EDI to meet 

every two months with SAT 

representation, and 

members of the EDI on SAT). 

EDI Committee report to SAT 
with advice and evidence 
base. Feedback information 
from SAT to EDI. 

Minutes of SAT and EDI Committee 
documenting decisions and actions for each 
meeting. 

Ongoing Chair EDI 

Committee 

 

Head of SAT  

 

Recommendations from 

EDI implemented via SAT 

3.4 Ensure communication 

between EDI Committee and 

School Board. 

Need to involve the School 
Board, and thereby all 
members of the School, in 
decision making process to 
achieve equality and inclusion 
through all aspects of School 
life. 

Minutes of School Board and EDI Committee 
documenting decisions and actions. 

Ongoing Director of Social 

Responsibility 

 

Chair EDI 

Committee 

 

Chair of School 

Board 

 

Feedback from School 

Board taken up by EDI 

Committee.  

 

 

3.5 
 

Ensure communication 

between EDI Committee and 

School Leadership Team. 

Need to ensure that 
recommendations from EDI 
Committee are implemented 
at School level. 

Minutes of School Leadership team 
documenting decisions and actions. 

Ongoing Head of School 

 

Director of Social 

Responsibility 

 

Recommendations by 

EDI incorporated into 

School Policy.  

 

 

3.6 Monitoring of the Bronze 

action plan. 

Need to ensure that actions 
from Bronze action plan are 
regularly monitored to ensure 
implementation and progress 
in achieving desired 
outcomes.  

Identifying which of the Bronze actions are 
completed or in progress with timelines 
through the minutes of EDI and SAT 
Committees 

Ongoing Chair of EDI 

 

Chair of SAT 

 

Director of Social 

Responsibility 

Completion of all items 

in the action plan with 

concomitant changes in 

policy, behaviour, 

attitude evidence by 

updated School website, 

policies and annual staff 

surveys.  
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Action 
number 

Planned action Rationale Key outputs and milestones Timeframe Role holder(s) 
responsible 

Success criteria and 
outcome 

4.1:  Supporting and advancing careers 

4.1.1 School to monitor and 

record gender composition 

of selection and interview 

panels for academic 

appointments. 

Need to ensure a process to 
monitor and review the 
gender composition of panels, 
in order to ensure they reflect 
the candidates as far as 
gender 

School office able to report annually or as 
required on the gender diversity of selection 
and interview panels in respect of academic 
appointments 
 
In future extend the recording and monitoring 
to research and PSS positions 
 

Immediately 
 
Ongoing 

HoSA 

 

School Office 

Manager 

Production of report on 

composition of panels 

and deletion of records 

on a rolling 12 months 

post-appointment 

4.1.2 To have 80% compliancy for 

Unconscious Bias training, 

encouraging academic and 

academic related staff 

participating on interview 

panels to complete this 

training. 

 

Ensure all staff know that it is 
mandatory to complete 
unconscious bias training and 
why this is important. Aim is 
to achieve in depth change in 
attitude of all staff so that 
they appreciate and can 
modulate their unconscious 
biases regarding gender, race, 
disability, etc. 

Database documenting which staff have 
completed this and date with option to provide 
reminders as needed with input from Head of 
School if necessary. 

April 2018- 
March 2019 

Chair EDI 

Committee 

 

Director of Social 

Responsibility 

 

Head of School 

>50% staff completed by 

December 2018 

 

80% staff completed by 

April 2019 

4.1.3 Establish a timetable of 

regular formal induction 

sessions for new staff (at 

least 2 times per year) that 

signposts staff to Flexible 

Working policies. 

Need to ensure that new staff 
are fully aware of all policies 
and procedures in the School  

Induction sessions held for new staff two times 
per year. 
Circulation of papers to all staff so that they 
receive copies of policies and procedures. 

Ongoing HoSA 

 

HR 

Representative 

Return of the Induction 

checklist as monitored 

by HoSA 

Attendance of all new 

staff at School inductions 

4.1.4 Ensure promotion regularly 

considered in context of PDR 

Staff from some groups may 
be less likely to apply for 
promotion than others so it is 
essential that all staff are 
mentored and helped to apply 
for promotion when 
appropriate 

Report on PDR coverage including 
documentation that promotion covered in each 
case. 

Ongoing. Head of School 

 

Line Managers 

Improve profile of 

promotions across 

different groups e.g. 

more women in senior 

positions. 
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4.1.5 To review and modify the 

School’s internal promotions 

procedures to ensure that 

the all recommendations 

made support our principles 

for promoting equality, 

diversity and inclusion. 
a) Review composition of 
school promotions panel, to 
ensure adequate (at least 
proportional to staff 
composition) representation 
of women. 

b) Review and revise 

working practices of the 

promotions panel, such that 

it explicitly considers 

equality, diversity and 

inclusion issues in its 

decision making. 

At present, most positions on 
the School promotions 
committee are ex officio 
(Head of School, Directors of 
Research and of Teaching and 
Learning, line managers).  This 
group of people currently has 
underrepresentation of 
women, resulting in a similar 
bias on the committee.  The 
decision making of the panel 
is driven by rules set at 
University level, however 
there is a danger that local 
implementation places value 
on different types of activity 
(research vs teaching vs wider 
contribution) which result in 
bias in the promotions 
procedure. 

a) Changed selection procedure for 
appointment of members of the School 
promotions panel 
b) Changed working practices of the School 
promotions panel. 
 

a) Jan 2019, 
for next 
promotions 
round 
b) Jan 2019, 
for next 
promotions 
round 

Head of School; 

Members of 

School Leadership 

Team; Chair and 

members of the 

Equality Diversity 

and Inclusion 

committee; 

Director of Social 

Responsibility 

Better promotion 

success for women and 

minority staff, reviewed 

through annual 

promotion statistics 

Broader range of career 

profiles amongst staff 

put forward to Faculty 

for promotion. 

4.1.6 The Head of School to 

review the number of 

applications from female 

staff (and staff that haven’t 

been actively promoted in 

several years) to make sure 

they are being coached to 

apply. 

 

Ensure that female staff are 
being encouraged to apply for 
promotion and are being 
mentored effectively. 

Collection and analysis of data from 2018 
application round – both applications and 
successes. 

Annual Head of School 

and HR Lead 

Ensure that female staff 

are being encouraged to 

apply for promotion and 

are being mentored 

effectively 

4.1.7 Review of new RRE 

evaluation and integrated 

REF training processes. 

Feedback on the impact of 
new process on staff will be 
beneficial in refinement of the 
process for subsequent years. 

Survey and feedback activity at each research 
away day leading to refinement of process for 
subsequent year. 

Annual 
revision 

Output champion 

and Director of 

Research 

More reliable RRE grades 

with more fairly 

distributed effort and 

staff buy-in 



 

 
39 

4.1.8 Inform PDRA Staff of RRE 

Scores for their co-authored 

publications.   

PDRA staff are not currently 
informed as part of the RRE 
process. It will provide a 
valuable indicator for their 
skills training and ultimately 
career progression. 

Provision of data to PDRAs from this year 
onwards. 

This RRE 
cycle 
(between 
June 2018 
and Jan 
2019) 

Director of 

Research 

 

Research Support 

Manager  

Availability of RRE score 

data to all PDRAs  

4.1.9 Provide 4* Paper-writing 

training. 

PDRA staff are not routinely 
provided with paper training. 
Such training will directly 
benefit PDRAs in their skill 
attainment and career 
progression, but also the 
School in their output 
generation. 

Through initial involvement in Research Away 
Day 2018, PDRAs will get the same exposure to 
paper evaluation training and live consultation 
on "skills audit" to assess the training 
requirement. This will be flagged with line 
managers for discussion in PDRs and 
requirement will be subsequently followed up 
with appropriate training. 

  Ongoing Director of 

Research 

Line managers  

Training provided to 

PDRAs 

Action 
number 

Planned action Rationale Key outputs and milestones Timeframe Role holder(s) 
responsible 

Success criteria and 
outcome 

4.3 Career development: academic staff 

4.3.1 Develop a strategy for 

improving staff training for 

career development. 

The University of Manchester 
provides a wide range of 
professional development 
courses centrally.  Training for 
specific things is also provided 
locally at faculty or school 
level.  The annual P&DR’s 
include prompts to discuss 
training, however there is no 
formal mechanism for 
highlighting what is available, 
reviewing what training is 
appropriate or systematically 
recording what training has 
been undertaken. 

Skills audit designed for use in the preparation 
and execution of P&DRs- based on similar audits 
already used for UG and PG students.  This will 
be designed to guide staff at all levels in their 
careers (PDRA to Professor) in identifying 
available training that will be timely and 
beneficial to their career development. 
 
Implementation of skills audit, integrated in 
P&DR process 
 
Development of individual training records 
included in CVs. 
 

Developmen
t of skills 
audit: Sept 
2019 
 
Implementat
ion of skills 
audit: 
ongoing for 
future 
P&DRs 
 
Monitoring 
of impact – 
ongoing 
from 2020 
P&DR 

Head of School 

Research group 

leaders 

 

HR partner 

Increased number of 

training courses taken by 

staff 

 

Participant feedback 

collected from locally run 

training courses used in 

rolling review of process 

 

Feedback from staff 

collated from responses 

to staff surveys and 

Athena Swan surveys. 
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4.3.2 Review of P&DR data 

collection, form content and 

response process to variety 

in approaches to workload 

balance. 

Optimised data collection and 
archival will improve internal 
return and availability. More 
importantly, reflecting the 
diverse methods of load 
balancing in the form 
terminology will improve the 
process. 

Revised form will elicit more balanced P&DR 
meetings and subsequent response. 

Ongoing Head of School / 

Head of School 

Administrator 

 

Line managers 

More effective career 

development process, to 

be measured by 

respondent feedback 

4.3.3 

 

Review line management 

structure to improve 

support for career 

progression and load 

management and to provide 

new opportunities for staff 

to progress their careers. 

Line managers are currently 
selected from amongst 
leading researchers.  Line 
managers are not formally 
involved in managing of 
teaching or other activities.  
This can result in poor 
recognition of non-research 
based activities and fails to 
recognise alternative career 
pathways. 

Review of management structure of the school. 
 
 
Implementation of an alternative management 
structure. 

December 
2018 
 
Summer 
2019 

Head of School 

 

Members of SLT 

Satisfaction with the line 

management structure 

evidenced by responses 

to staff survey and 

Athena Swan survey 

4.3.4 Review of grant application 

support and ECR research 

mentoring process. 

Optimally enabling grant-
writing across staff in each 
group and providing ECR 
mentoring will improve 
opportunity and spread 
income-generation across 
SEES. 

Register of mentors / mentees. 
Recording of profile of grant applications and 
success rate by stage of career and gender. 

Ongoing Mentors and Line 

managers 

Improved balance of 

successful grant 

applications 

Action 
number 

Planned action Rationale Key outputs and milestones Timeframe Role holder(s) 
responsible 

Success criteria and 
outcome 

4.5  Flexible working and managing career breaks 

4.5.1 Add links regarding parental 

leave and flexible working 

policies to School intranet 

homepage to improve 

visibility. 

Paternity, adoption and 
parental leave policies and 
flexible working policies are 
not always clear and visible to 
staff, resulting in staff not 
being aware of what is 
available. 

 Find links to relevant policies 

 Publish on intranet homepage 

 Inform staff via the School Newsletter and 
email lists. 
 

September 
2018 
 

Head of School 
Administration 
 

 

Clear and easy to obtain 
guidance for staff, 
including line managers, 
on the parental leave 
and flexible working 
policies and procedures. 
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4.5.2 Create a written document 

that can be emailed to staff 

returning from such leave 

highlighting the University’s 

peer support group for staff 

returning from maternity / 

adoption leave. 

Support for those returning 
from parental leave is not 
always visible 

 Research University policies and summarise 
into a single document with links to full policies 

 Identify best practice by discussing with other 
Schools 

 Produce written document 

 Ensure this is provided to staff as part of their 
induction back 

 Encourage feedback from staff to measure 
effectiveness. 

September 
2018 
 

Head of School 

Administration 

A clearly written 
document outlining 
support on return from 
maternity / adoption 
leave. 

 

4.5.3 Line managers to provide a 

‘return to work’ briefing for 

staff returning from parental 

leave 

To ensure staff are fully up to 
date with any changes that 
have taken place while they 
were away, are introduced to 
new colleagues and feel 
welcomed back into the 
School 

 A shortened* version of the University 
induction checklist to be produced and placed 
on SharePoint 

 Managers informed of the requirement to run 
through this checklist and provide staff with a 
copy of the School induction book (plus 
research induction book for returning research 
staff) 
* since the full checklist includes information 
which is irrelevant for returning staff (e.g. 
providing bank details) 

December 
2018 

Head of School 
Administration 
 

 

Staff returning from 

parental leave feel 

welcome and fully 

integrated back into the 

School. To be measured 

through our next School 

survey and in the 

University Staff Survey 

free comments 

Action 
number 

Planned action Rationale Key outputs and milestones Timeframe Role holder(s) 
responsible 

Success criteria and 
outcome 

4.6: Organisation and culture 

4.6.1 Ensure that School is 

inclusive for all and provide 

opportunities for academic 

and administrative staff to 

mix informally. 

We wish to promote an 
inclusive and harmonious 
working environment 
 

 Arrange bi-monthly Head of School coffee 
mornings 

 Encourage staff to make use of the new Place to 
Have a Break 

 Encourage staff to set up social activity groups  

From 

2019/19 

academic 

year 

School Office 
Manager 
Head of School 
Head of School 
Administration 
  

Coffee mornings are well 
attended 
 
Staff have a variety of 

opportunities to socialise 

and network. Check in with 

staff that they know that 

they are welcome 
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4.6.2 Develop new workload 

model, taking into account 

different career paths and 

need for flexible working 

and giving full recognition to 

different types of 

contribution 

a. Audit current teaching, 

research and admin roles of 

academic staff in the school 

b. Undertake benchmarking 

exercise to determine 

typical loads across the 

school for different career 

stages (accounting for 

agreed part time of flexible 

work arrangements) and to 

identify staff with outlying 

loads 

c. Revise P&DR process, so 

that collection and 

verification of loads data are 

embedded for future years 

and that individual loads, 

relative to other colleagues 

at a similar career level, are 

discussed with line 

managers on an annual basis 

d. Embed workload data in the 

allocation process for 

centrally administered 

duties (allocation of tutorial 

At present, there is only a 

partial awareness by school 

management of the work 

undertaken by individual 

members of staff.  A great 

deal of the distribution of 

work depends on goodwill.  

This is probably a throwback 

to earlier times, when the 

department was much 

smaller.  As a result, there is a 

perception that certain people 

make a disproportionate 

contribution without 

recognition and that other 

staff, who participate less, are 

not challenged. Individuals 

generally do not know 

whether their contribution is 

appropriate.  Staff agreeing to 

do ‘goodwill’ work (especially 

open days/recruitment) are 

disproportionally female.  

Certain forms of contribution 

are not explicitly considered in 

promotions system.  

 

a) Completed database covering major staff roles 

and responsibilities 

b) Staff supplied with information about their own 

loads in relation to their peers 

c) PDR process operating using revised forms 

which incorporate explicit verification and 

discussion of load, in relation to career stage 

and aspirations for progression 

d) Establishment of work allocation system to 

annually review the allocation of 

responsibilities reflecting individual overall 

loads. 

e) Recognition and reward system in place, 

including e.g. personal emails from head of 

school, general messages highlighting 

exceptional contributions, prize-giving at staff 

away day etc. 

 

a) June 

2018, 

annually 

thereafter 

b) July 2018, 

annually 

thereafter 

c) Spring 

2019 

onwards 

d) Academic 

year 2019-20 

onwards 

e) 

September 

2018 

onwards 

 

Head of School; 

Director of 

Teaching and 

Learning, 

Director of 

Research, 

Director of 

School 

Administration, 

Director of 

Social 

Responsibility 

 

Reduced variation in 

overall loads for given 

career levels, reflected in 

changing distributions in 

annual workload data 

Broader involvement of 

staff in ‘goodwill’ activities, 

measured through 

changing workload data 

Number of staff recognised 

and rewarded, informally 

and formally, including use 

of data collected in 

promotion cases. 
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groups, project students, 

admissions day involvement 

etc.) 

e. Develop system for 

recognition and reward of 

exceptional contributions. 

4.6.3 To book committee 

meetings in the Summer for 

the year ahead, and agendas 

and reports to be circulated 

in advance. 

To ensure that departmental 

meetings are scheduled 

between 10am – 4pml. 

Agendas and reports to be 

circulated in advance so that 

those who are unable to 

attend can comment in 

advance.  

Diaries are coordinated in the Summer, by the 

Executive Assistant in conversation with 

HoS/HoSA and departmental leads. 

August 2018 

(and 

annually 

after this 

date) 

Head of School 

/  Head of 

School 

Administration 

Executive 

Assistant  

Feedback from Athena 

SWAN 2018 survey, 

regarding timing of 

meetings, to improve. 

4.6.4 To hold more social events 

between 10am – 4pm. 

According to the Athena 

SWAN 2014 and 2016 surveys, 

the number of female staff 

(particularly academic related) 

who find School social events 

welcoming to male and 

female staff members has 

decreased.  

Arrange the launch of the Brunswick Entrance 

and Foyer to be held at lunchtime. 

The Christmas Party to be held at lunch, or 

earlier in the afternoon. 

Head of School social drinks to start at 3pm.  

December 

2018 

Head of School 

/  Head of 

School 

Administration 

Athena SWAN 2018 survey 

statistics to improve. 

4.6.5 Information regarding 

mentoring-menteeing 

opportunities for staff, 

including the Manchester 

Gold Scheme, will be 

disseminated through 

mailing list and links posted 

on the staff website. 

To improve the visibility of 

female role models and allow 

for the development of staff. 

Information to be disseminated via mailing lists. 

Links to be put on School website. 

September 

2018 

Head of School 

Administration 

Increased number of 

female mentors in the 

School. Improved visibility 

of female role models. 


