Institution Application
Bronze and Silver Award

ATHENA SWAN BRONZE INSTITUTION AWARDS
Recognise a solid foundation for eliminating gender bias and developing an inclusive culture that
values all staff.
This includes:
= an assessment of gender equality in the institution, including quantitative (staff data) and
qualitative (policies, practices, systems and arrangements) evidence and identifying both
challenges and opportunities
= a four-year plan that builds on this assessment, information on activities that are already in place
and what has been learned from these
= the development of an organisational structure, including a self-assessment team, to carry
proposed actions forward

ATHENA SWAN SILVER INSTITUTION AWARDS
Recognise a significant record of activity and achievement by the institution in promoting gender
equality and in addressing challenges in different disciplines. Applications should focus on what has
improved since the Bronze institution award application, how the institution has built on the
achievements of award-winning departments, and what the institution is doing to help individual
departments apply for Athena SWAN awards.

COMPLETING THE FORM
DO NOT ATTEMPT TO COMPLETE THIS APPLICATION FORM WITHOUT READING THE
ATHENA SWAN AWARDS HANDBOOK.
This form should be used for applications for Bronze and Silver institution awards.
You should complete each section of the application applicable to the award level you are applying
for.
Additional areas for Silver applications are highlighted
throughout the form: 5.2, 5.4, 5.5(iv)

If you need to insert a landscape page in your application, please copy and paste the template
page at the end of the document, as per the instructions on that page. Please do not insert any
section breaks as to do so will disrupt the page numbers.

WORD COUNT
The overall word limit for applications are shown in the following table.
There are no specific word limits for the individual sections, and you may distribute words over
each of the sections as appropriate. At the end of every section, please state how many words you
have used in that section.
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We have provided the following recommended word counts as a guide.

Institution application
Word limit

Bronze
10,000

Silver
12,000

Recommended word count
1.Letter of endorsement

500

500

2.Description of the institution

500

500

3. Self-assessment process

1,000

1,000

4. Picture of the institution

2,000

5. Supporting and advancing women’s careers

5,000

6,000

6. Supporting trans people

500

500

7. Further information

500

500

3,000

Confirmation of additional 500 words for institutional applications plus an extra 1000 additional
words granted for the University of Manchester allowing a total of 13,500 words throughout the
document.
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Name of institution

The University of Manchester

Date of application

April 2018

Award Level

Silver

Date joined Athena SWAN

2008 (Bronze 2008, 2011, 2014)

Current award

Date: Nov 2014 (renewal)

Contact for application

Professor Aline Miller

Level: Bronze

Patrick Johnson

Email

Aline.miller@manchester.ac.uk
Patrick.johnson@manchester.ac.uk

Telephone

0161 3065781
0161 3068896

1. LETTER OF ENDORSEMENT FROM THE HEAD OF INSTITUTION
Recommended word count: Bronze: 500 words | Silver: 500 words
An accompanying letter of endorsement from the vice-chancellor or principal should be included. If
the vice-chancellor is soon to be succeeded, or has recently taken up the post, applicants should
include an additional short statement from the incoming vice-chancellor.
Note: Please insert the endorsement letter immediately after this cover page.
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2. DESCRIPTION OF THE INSTITUTION
Recommended word count: Bronze: 500 words | Silver: 500 words
Please provide a brief description of the institution, including any relevant contextual information.
(i)

information on where the institution is in the Athena SWAN process

The University has held an Athena SWAN (AS) Bronze Award since 2008 and our pledge to being
"an accessible organisation, committed to advancing equality and diversity", is one of our guiding
principles and values set out in Manchester 2020, the University’s Strategic Plan. Our University
wide AS Network (established 2016) for sharing best practise supports this and over the last four
years we have seen increasing numbers of women in senior leadership roles [24% in 2014; 32% in
2018 (see Section 5.6(iii), Tables 5.12 & 5.13)].
The University's 17 Schools are grouped into 3 Faculties; Engineering and Physical Science (FSE, 9
Schools), Biology, Medicine and Health (FBMH, 3 Schools) and Humanities (FHUM, 5 Schools). At
the time of submission the University holds 4 Silver (4 within FSE) and 8 Bronze (5 within FSE & 3
within FHUM) School level Awards. The remaining two Schools in FHUM are working towards
Bronze. Of note FBMH historically had six Schools holding AS awards (5 Silver and 1 Bronze) but
following a large-scale faculty restructure in 2016 these were consolidated into 3 new Schools who
have submitted interim applications this year to continue their AS Silver Award.
Since our last Bronze renewal in 2014 we have enhanced the governance and strategic oversight of
the University SAT as well as establishing a University Level Equality, Diversity and Inclusion (EDI)
Leadership Team, to take ownership and responsibility of implementing actions and monitoring
progress. Firmly embedding AS within the core of the University level management process has
provided the necessary framework to support School specific EDI action plans and to drive a
number of initiatives and policy changes including updating the flexible working policy (Section
5.5), enhancing researcher support (fixed-term contract, redeployment and extended access
scheme; Section 5.1) and our maternity returners scheme (Section 5.5(iii)).
Action 1: Progress the AS agenda across all Schools and embed further within the culture of the
institution. By 2021, all 17 Schools will hold AS Awards with all STEMM Schools holding a Silver
Award
(ii)

information on its teaching and its research focus

The University of Manchester is a research-intensive university with a strategic plan focusing on
three core goals: (i) world-class research, (ii) outstanding learning and student experience, and (iii)
social responsibility. Our leading status in the UK for research is evidenced by the Research
Exercise Framework (REF) 2014 where 83% of our activity was judged to be 'world-leading' or
'internationally excellent' across 25 disciplines, and in teaching through the award of a Silver
Teaching and Excellence Framework Award in 2017. Support for staff is exemplary with Academic
staff able to progress in their career through one of three pathways; teaching and research,
research only or teaching only with key criteria for promotion in each pathway clearly laid out (see
Section 5.1(iii)).
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(iii)

the number of staff. Present data for academic and professional and support staff separately

The University currently employs 4644 (41%F) Academic & Research Staff and 5529 (56%F)
Professional Support Services (PSS) staff, see Tables 1a & 1b. The majority (52%) of PSS staff are
within the Central PSS and Library & Cultural Institutes (50%F). Within STEMM subjects 39% of
Academic & Research Staff are female (total n=3405 from FSE and FBMH combined) compared to
45%F within AHSSBL (total n=1221). PSS staff profiles follow similar trends, with 60%F PSS staff in
STEMM (total n=1991), and 74%F within AHSSBL (total n=652). FBMH is the only Faculty which has
clinical Academic and Research Staff (18% n=414) of which 47% (193) are women. Across the
University 79% of staff work full-time (68% HESA2017). Table 1c shows that there is more parttime staff within PSS compared to Academic and Research [25% cf. 16% (32% cf. 33% HESA2017)].
There are higher proportions of women (29%) on part-time contracts than men (13%), which is in
line with national data (41%F part-time cf. 23%M HESA2017).
Table 1a: Academic and Research Staff split by gender across Faculties (2017)
Female

Male

Total

Count

%

Count

%

Count

%

21%

1163

79%

1475

100%

Science and Engineering
(FSE)

Count

312

%

17%

Biology, Medicine and
Health (FBMH)

Count

1029

%

55%

Humanities (FHUM)
AHSSBL

Count

544

%

29%

Staff within Faculty
Offices

Count

3

%

0%

All Academic & Research
Staff

Count

1888

%

100%

42%
53%

32%

901

47%

33%
45%

677

55%

1221

100%

26%

15

75%

1%
41%

100%

42%

25%
25%

1930

18

100%

0%

2756

59%

100%

4644

100%

100%

Table 1b: Professional Support Services (PSS) staff split by gender across Faculties (2017)
Female

Total

Count

%

Count

%

Count

%

46%

441

54%

814

100%

Science and Engineering
(FSE)

Count

373

%

12%

Biology, Medicine and
Health (FBMH)

Count

815

%

26%

Humanities (FHUM)
AHSSBL

Count

485

%

16%

Staff within Central PSS
and the Library & Cultural
Institutes

Count

1429

%

46%

Count

3102

%

100%

All PSS Staff

Male

18%
69%

362

15%
31%

15%
74%

167
1457

26%

2427
100%

652

100%

12%
50%

60%
56%

100%

21%

7%
50%

1177

2886

100%

52%
44%

5529

100%

100%
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Table 1c: Staff by mode and gender across the University (2017)
Female
Male
Total
Number
%*
%^
Number
%*
%^
Number
%*
Full-time
3558
71%
44%
4514
87%
56%
8072
79%
Part-time
1432
29%
68%
669
13%
32%
2101
21%
Total
4990
100%
49%
5183
100%
51%
10173
100%
Academic and Research Staff
Full-time
1482
78%
38%
2428
88%
62%
3910
84%
Part-time
406
22%
55%
328
12%
45%
734
16%
Total
1888
100%
40%
2756
100%
60%
4644
100%
Professional Support Staff
Full-time
2076
79%
50%
2086
92%
50%
4162
75%
Part-time
1026
21%
75%
341
8%
25%
1367
25%
Total
2617
100%
54%
2260
100%
46%
5529
100%
* within a gender, the percentage of staff in a mode (compare vertically)
^ within a mode, the percentage of staff who are female/male (compare horizontally)
(iv)

the total number of departments and total number of students

The University has 26,828 (53%F), 8876 (59%F) and 3893 (46%F) students who study
undergraduate (UG), postgraduate taught (PGT) and postgraduate research (PGR) programmes
respectively, giving a total of 39,597 (54%F) students, see Table 2. Women comprise the majority
of both part-time UG students (58%F) and part-time PGT students (57%F). Part-time PGR students
are evenly split between the genders (49%F, 51%M) and overall there is no gender difference
between male and female students working part-time (9%).
Table 2: Students by mode and gender across the University (2017)
Female
Male
Number
%*
%^
Number
%*
%^
Full-time
19217
91%
53%
16809
91%
47%
Part-time
2001
9%
56%
1570
9%
44%
Total
21218
100%
54%
18379
100%
46%

Total
Number
%*
36026
91%
3571
9%
39597
100%

Undergraduate Students
Full-time
14102
100%
Part-time
60
0%
Total
14162
100%

53%
58%
53%

12623
43
12666

100%
0%
100%

47%
42%
47%

26725
103
26828

100%
0%
100%

Postgraduate Taught Students
Full-time
3573
68%
Part-time
1705
32%
Total
5278
100%

61%
57%
59%

2319
1279
3598

64%
36%
100%

39%
43%
41%

5892
2984
8876

66%
34%
100%

Postgraduate Research Students
Full-time
1542
87%
45%
1867
88%
55%
3409
88%
Part-time
236
13%
49%
248
12%
51%
484
12%
Total
1778
100%
46%
2115
100%
54%
3893
100%
* within a gender, the percentage of students in a mode (compare vertically)
^ within a mode, the percentage of students who are female/male (compare horizontally)
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Figure 1a: Current undergraduate student profile by gender within the University 17 Schools.

Figure 1b: Current postgraduate taught student profile by gender within the University 17 Schools.

Figure 1c: Current postgraduate research student profile by gender in the University 17 Schools.
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From Figures 1a-c: The majority of students reside with FHUM (FHUM: 16545; FSE: 11864; FBMH:
11188). FBMH has the highest proportion of female students at all levels (66%F FBMH; 59%F
FHUM; 33%F FSE). Across the Faculties there is only a slight decline in the proportion of female
students as they move through UG to PGT to PGR (FHUM: 58%F UG, 63%F PGT, 55%F PGR; FBMH:
67%F UG, 66%F PGT, 64%F PGR; FSE: 31%F UG, 45%F PGT, 31% PGR).
(v)

list and sizes of science, technology, engineering, maths and medicine (STEMM) and arts,
humanities, social science, business and law (AHSSBL) departments. Present data for
academic and support staff separately

Figure 2a: Current academic & Research Staff profile split by female/male within the University 17
Schools and Institutes (CRUK and Interdisciplinary).
Note that the University Total also includes 3F & 15M staff within the Faculty Offices, Office of the President
and Vice Chancellor, Development and Alumni Relations, and Cultural Centres who are not captured in the
Schools/Institutes.

The majority of Academic and Research Staff reside within FBMH (FBMH: 1930; FSE: 1475; FHUM:
1221 - Figure 2a and Table 1a). FBMH also has the highest proportion of female Academic and
Research Staff (FBMH: 55%F; FHUM: 45%F; FSE: 21%F). Across Schools the areas of Maths and
Electronic and Electrical Engineering (EEE) are particularly low at 9%F and 10%F respectively.
Turnover of senior staff however is slow for both Schools and, historically, these posts are held by
men. Both Schools now use search committees for new academic posts (in line with good practice
shared from Silver AS Schools).
Action 2: Identify trends in staff profiles across the different Schools and explore what support
UoM can give to FSE Schools, in particular Maths and EEE to increase the % of Female staff
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Figure 2b: Current professional support services staff profile split by female/male within the
University
Comparing the three Faculties FHUM has the highest proportion of female PSS staff (74%F FHUM;
69%F FBMH; 46%F FSE). Across the Schools the areas of Physics & Astronomy, Directorate of
Estates & Facilities, and Directorate of IT are low at 28%F, 23%F and 23%F respectively (Figure 2b).
Action 3: Look at PSS staff profiles by occupancy and set targets for each area

Section 2: 694 words
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3. THE SELF-ASSESSMENT PROCESS
Recommended word count: Bronze: 1000 words | Silver: 1000 words
Describe the self-assessment process. This should include:
(vi)

a description of the self-assessment team

The University Self-Assessment Team (SAT) has been continually reviewed and re-invigorated and
represents all levels of Academic staff [representation from both STEMM (11F, 2M) and AHSSBL
(3F, 2M)] and PSS staff (8F, 2M) as well as two students (1F, 1M). Seven of the 24 members served
on the 2014 renewal SAT (2 of these from the original 2008 SAT) bringing both experience and
continuity to the self-assessment process. Male representation has doubled from 3 to 6 members
(25%M cf. 21%M in 2014), BAME representation has increased from 2 to 5 members (21%BAME cf.
14%BAME in 2014) and we now have representation from key University stakeholders and
policymakers [Vice-Presidents (Social Responsibility and Research)]. In 2016 we issued a Universitywide call for volunteers. Those not receiving a position on the SAT were invited to an open
discussion to have a voice on key issues and current initiatives. We also ran a series of focus groups
and surveys with students and staff as well as participating in University wide activities such as the
Research Staff conference, International Women Day events and Faculty Away Days (for further
activities see Section 5).
The members of the SAT bring a variety of work-life experiences and are active AS Champions
sharing values across the University and working alongside local Faculty and School SATs (see
Figure 3.1). Our AS Academic and PSS leads within each School are instrumental in disseminating
University-wide information and implementing change in their area. We also identified individual
Champions within seven key areas, see Table 3.1, and our cross-University AS Network provides an
overview of activity, as well as necessary framework to bring together good practise, issues and
areas for improvement. For example following feedback that responsibilities and time allocation to
AS varies considerably between Schools, ‘Role Descriptions’ were drafted and a recommendation
to include universal time allocations in Work-Load Allocation Models has been submitted to the
EDI Leadership Team (awaiting approval in May 2018).
Actions
4: To continue to work towards a more M to F balanced SAT
5: Introduce a formal Role Description and time allocation for the Chair of the University SAT,
Chairs of individual School SATS and also members/Champions of SATS at all levels
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Table 3.1: Members and their role within the University AS Self-Assessment Team

Name
Role on SAT (* indicates continued on SAT from previous application)
Position at University
Personal experience
Rashida Bibi (F)
AHSSBL Student Representative
Postgraduate Research Student in Humanities
Thesis on mature BSA Muslim women in Higher Education. GTA (Sociology).
As carer for elderly mother, benefits from flexible working
Professor Isobel Braidman (F) *
Previous Chair of Silver Athena SWAN STEMM School
Professor in FBMH
Academic Lead for Portfolio/Advisors for medical students

Dr Silke Conen (F)
Early Career Researcher Representative
Postdoctoral Research Associate in FBMH
Research Staff representative, Harassment Support Advisor and STEM
ambassador. Experience of being on fixed term contracts.
Dr Rachel Cowen (F) *
Athena SWAN Research Staff Lead
Senior Lecturer (Academic & Researcher Development) in FBMH
University Research Staff Development Working Group. Faculty E&D
Committee. Dual-Career marriage, two children, part-time/flexible-working.
Athena SWAN panellist, Aurora Role Model
Gemma Dale (F)
HR Representative
University Policy Manager

Professor Colette Fagan (F) *
Professor in Humanities / Vice President for Research
Elected member of the University Board of Governors
Former Deputy Dean and Vice-Dean for Research (Humanities) & School
Research Director. Previously Co-Director of the European Work and Employment
Research Centre
Denise Fieldhouse (F)
Athena SWAN panel member with a focus on learning and development.
Learning and Development Partner
Aurora Champion, Coordinator for Peer support Group for staff returning
from Maternity, Paternity and Adoption Leave.
Dr Lynne Hampson (F)
Athena SWAN Academic Staff Lead and Chair of STEMM School SAT
Reader in FBMH, Realising Opportunities UoM Academic STEMM Lead and
national Moderator (Widening Participation).
Experienced ECU AS Panellist/Chair
Dual Career marriage. Experience of working/studying as a single parent
Benefits from flexible working arrangements.
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Professor Sarah Heath (F)
Athena SWAN Student Lead
Professor in FSE. Director of Education
Former Faculty Assistant Vice-Dean Social Responsibility

Professor Helge Hoel (M)
Chair of School Athena SWAN SAT
Professor in Humanities
Director of the University’s Fairness at Work Research Centre
Conducted first nationwide survey of workplace bullying in Great Britain

Dr Alison Howarth (F)
PSS Representative
Head of School Operations in FBMH

Jason Hui (M)
Student Representative
Postgraduate Research Student

Dr Mark Hughes (M) *
Chair of Silver Athena SWAN STEMM School
Senior Lecturer in FSE
Chair of the Institute of Physics Diversity & Inclusion Committee and on
Athena Forum.
Has two daughters and flexible-working plan.
Patrick Johnson (M) *
ED&I representative
Head of Equality, Diversity and Inclusion
REF Equality and Diversity Panel Member and ECU board member
Strategic oversight of EDI agenda
Married with two children – dual career family
Sarah March (F)
Athena SWAN HR Lead
Head of Faculty HR, FSE
Also lead for Staff Engagement and Wellbeing and member of Faculty EDI
Committee.
Professor Aline Miller (F) *
Chair of University SAT/Founder and Chair of AS Network
Elected Member of Senate. Director of Research (School of Chemical
Engineering) and co-founder of a start-up company.
Leads on the University’s E&D Strategy on gender equality.
Dual Career marriage with three school-age children (8, 10 and 12).
Benefits from flexible working arrangements. Husband also Professor.
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Dr Sarah Mohammad-Qureshi (F)
University Charter Marks’ Coordinator (Athena SWAN and Race Equality
Charter)/Equality, Diversity and Inclusion Advisor
Centrally funded PSS
Ex-STEMM researcher/ex-Researcher Development Officer. Married, two
children, carer for Mother. Experience of fixed-term contracts, maternity
leave and flexible FT working
Dr Rosa Parisi (F)
Early Career Research Representative and Athena SWAN Survey Co-Lead
Postdoctoral Research Associate in FBMH

Dr Hema Radhakrishnan (F)
Athena SWAN Mentoring Lead
Senior Lecturer in FBMH
Faculty Associate Dean for Social Responsibility/E&D Committee Chair.
Member of EDI Leadership Team. Dual-Career marriage, two children (4 & 7).
Dr Helen Ryder (F) *
PSS Representative
Project and Grants Manager in FSE
Ex-UoM student/STEMM researcher. Past multiple fixed-term contracts
(ten-years) now permanent PSS. Recent maternity leave/shared parental leave
with husband (externally employed).
Dr Ben Spencer (M)
Athena SWAN PSS Lead
Experimental Officer in FSE
Passionate about staff development, having traversed several short-term
PDRA contracts, now working as an Experimental Officer
Dr Jill Stocks (F)
Athena SWAN Survey Lead
Core Research Fellow when joined SAT, now Lecturer in FBMH
Daphne Jackson Fellowship, post-career break (2004). DJF Mentor.
Dual-career family, three school-age children, carer for parents.
Consecutive fixed-term contracts, flexible-working.
Dr Abigail Tazzyman (F)
Early Career Researcher Representative
Postdoctoral Research Associate in Humanities
Fixed-term contract researcher
Co-lead of the University Early Career Women’s Network.
Member of AMBS E&D Committee.
Professor James Thomson (M)
Vice-President for Social Responsibility
Chair Race Equality Charter Self-Assessment Team
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(vii)

an account of the self-assessment process

The SAT meets 3-5 times per year to review progress against our Bronze Action Plan and to
develop proposed pathways for further action. Meetings days and times are varied to
accommodate different working patterns. Several key areas for AS were identified and SAT
members volunteered to take on the following lead roles in the self-assessment process:
Academic; Research Staff; Student; PSS; Mentoring; Staff Survey. Their remit is to:
• Work to identify and deepen understanding of any underlying gender or trans related
inequalities within the University in Champion area.
• Raise awareness and ensure the University implements fair and transparent best practice
on gender or trans issues within Champion area.
• Identify current good practise and recommend remedial action or strategic policy
development if required to the University SAT.
AS is firmly embedded into the University Structure, as set out in Figure 3.1.

General Assembly

Board of Governors

Audit
Commi;ee

Finance
Commi;ee

Senate

Remunera>on
Commi;ee

Staﬃng
Commi;ee

Nomina>ons
Commi;ee

Planning and
Resources
Commi;ee

Research
Compliance
Commi;ee
Finance SubCommi;ee

UoM Athena SWAN
Network

Science and
Engineering
E&D Commi;ee

Capital
Planning SubCommi;ee

Athena SWAN
SAT

HR SubCommi;ee

EDI Leadership
Team

Humani>es
E&D Commi;ee

Risk & Emergency
Management
Group
Change and IT
Projects SubCommi;ee

Race Charter
Commi;ee

Biology, Medicine
and Health
E&D Commi;ee

School level SATs

Figure 3.1: Schematic of the management structure within the University of Manchester (with
focus on the communication and reporting channels for AS activities)
We have created clear reporting and communication channels to both Senior Management and
directly to Faculties and individual Schools; AS is now a standing item on the agenda of the twiceyearly meetings of the University HR sub-committee
for E&D, chaired by the Associate ViceIndividual Schools SATS
President for Social Responsibility and attended by the Deputy President, the Registrar, the
Director of HR, the Deans and representatives from the E&D team. Critically, the Chair of the AS
SAT is now a member of this meeting and reports on actions ensuring that AS has a voice at the
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highest level. The Board of Governors also receives an annual update on progress on E&D matters,
including AS.
The EDI agenda is further enhanced through the newly formed University level EDI Leadership
Team that provides a more coherent, efficient and effective reporting framework across the
institution through the monitoring of University actions and the development and sharing of good
practice. The AS Co-ordinator is also a member of this team to ensure sharing and dissemination of
information.
Further communication is facilitated directly through the three new Faculty level E&D committees
(established 2015). Members of this committee include all School AS Champions and/or E&D
Directors and there are numerous members of the University AS SAT who also have membership
of one of the Faculty EDI Committees. The University’s fully funded AS Co-ordinator also attends all
School and Faculty SATs/E&D committees and ensures that best practice is shared and fed back to
the University.
Moreover, to ensure direct communication between University and individual School level SATs we
established an institution wide AS Network in 2016. The Network is co-ordinated by the AS SAT
Chair and its members include one Academic and one PSS AS Champion from every School across
the University. The aims of this Network are:
1. To provide an open, inclusive forum for the exchange of information, good practice and
innovative ideas in relation to all aspects of gender equality.
2. To help raise the profile of AS and gender equality across the whole University.
3. To receive data and reports from the Chair of the AS Self-Assessment Team and other
relevant post- holders and services within the University.
4. To invite speakers and presentations from both internal and external to the University.
This forum meets 3 times per year and sessions thus far have focused on informing and developing
the Silver Action Plan; identifying areas/issues where a University-wide approach could be taken,
and providing invaluable evidence of impact of the University’s AS ethos and actions on Schools
and Institutes, and also on individuals. Through this Network we also invited Professor Paul Walton
(University of York, AS Gold School Lead) to speak at the University’s AS Networking Event and to
participate in breakout discussions.
Further consultation was achieved through specific focus groups held in July 2016 and October
2017 with early career researchers (PGR students and Research Staff), in Dec 2017 with Senior
Research Fellows and 2 groups held in May 2017 with PSS Staff from all grades across the
University. Each School holding an award has also completed a centrally developed, specific AS
survey; in addition, a University-wide Staff Survey was conducted in Spring 2015 and 2017 and
completed by 71% (75%F, 64%M) and 72% (80%F and 67%M) of staff respectively. Findings from
these consultation channels have fed into this submission.
The University’s contribution to the AS process extends beyond Manchester with:
•

•

Active involvement in the regional AS Network e.g. The University’s EDI Advisor and Charter
Marks’ Coordinator both regularly attend and share good practice at the ECU’s North West
Equal Opportunities and AS Networks
Hosting and attending AS-related conferences e.g. the University hosted the Researchers14
(Nov 2017 Pg97) and The University’s Research Staff Association invited Ruth Gilligan (ECU) to
present at the ‘Rethinking Research Funding ‘ event as part of the University’s Policy Week
(Nov 2015).
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•

•

•

Invitations to present at national/international workshops e.g. University of Limerick
(Ireland), SKA Research Institute at Jodrell bank (UK) and the Commonwealth Scientific and
Industrial Research Organisation (Australia).
Membership of external advisory committees; Our Head of EDI sits on the Wellcome Trust
Diversity and Inclusion Strategic Advisory Committee and we have worked in partnership with
the Trust to host a workshop/focus group with researchers from underrepresented groups to
understand inequalities in the grant application process (July 2016). From this we made
recommendations to both the Trust and the University’s grants policy and practice team to
support positive outcomes for women, BAME and disabled staff.
Recognised as a beacon of good practice; e.g. being one of three exemplary case studies in the
Working Families’ 2017 webinar ‘Flexible and Family Friendly Working for Universities as
Employers’, and Our ‘We Get it’ campaign against bullying and harassment, ‘Where Do You
Draw the Line?’ harassment prevention model, Researcher Parent Peer Support Group, and
our CHERIL-funded ‘What Makes an Inclusive Learning Environment’ Project were all selected
for inclusion in the 2017 report to HEFCE by the ECU ‘Findings: Sector-leading and innovative
practice in advancing equality and diversity’.

Figure 3.2: AS University activities (a) Manchester Researcher14 Meeting: Addressing Inequalities
for Research Staff 2017; (b) ‘Rethinking Research Funding’: University of Manchester Policy Week
2015
(viii) plans for the future of the self-assessment team
The membership of the University SAT will be reviewed annually to ensure it is inclusive and
continues to benefit from a balance of experience and new ideas. A targeted University wide call
for volunteers will be made to fill new positions. The SAT will continue to meet 3-5 times per year
to review progress and impact of the University AS Action plan and report twice a year to the HRSub Committee. The AS Network will hold 3 meetings per year to ensure that good practice is
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disseminated effectively and adopted across the institution. To ensure consolidation and
continued expansion of the impact of AS across the University the Chair of the AS SAT will take on
a 0.2 FTE Director of AS role within the University, and work alongside the E&D team, to provide a
central source of support and guidance. One area for future focus is the development of a coordinated external engagement and communication strategy. This, in addition to the AS SAT and
Network, will work to implement the institution Action Plan and continue to support our Schools
as they implement their own Action Plans and work towards the next level; we aim for all STEMM
Schools to hold Silver Awards and all AHSSBL Schools to hold Bronze within the next 3 years.

Section 3: 1345 words
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4. A PICTURE OF THE INSTITUTION
Recommended word count: Bronze: 2000 words | Silver: 3000 words
4.1.
(i)

Academic and Research Staff data
Academic and Research Staff by grade and gender
Look at the career pipeline across the whole institution and between STEMM and AHSSBL
subjects. Comment on and explain any differences between women and men, and any
differences between STEMM and AHSSBL subjects. Identify any issues in the pipeline at
particular grades/levels.

Analysis of our data for Academic and Research Staff at University level shows there is a loss of
women at the later stages of the career pipeline in line with the national picture. We maintain
40%F staff until Senior Lecturer (SL) when there is a significant drop off (11%) to Reader and a
further 5% drop to Professor. Current data (Table 4.1) shows that our female professoriate is
slightly below the national average (24% cf. 25% HESA 2017). However, we have a large
professoriate nearly double the national average (13.7% male professors cf. 7.5% HESA 2017 and
4.4% female professors cf. 2.4% HESA 2017).
Over the last four years we have seen an increase in the proportion of women at SL (36% to 40%)
and Professor (22% to 24%). We believe that this encouraging upward trend and more generally
our large numbers of Professors is attributable to the initiatives we have put in place to support
the academic promotions for men and women e.g. review of promotion criteria, Promotion
Champions and training, and raising the visibility of female role models (see Section 5).
“The policies have really enabled me to excel as a leader in
teaching and learning. It has enabled me to see a clear
career path and structure and has presented me with
opportunities that I have strategically taken whilst ensuring
a good work life balance as a dyslexic, working mum of two
primary school children who also have dyslexia”
Prof Judy Williams, Deputy Associate Dean for Academic
Staff Development, FBMH, (Academic Teaching) –
Promoted to Professor in 2016
We note that the Reader level remains static and we would like to see long term parity at all levels.
We will therefore continue to encourage female academics (particularly at SL) to progress along
the pipeline through existing support mechanisms.
Action 6: 1% increase year on year in the % of female academic staff at all grades
The majority (79%) of Research Staff are Research Associates and the proportion of women rises as
they move along the research pathway from 46%F (Associate) to 56%F (Senior Research Fellow),
see Table 4.1. We have been proactive in raising awareness of the Research Staff promotion
criteria and process (which is a unique opportunity for Manchester Research Staff compared to
other research intensive institutions).
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Analysis of the Senior Fellow (SF) data (Figure 4.3b) highlights that the large percentage increase
(38%F to 56%F) in female SFs is attributable to male SFs who have recently left the institution. We
are concerned about the low numbers of SFs as only 1.4% of Research Staff are at this level. A
recent significant investment was made to address this with the launch of our Presidential
Fellowship Scheme (100 fellows to be recruited in 2018, Figure 4.1) and fellowship support (see
Section 5.3(i)).

Figure 4.1 Screenshot of the recruitment website for the Presidential Fellows Call 2018
Actions
7: Build on the very successful Faculty Fellowship Academy and Deans Prize fellowship schemes
and support for Fellows through the University’s New Academics Programmes and implement a
University fellowship scheme to nurture talented Research Staff and attract the very best
national and international researchers
8: Measure the number of successful internal and external fellowship awards annually over 3
years to see if we are nurturing talent from within
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Figure 4.2: Academic & Research Staff pipeline split by female/male (2017).

Table 4.1: Proportion of academic and Research Staff split by gender and job type (2017)
Job Type
Professor
Reader
Senior Lecturer
Lecturer

Female
Number
%*
206
11%
45
2%
259
14%
456
24%

%^
24%
29%
40%
44%

Male
Number
%*
637
23%
111
4%
381
14%
575
21%

%^
76%
71%
60%
56%

Total
Number
%*
843
18%
156
3%
640
14%
1031
22%

Senior Research Fellow
15
1%
56%
12
0%
44%
27
Research Fellow
187
10%
47%
209
8%
53%
396
Research Associate
720
38%
46%
831
30% 54%
1551
Total Academic &
1888
100%
47%
2756
100% 53%
4644
Research Staff
* within a gender, the percentage of staff in each job type (compare vertically)
^ within a job type, the percentage of staff who are female/male (compare horizontally)

1%
9%
33%
100%
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Figure 4.3a: Historical data for academic staff per job type across the University (2014-2017)

Figure 4.3b: Historical data for Research Staff per job type across the University (2014-2017)

24

Historical data for STEMM (Figure 4.5a) shows the same year on year trend as for the University as
a whole. It is a similar picture in AHSSBL (Figures 4.4b & 4.5b) with the exception of Reader where
there is a reduction of 6% (however the numbers are very small <10). Encouragingly in AHSSBL
there has been an increase in female Research Staff (particularly at Associate level) in the last year
(Figure 4.5d).

Figure 4.4a: STEMM academic & Research Staff pipeline split by female/male (2017).
STEMM incorporates both FSE and FBMH. List of Schools and Institutes contained in Figure 1a

Figure 4.4b: AHSSBL academic & Research Staff pipeline split by female/male (2017).
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Figure 4.5a: Historical data for female academic STEMM staff per job type across the University

Figure 4.5b: Historical data for female academic AHSSBL staff per job type across the University
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FSE & FBMH (STEMM) - Proporkon of female staﬀ per Research level
(2014-2017)
70%

59%

60%
50%

42%

42%

44%

619

666

698

669

149

141

11
11

12

124

13

30%
20%

45% 45% 45%

35% 34%

109

40%

44% 44% 46%

10%
0%
Senior Research Fellow

Research Fellow
2014

2015

2016

Research Associate
2017

Figure 4.5c: Historical data for female research STEMM staff per job type across the University

FHUM (AHSSBL) - Proporkon of female staﬀ per Research level
(2014-2017)
80%

68%

67% 67%
61%

60%

2

20%

38

101

20

3

26

30%

76

4

4

40%

75

43%

40%

34

50%

61%

54% 55%

52%

50%

64%

47

70%

10%
0%
Senior Research Fellow

Research Fellow
2014

2015

2016

Research Associate
2017

Figure 4.5d: Historical data for female research AHSSBL staff per job type across the University
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Intersectionality
There are 848 (19%) BAME Academic and Research Staff at the University, (Table 4.2) compared to
the national average of 14% (HESA2017). 49% are Research Associates and 22% are Lecturers
(bolded column). Of the Professoriate 9% are BAME (2%F), which is the same as the national
average (9% BAME, 2%F BAME HESA2017). The career trajectory for male BAME academic staff
follows the same pattern as that seen for white males and females (decreasing numbers until
Reader level and then a rise in the number at Professor level). We do see a slight rise from Reader
to Professor for female BAME academics but this is significantly lower (2 fold increase compared to
4 fold for male BAME professors and 5 and 6 fold increase for white female and male professors
respectively).
Table 4.2: Academic and Research Staff split by gender and ethnicity (2017)
BAME

2017

Total

Count

%*

%^

Count

%*

%^

Count

%*

Female

15

2%

7%

188

5%

93%

203

5%

Male

59

7%

9%

571

16%

91%

630

14%

Female

7

1%

17%

35

1%

83%

42

1%

Male

14

2%

13%

95

3%

87%

109

2%

Female

20

2%

8%

238

7%

92%

258

6%

Male

57

7%

15%

319

9%

85%

376

8%

Female

75

9%

17%

368

10%

83%

443

10%

Male

109

13%

20%

445

12%

80%

554

12%

Senior
Research
Fellow

Female

2

0%

13%

13

0%

87%

15

0%

Male

1

0%

10%

9

0%

90%

10

0%

Research
Fellow

Female

35

4%

20%

144

4%

80%

179

4%

Male

42

5%

22%

152

4%

78%

194

4%

Research
Associate

Female

158

19%

23%

541

15%

77%

699

16%

Male

254

30%

32%

528

14%

68%

782

17%

848

100%

19%

3646

100%

81%

4494

100%

Professor
Reader
Academic and Research Staff

White

Senior
Lecturer
Lecturer

Total

Note: 150 (3%) staff with missing Ethnicity data have been removed from the table.

We are a national sponsor for the StellaHE, executive development programme for Diverse (BAME)
staff aspiring to leadership positions. Now in its sixth year we have had six female staff (Academics
and PSS) completing the Institute of Leadership and Management accredited programme
(endorsed by HEFCE). We are also hosting the launch of the Stella HE national network in June
2018.
Three female BAME staff have also attended the Aurora Women in Leadership programme (see
Section 5.3(iii)) and we are one of the first recipients of a Race Charter Mark Bronze Award (only
nine held nationally). We have ensured cross over between the AS SAT and the Charter Mark SAT
with the Vice President for Social Responsibility, the AS co-ordinator and another two overlapping
members on both committees, and have aligned action plans.
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Applications from BAME colleagues to engage with our Manchester Gold mentoring scheme are
encouraged by using positive action statements (currently only 11% of BAME registrants engaged
in the last year). We also have senior leadership agreement to go beyond mentoring and adopt
informal sponsorship for women and BAME staff to enhance the networks of minority groups and
to advocate for them raising their profile and supporting their career advancement. The ECU
diversifying leadership - sponsor toolkit is being adopted for launch in 2018/19.

Figure 4.6: StellarHE launch event at Manchester Meeting Place Nov 2017
“I must confess to approaching StellarHE with a degree of scepticism
based on my experience of previous BAME leadership programmes.
My doubts were soon allayed by the team’s approach and the
programme content. Most importantly, StellarHE provides the safe
space to talk about diversity and difference, specifically addressing
racism and discrimination in the academy, which is so often the
‘elephant in the room’. Dr Dawn Edge, Senior Lecturer and University
of Manchester's Academic Lead for

Actions (all linked to Race Equality Charter Action Plan)
9: Feed the pipeline and increase female BAME professors
10: Increase the number of BAME staff engaging with Manchester Gold as mentors and mentees
11: Launch informal sponsorship programme by 2018/19
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(ii)

Academic and Research Staff on fixed-term, open-ended/permanent and zero-hour
contracts by gender

Comment on the proportions of men and women on these contracts. Comment on what is being
done to ensure continuity of employment and to address any other issues, including redeployment
schemes.
The University does not use zero hours contracts. We have two contract types, permanent and
fixed term contract (FTC). Overall, a higher proportion of male staff are on permanent contracts
than female staff [57% cf. 45% (67%M cf. 64%F HESA2017)], Table 4.3. Over the last four years
(Figure 4.5) we note a slight increase of 2% in FTC for women [44% to 46%F (48% HESA2017)] and
just 1% in permanent contracts for women [35% to 36%F (44%F HESA2017)]. We closely monitor
FTC and outcome data through our staffing committee and contracts working group and 84% of
staff on FTC have their contract extended due to refunding or are redeployed.
Action 12: Continue to monitor FTC and outcomes data
Table 4.3: Academic & Research Staff by contract type and gender
Female

Male

Total

Number

%*

%^

Number

%*

%^

Number

%*

Fixed Term

1029

55%

46%

1197

43%

54%

2226

48%

Permanent

857

45%

36%

1557

57%

64%

2414

52%

Total Academic &
1888
100% 41%
2756
100% 59%
4640
100%
Research Staff#
* within a gender, the percentage of staff in each job type (compare vertically)
^ within a job type, the percentage of staff who are female/male (compare horizontally)
# Also includes the 4 staff (2F, 2M) currently on secondment

2016

2017

1557% (64%)

1557 (65%)

857 (36%)

2015

839 (35%)

2014

811 (34%)

1029 (46%)

10%

1022 (46%)

20%

1025 (46%)

30%

937 (44%)

40%

790 (35%)

50%

1541 (66%)

60%

1493 (65%)

70%

1197 (54%)

80%

1183 (56%)

90%

1199 (54%)

100%

1217 (54%)

Proporkon of academic and research staﬀ per contract type
(2014-2017)

2014

2015

2016

2017

0%
Fixed Term

female

male

Permanent

Figure 4.5: Historical data for academic and Research Staff per contract type across the University.
Note that the above data excludes any staff on secondment (total n<5 each year).
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= Further analysis has been completed for Academic and Research Staff separately
Table 4.4a: Proportion of male/female academic staff split by job and contract type (2017)
Fixed-term

Job Type & Gender
Female
Professor
Male
Professor Total
Female
Reader
Male
Reader Total

Senior
Lecturer

Female
Male

Senior Lecturer Total
Female
Lecturer
Male
Lecturer Total
All Academic Staff*

Permanent

Total*

Count

%

Count

%

Count

%

Count

10

5%

194

94%

206

100%

%

3%

Count

73

%

21%

Count

83

%

24%

Count

3

%

1%

Count

2

%

1%

Count

5

%

1%

Count

14

%

4%

Count

15

%

4%

Count

29

%

8%

Count

117

%

34%

Count

108

%

32%

Count

225

%

66%

Count

342

%

100%

8%
11%

563

8%
88%

24%
10%

757

42

90%

109

93%

151

98%

245

97%

366

95%

611

96%

339

95%

466

74%

805

81%

2324
100%

259

100%

381

100%

640

100%

456

100%

575

100%

22%
78%

35%
18%

100%

17%

20%
22%

156

24%

15%
19%

100%

14%

26%
26%

111

10%

16%
5%

100%

6%

11%
4%

45

4%

6%
5%

100%

2%

5%
3%

843
32%

2%
2%

100%

24%

33%
7%

637

1031

100%

39%
82%

2670

100%

100%

* Includes the 4 staff (2F Professors, 1M Professor, 1M Lecturer) currently on secondment
The majority (90%, 97% and 95%, Professor, Reader and SL respectively) of senior academic staff
are on permanent contracts – see bolded column Table 4.4a. Unexpectedly we note there is
double the % of male Professors on FTC than female Professors (11%M cf. 5%F FTC Professors).
Further investigation shows that these are strategic time-limited appointments and reflects the use
of honorary contracts and visiting professor status. For Lecturers there is a reduction in permanent
staff to 78% with a greater proportion of female Lecturers on fixed-term contracts compared to
males (26%F cf. 19%M).
Action 13: Investigate the gender disparity at Lecturer level gathering contracts data across all
Schools
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Table 4.4b: Proportion of male/female Research Staff split by job and contract type (2017)
Fixed-term

Job Type & Gender

Female
Research
Associate
Male

Research Associate Total

Female
Research Fellow
Male

Research Fellow Total

Female
Senior Research
Fellow
Male

Senior Research Fellow Total

All Research Staff

Permanent

Total

Count

%

Count

%

Count

%

Count

696

97%

24

3%

720

100%

%

37%

Count

806

%

43%

Count

1502

%

80%

Count

178

%

9%

Count

188

%

10%

Count

366

%

19%

Count

11

%

1%

Count

5

%

0%

Count

16

%

1%

Count

1884

%

100%

27%
97%

25

36%
3%

28%
97%

49

9

3%

21

5%

30

10%

4

8%

7

27%

11

58%

90
100%

100%

396

100%

15

100%

12

100%

1%
41%

12%
95%

209

1%

8%
59%

100%

20%

4%
42%

187

11%

33%
73%

100%

9%

23%
92%

1551
79%

10%
90%

100%

42%

54%
95%

831

27

100%

1%
5%

1974

100%

100%

97% of Research Associates are on a fixed term contract (FTC) (Table 4.4b) and there is gender
parity. Encouragingly increasing percentages of Research Staff are on permanent contracts as they
move along the research pathway [3% to 8% to 41% (Associate, Fellow, SF)] but we see at SRF 73%
of women compared to 42% of men are still on FTC. Of note, there is slow sector wide progress in
the reduction in use of FTCs, which from national CROS 2017 data stands at 72%. We recognise
that our FTC figures are significantly higher (95%) at pre-2009 sector wide figures.
We have a sector leading open-ended contracts policy that carries additional benefits for staff
having had 4 years or more continuous service. In addition to the statutory notice period of 3
months, this includes an extra 3 months’ salary (after external grant funding has ceased) to provide
an opportunity for staff to develop their careers in between contracts e.g. undertake specific
training, job shadowing. They also benefit from a generous redeployment scheme (being
registered for a further 6 months) to bridge gaps between funding.
All staff on FTC are offered a meeting to discuss end of contract support with their line manager
and where appropriate HR. Research Staff also benefit from our Extended Access Policy. This Policy
was developed by the University’s Research Staff Association and is attracting interest across UK
HEIs (it was noted in the feedback on our HR Excellence in Research award renewal 2017). It
provides access to email accounts and e-resources for a 12-month period beyond the termination
of an employment contract. A letter giving details of the Extended Access service is sent to all
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eligible Research Staff both 6 months and 3 months prior to expiry of contract. Evaluation of the
impact of the Extended Access policy shows that there has been significant uptake of the scheme
with some Research Staff benefiting more than once (Table 4.5).
Table 4.5: Research Staff registered for Extended Access by Gender
Overall Registered (Re-registered numbers in brackets)
2014

2015

2016

2017

Female

88 (6)

54 (4)

72 (11)

88 (9)

Male

88 (6)

80 (8)

104 (5)

97 (8)

Unknown

17 (2)

11 (2)

24 (2)

28 (3)

We have worked hard to raise the visibility of the enhanced employment policies for Research
Staff from the point of their induction. This includes use of the Research Staff Association, network
of Research Staff Reps, and Research Staff blog/newsletter and online Research Staff handbook
(Figure 4.6)
.

Figure 4.6: Research Staff newsletter/blog promoting end of contract policies and support
Action 14: Continue to communicate open ended and extended access policies widely, monitor
data and outcomes and evaluate the impact annually
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(iii)

Academic staff by contract function and gender: research-only, research and teaching, and
teaching-only
Comment on the proportions of men and women on these contracts and by job grade.

Academic Grade Structure at The University of Manchester
As mentioned previously (Pg.7) we have three discrete Academic pathways at Manchester to one
of which all our Academic and Research Staff are assigned. All three pathways have the same grade
structure (Figure 4.7) and there is parity of esteem across all three with clear routes for promotion
and progression.
Academic Staff (Academic Teaching Scholarship
and Academic Teaching and Research)

Research Staff (Academic Research)

Grade

Research
Associate

Research
Fellow

Senior
Research
Fellow

Lecturer

Senior
Lecturer

Reader

Professor

6
7
8
9
Figure 4.7: Grade Structure of academic pathways
Table 4.6 shows the total number of male and female staff on each pathway.
• Academic Research & Teaching = 32%F (667F, 1423M)
• Academic Teaching Scholarship = 52%F (299F, 281M)
• Academic Research = 47%F (922F, 1052M)
With the exception of the Academic Teaching and Research pathway our data closely matches
national figures with slightly more women on the Academic Teaching Scholarship pathway (51.6%
cf. 52.4% HESA2017) and slightly fewer 46.7% women on the Academic Research pathway (47.3%
HESA2017). Significantly fewer of our women 9% less than national data) are on the Academic
Teaching and Research pathway (31.9% cf. 41.1% HESA2017) see Table 4.6.
Table 4.6: Proportion of male/female academic staff by contract function (2017)
Academic Pathway
Academic Research
and Teaching
Academic Teaching
Scholarship
Academic Research

Female
Number
%*

%^

Male
Number
%*

Total
%^

Number

%*

667

35%

32%

1423

52%

68%

2090

45%

299

16%

52%

281

10%

48%

580

12%

922

49%

47%

1052

38%

53%

1974

43%

Total
1888
100% 41%
2756
100% 59%
4644
100%
*within a gender, the percentage of staff in an academic pathway (compare vertically)
^within an academic pathway, the percentage of staff who are female/male (compare horizontally)
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Proporkon of academic and research staﬀ per contract type
(2014-2017)
100%

1052 (53%)

1084 (54%)

1117 (54%)

1077 (55%)

281 (48%)

253 (48%)

275 (50%)

1423 (68%)

1431 (68%)

60%

1367 (69%)

70%

1337 (69%)

80%

262 (53%)

90%

50%

2016

2017

922 (47%)

2015

931 (46%)

2014

942 (46%)

2017

895 (45%)

2016

299 (52%)

2015

273 (52%)

667 (32%)

2014

278 (50%)

660 (32%)

10%

617 (31%)

20%

602 (31%)

30%

233 (47%)

40%

2014

2015

2016

2017

0%
Academic Teaching and
Research

Academic Teaching Schloarship
female

Academic Research

male

Figure 4.8: Historical data for academic and Research Staff per contract function across the
University
Historical data analysis (Figure 4.8) shows that there has been an increase (albeit it small) in
women on all three pathways (Teaching and Research 1%, Research 2% and Teaching Scholarship
5%). The Teaching and Research pathway attracts significantly more men (68% or 2.1 fold greater).
At Manchester we are very clear that there is parity of esteem across all three pathways and this is
borne out in our promotion data (see Section 5.1(iii)).
However, we need to investigate the reasons why fewer women are on the Teaching and Research
pathway. It is particularly pronounced in FSE with 37% men cf. 7% women but there is at least a 7%
difference in all three Faculties. Recruitment data for Academic staff shows that more men are
applying for academic posts but we cannot break down the data into pathway type.
Action 15: Ensure that recruitment data by pathway is captured going forward
Further analysis at the STEMM and AHSSBL level shows a similar pattern in that there are more
men on the Teaching and Research pathway (2.7 fold greater in STEMM and 1.5 fold greater in
AHSSBL), see Table 4.7. There is near parity for men and women on the Teaching Scholarship
pathway. Differences are seen on the Research pathway with slightly more men in STEMM (1.2
fold) and more women in AHSSBL (1.5 fold).
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Table 4.7: Proportion of Academic staff split by Faculty, gender and contract type (2017)
Contract Function & Gender

STEMM TOTAL

AHSSBL TOTAL

University Total

Count

%*

%^

Count

%*

%^

Count

%

349

10%

52%

318

26%

48%

667

14%

Academic
Female
Research and
Male
Teaching
Academic Research and
Teaching Total
Academic
Female
Teaching
Male
Scholarship

925

27%

65%

496

40%

35%

1421

31%

1274

37%

61%

814

66%

39%

2088

45%

211

6%

71%

88

7%

29%

299

6%

175

5%

62%

106

9%

38%

281

6%

Academic Teaching
Scholarship Total

386

11%

67%

194

16%

33%

580

12%

Female

781

23%

85%

141

11%

15%

922

20%

Male

970

28%

92%

82

7%

8%

1052

23%

Academic Research Only Total

1771

52%

89%

223

18%

11%

1974

43%

Total

3431

100%

74%

1231

100%

26%

4644

100%

Academic
Research

Teaching-only staff
In addition to the Academic and Research Staff already discussed there are 276 (200F, 76M)
teaching-only staff. These individuals are not on an academic pathway although some will selfidentify as Academics. Table 4.8a shows that they are split between STEMM and AHSSBL subjects
(55% v 45%). Those in FBMH are clinical staff teaching a few hours a week, and those in FHUM are
language tutors and teacher training tutors who are often employed on short-term (annual)
contracts to reflect student numbers. Table 4.8b shows that 71% (73%F, 68%M) of teaching-only
staff are on FTC although many staff are redeployed on rolling contracts linked to finite funding. It
is acknowledged that career progression is limited for this staff group and whilst each will be
offered a Performance and Development review (P&DR) it has been reported (focus group
conducted within SALC) that they feel that access to career development training opportunities is
difficult. In 2017 there were 56 (31F, 25M) teaching-only staff that left the University mainly
reflecting the end of contracts.
Table 4.8a: Teaching-only staff by School and mode
Teaching Only Staff
FBMH
(STEMM)
FHUM
(AHSSBL)

School of Medical Science
School of Biological Sciences
School of Health Sciences
Arts, Languages and Cultures
Environment, Education and
Development

Full-time
Female Male
1
0
1
1
2
1
35
21
7

3

Part-time
Female Male
40
17
5
1
62
22
31
4
16

6

Total
Female Male
41
17
6
2
64
23
66
25
23

9
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Table 4.8b: Teaching-only staff by contract type and gender
Female

Male

Total

Number

%*

%^

Number

%*

%^

Number

%*

Fixed Term

144

73%

73%

52

68%

27%

196

71%

Permanent

56

27%

70%

24

32%

30%

80

29%

Total Teaching
200
100% 71%
76
100% 29%
276
100%
Only Staff
* within a gender, the percentage of staff in each contract type (compare vertically)
^ within a contract type, the percentage of staff who are female/male (compare horizontally)
(iv)

Academic leavers by grade and gender
Comment on the reasons academic staff leave the institution. Comment on and explain any
differences between men and women, and any differences in schools or departments.

Table 4.9: Academic and Research Staff leavers by gender and contract type (2017)
Leavers

Female

Male

Total

Number

%*

%^

Number

%*

%^

Number

%*

Fixed Term

287

86%

47%

323

81%

53%

610

83%

Permanent

47

14%

70%

76

19%

30%

123

17%

Total

334

100%

46%

399

100%

54%

733

100%

* within a gender, the percentage of staff in each contract type (compare vertically)
^ within a contract type, the percentage of staff who are female/male (compare horizontally
In 2017, 733 Academic and Research Staff (46%F) left the University, see Table 4.9. Of these
leavers 610 (83%) were on FTC, and 528 (46%F) were Research Staff of which 96% were on FTC.
Further analysis here has focussed on the permanent Academic staff leavers (Table 4.10), which
reveals that 45% are Lecturers. Comparing STEMM and AHSSBL leavers there is little change
between the job types except for Readers where 80% of leavers are from STEMM (unsurprising
though as 83% of all Readers reside within STEMM).
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Table 4.10: Academic staff leavers split by Faculty and job type (2017)
FSE

Job Type & Gender

Female
Professor
Male

Professor Total

Female
Reader
Male

Reader Total

Female
Senior
Lecturer
Male
Senior Lecturer
Total
Female
Lecturer
Male

Lecturer Total

All Academic Staff

STEMM
TOTAL

FBMH

FHUM
(AHSSBL)

University
Total

Count

%

Count

%

Count

%

Count

%

Count

%

Count

1

17%

2

33%

3

50%

3

50%

6

100%

%

4%

Count

10

%

37%

Count

11

%

41%

Count

0

%

0%

Count

0

%

0%

Count

0

%

0%

Count

1

%

4%

Count

3

%

11%

Count

4

%

15%

Count

3

%

11%

Count

9

%

33%

Count

12

%

44%

Count

27

%

100%

6%
37%

5

5%
19%

15%
33%

7

2

21%

2

100%

4

67%

3

80%

4

33%

7

25%

12

28%

4

43%

16

17%

34
100%

4

7

11

15

13

31%

28

44%

61
100%

0%

1

1

5

44%

9

33%

14

20%

13

56%

10

56%

23

56%

53
100%

100%

5

100%

9

100%

16

100%

25

100%

20%
46%

28

100%

23%
43%

23

100%

19%
45%

43%
54%

3

13%

19%
55%

100%

7%

25%
57%

2

4%

26%
54%

100%

2%

17%
44%

33

2%

9%

46%
30%

0

100%

27%

2%

21%

47%
24%

80%

25%

12%
24%

4

45%

2%

18%

35%
39%

67%

11%

21%
11%

2

15

27
22%

0%

7%

12%
16%

100%

7%

9%
19%

2

44%

28%

3%

12%
11%

55%

3%

6%
0%

18

12

5%

23%

30%

6%
0%

56%

25%

21%
0%

15

6%

51

100%

45%
46%

114

100%

100%

Since our last submission we have captured the “reasons for leaving” showing that for the majority
of Academic and Research Staff this is due to end of contract (52%) or resignation (43%), Table
4.11. Of the 1347 staff leavers 91% are on the Research only pathway, are in STEMM faculties
(72%), and are in receipt of finite external research funding.
Action 16: Continue to capture leavers ‘data and monitor reasons for leaving
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Table 4.11: Academic and Research Staff reasons for leaving (2017)
Academic & Research Leavers
Grade
Professor

STEMM

Reader
Senior
Lecturer
Lecturer
Research
Prof

AHSSBL

Reader
Senior
Lecturer
Lecturer
Research
University Total

(v)

Gender
Female
Male
Female
Male
Female
Male
Female
Male
Female
Male
Female
Male
Female
Male
Female
Male
Female
Male
Female
Male
Female
Male

2014-17 Reasons for Leaving
End of
FTC

Resignation

Retirement

Voluntary
Severance

Other

2
4
0
1
2
1
5
2
230
344
0
3
0
0
0
1
31
33
28
19
298
408

5
7
1
3
9
11
29
12
157
234
2
7
0
1
7
8
20
23
23
16
253
322

0
1
0
2
1
3
4
5
1
1
0
4
0
0
0
1
1
1
0
0
7
18

0
0
0
0
0
2
1
4
0
0
0
0
0
0
0
2
1
1
0
0
2
9

0
2
0
1
1
2
0
1
6
14
0
0
0
0
0
0
1
1
0
1
8
22

Equal pay audits/reviews
Comment on the findings from the most recent equal pay audit and identify the institution’s
top three priorities to address any disparities and enable equality in pay

University has conducted and published an Equal Pay Audit every two years since 2015 and will
continue to do biennially going forward. An equal pay review was conducted in 2017 and pay gaps
for gender, ethnicity and disability analysed at each grade. No significant pay gaps (i.e. 5% or more)
for any protected characteristic were found for staff in Grades 1 to 8 of the University’s pay scale.
Within the data for Grade 9 staff, eight significant pay gaps were identified. Outcomes here should
be treated with caution for five of these areas. The three areas where samples sizes were larger
and where significant gaps were identified are shown in Table 4.12a.
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Table 4.12a: Summary of significant pay gaps across all grades
Category

Grade

Headcount

Pay Gap

Gender

Grade 9 PSS £122,322 and above

16 Male

6 Female

0 Unknown

12.97%

Gender

Grade 9 Professorial Zone E

88 Male

53 Female

0 Unknown

-5.48%

Ethnicity

Grade 9 Professorial Zone B

45 Non-BAME

6 BAME

1 Unknown

5.72%

The audit also revealed six instances of pay gaps of between 3.00 and 4.99%. Again, three of these
areas had very small sample sizes. Table 4.12b contains details of the three instances with larger
sample sizes.
Table 4.12b: Summary of pay gaps across all grades.
Category

Grade

Gender

Grade 9 Professorial Zone B

Ethnicity
Disability

Pay
Gap

Headcount
42 Male

10 Female

0 Unknown

4.68%

Grade 6

2029 Non-BAME

519 BAME

110 Unknown

3.35%

Grade 9 Professorial Zone D

364 Non-Disabled

8 Disabled

4 Unknown

4.14%

The findings indicate that the University’s implementation and application of the HERA job
evaluation scheme and the associated pay structures provide a framework within which the
University continues to provide equal pay for like work.
We have extensive support for academic promotion and have piloted re-zoning workshops
supporting women to apply for promotion within the professorial bands, see Section 5.1(iii).

Action 17: Ensure support for promotion at all career stages and deliver academic, Research Staff
and professorial re-zoning workshops annually across the University
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SILVER APPLICATIONS ONLY
4.2.

Professional and support staff data

(i)

Professional and support staff by grade and gender

Look at the career pipeline across the whole institution and between STEMM and AHSSBL
subjects. Comment on and explain any difference between women and men, and any
differences between STEMM and AHSSBL subjects. Identify any issues at particular
grades/levels.
Over half (46%) of all PSS staff are on Grades 1-4 (Table 4.13). There are more women employed
on Grades 1-6 (56-58%F) but, pleasingly, there is gender parity across the senior grades (Grades
7-9). The majority of women (n=1421, 46%F) hold clerical/secretarial positions, whereas men are
mainly craft/manual workers (n=547, 23%M). Figure 4.10a shows an increase in the number and
percentage of female technicians (32 to 37%F) and Experimental Officers over the last four years
(18 to 20%F). There has been an increase in the number of both men and women in admin &
management and clerical/secretarial (Figure 4.10b).

Current University proﬁle for PSS Staﬀ (2017)

PSS Staﬀ

Other

58

63%F

34

Grades 8-9

133

136

49%F

Grade 7

352

355

50%F

Grade 6

581

455

56%F

Grade 5

501

361

58%F

Grades 1-4

1477

1086

58%F

0%

20%

40%

60%

Female

80%

100%

Male

Figure 4.9a: PSS staff pipeline by Grade split by female/male (2017).
Current University proﬁle for PSS Staﬀ (2017)
Nursing/Pharmacy

25

Library Assistant

93

Technician
PSS Staﬀ

7
42

257

Experimental Oﬃcers
Craz/Manual

108

224

Compuyng/IT

20%F
29%F

547

100

316

Clerical/Secretarial

24%F

1421

Admin and Management

462

955
0%

20%
Female

511
40%

60%

69%F
37%F

434

27

78%F

80%

75%F
65%F
100%

Male

Figure 4.9b: PSS staff pipeline by job type split by female/male (2017).
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Table 4.13: Proportion of PSS staff split by gender and grade/job type (2017)
Female

Grade/Job Type

Male

Total

Number

%*

%^

Number

%*

%^

Number

Other

58

2%

63%

34

1%

37%

92

2%

Grades 8-9

133

4%

49%

136

6%

51%

269

5%

Grade 7

352

11%

50%

355

15%

50%

707

13%

Grade 6

581

19%

56%

455

19%

44%

1036

19%

Grade 5

501

16%

58%

361

15%

42%

862

16%

Grades 1-4

1477

48%

58%

1086

45%

42%

2563

46%

3102

100%

56%

2427

100%

44%

5529

100%

PSS Total

%*

Admin and
Management
Clerical/Secretarial

955

31%

65%

511

21%

35%

1466

27%

1421

46%

75%

462

19%

25%

1883

34%

Computing/IT

100

3%

24%

316

13%

76%

416

8%

Craft/Manual

224

7%

29%

547

23%

71%

771

14%

Experimental Officers

27

1%

20%

108

4%

80%

135

2%

Technician

257

8%

37%

434

18%

63%

691

12%

Library Assistant

93

3%

69%

42

2%

31%

135

2%

Nursing/Pharmacy

25

1%

78%

7

0%

22%

32

1%

PSS Total
3102
100% 56%
2427
100% 44%
5529
100%
* within a gender, the percentage of staff in each grade/job type (compare vertically)
^ within a grade/job type, the percentage of staff who are female/male (compare
horizontally)

Historical PSS Staﬀ Proﬁle (2014-2017)

100%

316 (76%)
100 (24%)

307 (77%)
92 (23%)

286 (76%)

108 (80%)
27 (20%)

91 (24%)

83 (83%)
17 (17%)

358 (78%)

79 (81%)
18 (19%)

101 (22%)

82 (82%)

434 (63%)
257 (37%)

50%

18 (18%)

486 (60%)
328 (40%)

411 (68%)
190 (32%)

469 (60%)

547 (71%)
224 (29%)

307 (40%)

594 (70%)
253 (30%)

60%

545 (70%)

70%

234 (30%)

80%

506 (68%)

90%

30%
20%
10%

234 (32%)

40%

0%

2014 2015 2016 2017 2014 2015 2016 2017 2014 2015 2016 2017 2014 2015 2016 2017
Craz/Manual

Technician
Experimental Oﬃcers
female
male

Compuyng/IT

Figure 4.10a: Historical data for PSS staff per job type across the University (2014-2017)
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5 (18%)

5 (22%)

7 (22%)

23 (82%)

18 (78%)

25 (78%)

42 (31%)
93 (69%)

5 (19%)

63 (34%)
120 (66%)

21 (81%)

59 (32%)
127 (68%)

462 (25%)
1421 (75%)

74 (34%)

449 (24%)
1394 (76%)

144 (66%)

443 (25%)
1365 (75%)

511 (35%)
955 (65%)

376 (23%)

480 (34%)
920 (66%)

70%

490 (36%)

80%

887 (64%)

90%

470 (37%)

100%

1256 (77%)

Historical PSS Staﬀ Proﬁle (2014-2017)

60%

40%
30%
20%

794 (63%)

50%

10%
0%
2014 2015 2016 2017 2014 2015 2016 2017 2014 2015 2016 2017 2014 2015 2016 2017
Admin and
Management

Clerical/Secretarial
female

Library Assistant

Nursing/Pharmacy

male

Figure 4.10b: Historical data for PSS staff per job type across the University (2014-2017)
Across our STEMM Schools women make up 60% of all positions compared to 74% in ABSHHL
(Table 1b previously (pg6)). Further analysis has been performed to understand more about the
grades where men and women reside within each job type (Table 4.14). There is gender parity as
move through the grades within admin & management (72%F Grade6 to 62%F Grade7 to 52%F
Grades 8-9). Women dominate the clerical/secretarial and library assistant positions. There are
very few women (n=2, 8%F) at the higher grade within craft/manual and as move through the
grades for both technicians and experimental officers the proportion of women decreases (44%
Grades1-4 to 34% Grade5 to 28% Grade6 to 15% Grade7 and 0% Grades8-9 for technicians and
25%F Grade6 to 15% Grade7 to 0% Grade8&9 for EOs). Men dominate IT/computing at all grades,
in particular our senior grades (Grades 7-9).
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Table 4.14: PSS Staff by job type, grade and gender for the current year
Grades 1-4
Female Male

2017

Grade 5
Female Male

Admin and
Management
Clerical/
Secretarial
Library
Assistant
Craft/
Manual

1036
76%
74
69%
222
30%
134
44%

321
24%
34
31%
525
70%
169
56%

379
74%
19
70%
2
8%
81
34%

Grade 6
Female Male
487
190
72%
28%

135
26%
8
30%
22
92%
157
66%

Grade 7
Female Male
320
196
62%
38%

27
71
4
22
28%
72%
15%
85%
17
50
10
56
Experimental
Officers
25%
75%
15%
85%
11
37
20
39
50
144
18
81
Computing/
IT
23%
77%
34%
66%
26%
74%
18%
82%
Note: The 32 (25F, 7M) Nursing/Pharmacy staff reside within the ‘Other’ grade band.
Technician

Grades 8-9
Female Male
132
123
52%
48%

0
0%
0
0%
1
11%

3
100%
2
100%
8
89%

SILVER APPLICATIONS ONLY
4.2.

Professional and support staff data continued

(ii)

Professional and support staff on fixed-term, open-ended/permanent and zero-hour
contracts by gender

Comment on the proportions of men and women on these contracts. Comment on what is
being done to ensure continuity of employment and to address any other issues, including
redeployment schemes.

The University has two contract types; permanent and FTC. The majority (78%) of staff are on
permanent contracts (Table 4.15) with a higher proportion of male than female staff (82% cf. 75%
(86%M cf. 87%F HESA2017)). Over the last four years (Figure 4.11) we note a slight increase of 2%
in FTC for women (61% to 63%F (64% HESA2017)) and no change within permanent contracts
(54% (62%F HESA2017)). The proportion of staff on FTC generally decreases as they move
through the grades; 44% Grades1-4, 15% Grade5, 21% Grade6, 11% Grade7 and 3% Grades8-9.
The number of PSS staff taking advantage of secondment opportunities has increased by 53%
over the last four years (from n=90 to n=138). Of those on secondment 46% are admin &
management staff and 41% are clerical/secretarial staff.
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Table 4.15: PSS staff by contract type and gender
Female

Male

Total

Number

%*

%^

Number

%*

%^

Number

%*

Fixed Term

673

22%

63%

395

16%

37%

1068

19%

Permanent

2338

75%

54%

1985

82%

46%

4323

78%

Secondment

91

3%

66%

47

2%

34%

138

3%

Total PSS Staff

3102

100%

56%

2427

100%

44%

5529

100%

* within a gender, the percentage of staff in each contract type (compare vertically)
^ within a contract type, the percentage of staff who are female/male (compare
horizontally)

Proporkon of PSS staﬀ per contract type
(2014-2017)
46 (33%)

47 (35%)
91 (65%)

33 (37%)
57 (63%)

94 (67%)

1985 (46%)
2338 (54%)

44 (35%)

1983 (46%)
2310 (54%)

81 (65%)

1986 (46%)
2306 (54%)

395 (37%)
673 (63%)

1899 (46%)

371 (36%)
660 (64%)

70%

382 (39%)

80%

610 (61%)

90%

382 (39%)

100%

60%

30%
20%

2226 (54%)

40%

606 (61%)

50%

10%
0%
2014 2015 2016 2017 2014 2015 2016 2017 2014 2015 2016 2017
Fixed-term

Permanent
female

Secondment

male

Figure 4.11: Historical data for PSS staff per contract type across the University.
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SILVER APPLICATIONS ONLY
4.2

Professional and support staff data continued

(iii)

Professional and support staff leavers by grade and gender

Comment on the reasons staff leave the institution. Comment on and explain any differences
between men and women, and any differences in schools or departments.

In 2017 584 PSS staff (62%F) left the University see Table 4.16. Of these leavers 343 (59%) were in
the lower Grades 1-4. There were 240 leavers (63%F) from STEMM subjects compared to 73
(70%F) leavers from AHSSBL.
Table 4.16: PSS staff leavers by gender and contract type (2017)
Grade/Job Type

Female

Male

Total

Number

%*

%^

Number

%*

%^

Number

%*

Other

8

2%

62%

5

2%

38%

13

2%

Grades 8-9

10

3%

45%

12

5%

55%

22

4%

Grade 7

32

9%

55%

26

11%

45%

58

10%

Grade 6

42

12%

51%

41

17%

49%

83

14%

Grade 5

36

11%

55%

29

12%

45%

65

11%

Grades 1-4

212

62%

62%

131

54%

38%

343

59%

PSS Total

340

100%

58%

244

100%

42%

584

100%

Admin and
Management
Clerical/Secretarial

73

21%

65%

40

16%

35%

113

19%

185

54%

75%

61

25%

25%

246

42%

Computing/IT

12

4%

27%

33

14%

73%

45

8%

Craft/Manual

23

7%

33%

46

19%

67%

69

12%

Experimental Officers

2

1%

20%

8

3%

80%

10

2%

Technician

36

11%

41%

51

21%

59%

87

15%

Library Assistant

7

2%

64%

4

2%

36%

11

2%

Nursing/Pharmacy

2

1%

67%

1

0%

33%

3

1%

340
100% 62%
244
100% 45%
584
100%
PSS Total
* within a gender, the percentage of staff in each grade/job type (compare vertically)
^ within a grade/job type, the percentage of staff who are female/male (compare
horizontally)

Section 4: 2181 words
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5. SUPPORTING AND ADVANCING WOMEN’S CAREERS
Recommended word count: Bronze: 5000 words | Silver: 6000 words
5.1.
(i)

Key career transition points: academic staff
Recruitment
Break down data by gender and grade for applications, long- and shortlisted candidates,
offer and acceptance rates. Comment on how recruitment processes ensure that women
(and men in underrepresented disciplines) are encouraged to apply.

Since Bronze we have implemented a robust spread-sheet system to monitor gender balance of
applications, shortlisting and success rates. Our job adverts highlight flexible working and familyfriendly policies, as well as actively encouraging applications from all sections of the community.
Those involved in recruitment, promotion and interviewing, (including that of undergraduates)
must have appropriate training In accordance with our E&D policy (1221 staff have undertaken
training 2014 to 2017). Schools monitor panel compliance and this feeds into their local AS action
plans. To underpin mandatory E&D training, the University introduced an online Understanding
Bias course (CUBIAS, 2016) and face-to-face Unconscious Bias training (SL&D). 353 staff have
taken part. Initially targeted at staff with leadership roles this will be rolled out to all staff
involved in recruitment and promotion.
Table 5.1: Recruitment data for Academic and Research Staff for last three years
Applicants
Academic Staff

Professorships
Senior
Lectureships
Lectureships
Academic
(job type not
specified)
Research Staff

Female
Male
Total
Female
Male
Total
Female
Male
Total
Female
Male
Total
Female
Male
Total
Female
Male

Count

%

81
242
323
81
85
166
2358
3881
6239
3194
5471
8665
8659
15118
23777
14373
24797

25%
75%
49%
51%
38%
62%
37%
63%
36%
64%

Shortlisted
% of
Count
applicants
11
14%
21
9%
32
10%
5
6%
14
16%
19
11%
348
15%
376
10%
724
12%
425
13%
602
11%
1027
12%
1228
14%
1911
13%
3139
13%
2017
14%
2924
12%

Total
37%
Academic &
63%
Research
Total
39170
4941
13%
Staff*
* 4% of applications did not specify gender and have been removed.

Offers
% of
Count
shortlisted
2
18%
6
29%
8
25%
2
40%
2
14%
4
21%
104
30%
110
29%
214
30%
116
27%
156
26%
272
26%
381
31%
646
34%
1027
33%
605
30%
920
31%
1525

31%

Although we attract fewer applications from females to Academic and Research posts (37%F
v 63%M), we are pleased to see that we move towards gender parity for shortlisting (14%F v
12%M) and offers (30%F v 31%M), see Table 5.1.
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Actions:
18: More to be done on the increasing the number of female applications received
19: Ensure and monitor better gender balance on search committees and recruitment panels.
We have some pockets of good practise (i.e. Some Schools have a Chair of the search panel
which is the opposite sex to the Chair of the interview panel)
20: Monitor the gender of staff taking advantage of the University’s training opportunities, in
particular Recruitment and Selection, Unconscious Bias and Equality and Diversity training, split
by gender and grade year on year
(ii)

Induction
Describe the induction and support provided to new staff at all levels. Comment on the
uptake of this and how its effectiveness is reviewed.

An Induction Pack is issued to all new starters including a checklist to work through with their line
manager, core mandatory training details (E&D in the workplace, H&S, data protection etc.) and
essential information on HR policies and wellbeing. Further support is available via the Staff
intranet (StaffNet)(Figure 5.1a).

Figure 5.1a: New Starters Information pack and Online Intranet Resource
A Welcome Event to introduce the University is held for all (1063 staff attended since last
submission FBMH: 336, FHUM: 166, FSE: 251, Central PSS: 310). Similar welcome meetings take
place at Faculty and/or School level. New Academic staff (and Research Fellows should they wish)
are also enrolled on the New Academics Programme (NAP), which is a probationary requirement
(see Section 5.3(i), Table 5.6 for NAP data).
International staff and PGR students receive a bespoke Staff Handbook and can access an
International Staff Network Group (741 members). Our International Buddying Network (5000
buddies available) established 2015 connects and supports staff/students both before the move
to Manchester and whilst working/studying here.
New Research Staff are invited to a pan-University Induction session and are linked with Research
Staff Reps in the Schools. We have also-launched the Research Staff Handbook as an online
resource signposting to guidance they will need throughout their research contract.
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“It was very motivating and encouraging. It definitively made me feel more valued as a member
of staff and motivated me to improve myself”
“It was good to come to the induction event and feel part of a wider staff body. Working in
research, especially at a large institution can be lonely” Anonymous feedback, Research Staff
Induction 2017

Figure 5.1b: Research Staff Online Handbook and Research Staff Representatives in Schools and
Faculties
(iii)

Promotion
Provide data on staff applying for promotion and comment on applications and success
rates by gender, grade and full- and part-time status. Comment on any evidence of a
gender pay gap in promotions at any grade.

The University’s promotion process and policy recognises and rewards all 3 Academic career
pathways, and takes account of career-breaks and part-time working. Faculties invite Academic
and Research Staff to apply for promotion annually, with accompanying evidence they are
working to a higher grade/level. Since Bronze there has been an increased number of promotion
workshops at Faculty level (Figure 5.2) all advertised with a positive action statement to
encourage women and BAME staff. Schools now have ‘Promotions Champions’ to provide
guidance and support to applicants and we are delighted to see an increase in the proportion of
successful applications (77% overall success rate for Academics in 2017 cf. 63% in 2015; 88%
overall success rate for Research Staff in 2017 cf. 81% in 2015), Tables 5.2a & 5.2b.
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Table 5.2a: Promotion of academic staff for the last three years (2015-2017) by gender and grade
Academic Staff
Promotions

Professor

Reader

Senior Lecturer

Lecturer

Application
(Success)

Application
(Success)

Application
(Success)

Application
(Success)

Male

Female

Male

Female

Male

Female

Male

FBMH

13 (7)

14 (4)

4 (4)

3 (0)

24 (16)

14 (4)

0 (0)

0 (0)

FHUM

9 (6)

10 (5)

2 (1)

4 (3)

14 (12)

22 (16)

14 (12)

22 (17)

FSE

3 (3)

8 (4)

5 (4)

13 (10)

2 (1)

11 (4)

0 (0)

0 (0)

University

25 (16)

32 (13)

11 (9)

20 (13)

40 (29)

47 (24)

14 (12)

22 (17)

Success rate

64%

41%

82%

65%

73%

51%

86%

77%

FBMH

16 (6)

14 (8)

6 (1)

11 (6)

17 (9)

18 (9)

0 (0)

0 (0)

FHUM

3 (3)

6 (6)

1 (1)

6 (4)

12 (12)

16 (16)

15 (12)

21 (17)

FSE

3 (2)

12 (10)

1 (1)

14 (11)

8 (6)

19 (16)

0 (0)

0 (0)

University

22 (11)

32 (24)

8 (3)

31 (21)

37 (27)

53 (41)

15 (12)

21 (17)

Success rate

50%

75%

38%

68%

73%

77%

80%

81%

FBMH

9 (5)

21 (9)

3 (1)

3 (3)

10 (9)

22 (14)

0 (0)

0 (0)

FHUM

14 (9)

14 (9)

3 (3)

3 (1)

17 (16)

20 (17)

17 (16)

20 (17)

FSE

3 (2)

13 (10)

3 (2)

17 (16)

8 (8)

31 (25)

0 (0)

0 (0)

University

26 (16)

48 (28)

9 (6)

21 (20)

35 (33)

73 (56)

17 (16)

20 (17)

Success rate

62%

58%

67%

95%

94%

77%

94%

85%

2017

2016

2015

Female

Table 5.2b: Promotion of Research Staff for the last three years (2015-2017) by gender and grade
Research Associate

Research Fellow

Senior Research Fellow

Application (Success)

Application (Success)

Application (Success)

Female

Male

Female

Male

Female

Male

FBMH

6 (4)

0 (0)

11 (9)

9 (7)

0 (0)

0 (0)

FHUM

0 (0)

0 (0)

5 (5)

3 (3)

0 (0)

0 (0)

FSE

0 (0)

0 (0)

2 (1)

7 (6)

0 (0)

0 (0)

University

6 (4)

0 (0)

18 (15)

19 (16)

-

-

Success rate

67%

-

83%

84%

-

-

FBMH

2 (2)

2 (1)

7 (5)

7 (4)

4 (1)

0 (1)

FHUM

1 (1)

0 (0)

2 (2)

1 (0)

0 (0)

2 (0)

FSE

0 (0)

0 (0)

2 (2)

4 (4)

0 (0)

0 (0)

University

3 (2)

2 (1)

11 (9)

12 (8)

4 (1)

2 (2)

Success rate

67%

50%

75%

67%

25%

100%

FBMH

6 (5)

1 (1)

8 (5)

5 (5)

4 (3)

1 (1)

FHUM

0 (0)

0 (0)

2 (2)

1 (1)

0 (0)

1 (1)

FSE

0 (0)

0 (0)

2 (2)

2 (2)

0 (0)

0 (0)

University

5 (5)

1 (1)

12 (9)

8 (8)

4 (3)

2 (2)

Success rate

100%

100%

75%

100%

75%

100%

2017

2016

2015

Research Staff
Promotions
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To ensure early career researchers are helped through the promotions process there has been a
focussed drive to raise Research Staff awareness of support opportunities through bespoke
training, including the University Women’s Network, ‘Building your case for promotion’
workshops and one-to-one promotion coaching; 240 Research Staff (149F and 91M) have
attended since 2015. Successful applicants are profiled in the reward and recognition pages of
the Research Staff Handbook.
“The workshop was really excellent and I learned an awful lot. It's clear that promotions
workshops are incredibly important for all staff” Research Staff, FHUM

Figure 5.2: Promotion workshop for the University Women’s Network for Early and Mid-Career
Researchers
“I found the promotions process to be well communicated, open and
transparent…….one of the best training courses I have attended. It was
gratifying to be promoted but the experience was much more than a route
to a pay rise. It opened up further opportunities and vastly expanded my
professional network. I feel much more valued and valuable as an
employee of the university”.
Paul Bromiley, Research Fellow, FBMH, feedback from Research Pathway
Promotion Round 2017
Over the last three years candidates of both genders have been more successful at gaining
promotion (81%F overall success rate in 2017 cf. 75%F in 2015; 63%M overall success rate in
2017 cf. 59%M in 2015). Women are more successful than men at SL level and men more
successful than women at Reader level. Feedback is provided to unsuccessful candidates by the
Chair (or senior member) of the Faculty promotion panel ensuring consistency and offering the
opportunity for discussion to identify future development opportunities.
More female Research Staff applied for promotion (last 3 years) than men (63F cf. 46M). For
Academics an increase in the number of men applying for SL and Chair was evident (32 to 48
Professor; 47 to 73 SL), without a similar increase from women. This trend holds true when
exploring the number of applications made relative to the eligible pool. Through the Women’s
Professors Network we have delivered two re-zoning workshops supporting women to apply for
promotion within the professorial bands. Previous promotion guidelines included time periods
for demonstrating impact, i.e. 5 years. The concept of a time period has now been removed from
the paperwork, which should favour staff working part-time, and will be monitored. Two parttime members of staff were promoted to Chair and SL in the last 12 months, both female.
A current initiative by the FSE ED&I Committee is the trialling of ‘Unconscious Bias Observers’
after this was suggested at an AS Networking Event (speaker Paul Walton, University of York, AS
Gold School Lead). HR will assume this responsibility and impact will be measured by analysing
improvements in success rates from underrepresented groups. Actions will be taken to address
any biased practice. We will look to establish this in the other two Faculties if there is perceived
positive benefit.
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Actions
21: Identify Unconscious Bias observers on all promotion panels (Faculty and School)
22: Raise awareness of promotion opportunities with Research Staff (especially at Associate
and SF level) and their PIs and line managers particularly in FSE and FHUM
23: Work with the Vice Deans for Research to develop a robust funding model for Research
Staff promotion and encourage PIs to cost in promotion of staff onto future grants
24: Review the messaging on the University promotion opportunity webpages so that it is fully
inclusive of Research Staff
25: Develop and communicate a clearer funding mechanism for Research Staff promotion
26: Research Staff promotion data at all grades (including BAME and FT/PT status) to be
reviewed annually
27: Ensure support for promotion at all career stages and deliver Academic, Research Staff and
Professorial re-zoning workshops annually across the University
(iv)

Staff submitted to the Research Excellence Framework (REF) by gender
Provide data on staff, by gender, submitted to REF versus those that were eligible. Compare
this to the data for the Research Assessment Exercise 2008. Comment on any gender
imbalances identified.

An Equality Impact Assessment of our Code of Practice and REF process was undertaken to
ensure staff eligible for submission were not discriminated against in REF2014. This resulted in a
revised Code of Practice, REF specific equality training, and monitoring of staff selection, helping
to provide a fair and transparent process. We were pleased to see that in REF2014 we closed the
gap in gender diversity compared to RAE 2008. Table 5.3 reveals 76% of eligible women and 79%
of eligible men were included for REF 2014 compared to 69% of eligible women and 78% of
eligible men for RAE 2008. No significant differences were noted between fixed term and openended contract staff and those on full-time and part-time contracts.
Gender was not a statistically significant factor (If Academic level is controlled) except at Reader
where there is a high rate of inclusion of women Readers compared to men (94%F included
compared to 76%M). This is similar to the proportion of female Professors included (93%F and
92%M). Given the ratio of women to men is higher for Readers than Professors it suggests there
may be an issue regarding promotion progression.
Table 5.3: University of Manchester return in RAE 2008 and REF2014
Gender

RAE2008*

REF2014

Eligible

Submitted

% Submitted

Eligible

Submitted

% Submitted

Male

1565

1223

78%

1366

1073

79%

Female

696

482

69%

640

484

76%

% Female

31%

27%

32%

31%

*Note: Gender is unknown for 6% of eligible staff and 5% of returned staff in RAE 2008 so they have
been excluded from the data analysis
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100%
90%
80%

Male

70%

Female

60%
50%
Lecturer Senior Lecturer Reader

Professor

Figure 5.3: Staff included in the REF 2014 by gender and academic level
Action 28: Look closely at female Readers to see how long they have been at this level and
encourage them to apply for promotion to Professor using the network of Promotion
Champions
Gender data on impact case study authors has not been captured however 335 out of 1652 were
submitted with circumstances (Table 5.4).
Table 5.4: Number of staff submitted to REF 2014 with circumstance
Circumstance type

No. of people with that circumstance

1 – Early Career Researcher

214

2 – Other Clearly Defined Circumstances

55

3 – Mat/Pat/Adoption

80

7 – Complex circumstances

11

Grand Total

360*

*Note: An individual could go in with more than one type of circumstance, hence the total may be
below 360.
The REF2020 submission is being led by Prof Colette Fagan (University SAT member) recently
appointed as Vice President for Research. Equality is being embedded into preparations and all
Schools have appointed REF leads and Impact Ambassadors [University 40%F; FBMH 11F, 13M
FHUM 3F, 5M FSE 4F, 10M].
Actions
29: REF Leads and Impact Ambassadors to encourage and support women, BAME and disabled
staff to gather evidence and submit to REF2020
30: Gather and monitor E&D data throughout REF2020 preparations including a full equality
impact assessment
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SILVER APPLICATIONS ONLY
5.2.

Key career transition points: professional and support staff

(i)

Induction
Describe the induction and support provided to new all staff at all levels. Comment
on the uptake of this and how its effectiveness is reviewed.

The induction processes and opportunities for PSS staff do not differ from that given to Academic
staff. Since 2015, 280 PSS have attended the central welcome event. 168 (60%) were female
commensurate with the proportion of female PSS staff (58%F PSS).

SILVER APPLICATIONS ONLY
5.2. Key career transition points: professional and support staff
(ii)

Promotion
Provide data on staff applying for promotion and comment on applications and
success rates by gender, grade and full- and part-time status. Comment on any
evidence of a gender pay gap in promotions at any grade.

PSS staff are not able to apply for promotion within their current role but instead apply for
internal jobs at a higher grade. They can be put forward for additional pay increments, and one
off Exceptional Contribution Awards if nominated by their line manager and supported by a
Faculty panel. This process runs in parallel with the Academic promotions, sending a message
that the contribution from PSS staff is equally valued.
Our re-grading policy and framework applies to all PSS staff (up to and including Grade 8)
allowing them to be re-graded where there has been a substantial increase in the requirements
of the job and level of responsibility. We monitor and report re-grading data annually and in
2017, 105 PSS staff (72F and 33M) applied with a very high success rate of 97% for men and 80%
for women.
The 2017 University staff survey data showed that PSS staff feel less valued by the institution
than other staff groups (67% PSS feel valued cf. 72% university as a whole). In response, we
launched an internal campaign to raise the profile of PSS staff, highlighting what makes them
proud to work for the University (Figure 5.4).
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Figure 5.4: Screenshot of “Proud to be PSS” article to raise the profile and contribution of PSS
across the University
Actions
31: Raise awareness of recognition and reward mechanisms for PSS staff across the University
through the managers toolkit (Figure 5.23, page 84) and profile PSS staff through the “Proud to
be Campaign
32: Monitor re-grading data for PSS staff and ensure men and women are equally supported
through the process

5.3.

Career development: academic staff
(i) Training
Describe the training available to staff at all levels. Provide details of uptake by gender and
how existing staff are kept up to date with training. How is its effectiveness monitored and
developed in response to levels of uptake and evaluation?

All staff regardless of role and grade, can access training via SL&D, which delivers classroombased and online training (key themes; leadership and strategy, personal and practical skills and
essential compliance training). There are 3 SL&D Leads, each with a particular responsibility for a
section of the University: Faculty-based staff (Academic and PSS); the central PSS, the Library and
Cultural Institutions; and compliance-related development activity. There is a focus on earlycareer Research Staff to complement Faculty Academic and Researcher development teams and
the library “Research Essentials” training.
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Figure 5.4: Online training resource from Staff Learning and Development
In the past 3 years 23,390 participants undertook training. This equates to 6935 participants on
different training sessions over 3 years or 7796 participants per year (68% of staff – although staff
may attend multiple sessions). University Staff Survey 2017 data mirrors this with 60% of staff
saying they have taken part in training, mentoring or coaching in the last 12 months (Table 5.5).
We have high levels of satisfaction with training (78%) but there is a drop of 5% in uptake
compared to 2015 data, which may reflect the recent re-organisation of SL&D. We will monitor
this and continue to communicate opportunities to all staff but particularly Academic and
Research Staff (13% and 11% less likely than PSS to have taken part in training).

E

All Staff UoM 2015

UoM 2017 Academic Staff

UoM 2017 Research Staff

UoM 2017 PSS

I am satisfied with my current learning and
development
Overall, I feel there are sufficient learning and
development opportunities available to me to do my
job more effectively
In the past 12 months, have you taken part in any type
of training, learning or development (including
mentoring and coaching) paid for or provided by the
University?

All Staff UoM 2017

Table 5.5: Staff perceptions and uptake of University training and development opportunities
comparing different staff group responses to the University Staff Survey 2015 and 17.

78%

78%

83%

82%

76%

76%

77%

78%

81%

76%

60%

65%

54%

56%

67%

56

The functionality of the training and development database makes it difficult to provide a gender
or grade breakdown of training participation but we need to be able to analyse with more
granularity so will action this. We do manually calculate gender composition for essential E&D
training for all staff groups. Women make up 60-70% of participants on essential training.
Numbers over the last 3 years •
•
•
•

Equality and Diversity Training: 1221 (756F and 465M)
Unconscious Bias Training: 353 (210F and 144M)
Recruitment and Selection Training: 1821 (965F and 856M)
P&DR Reviewer Training: 1419 (826F and 593M)

Action 33: Enhance the training catalogue/database to capture and monitor robust gender,
BAME and disability status data for all courses
All staff can apply to the ‘Further Education and Higher Education (FE/HE) Funding Scheme, to
meet the costs of any external training or vocational/professional qualifications. In the last 3
years 271 staff members (135F/136M) have received an average investment of £1500. SL&D
“Investing in Success” is also open to all and represents a significant investment in staff talent of
£1M. Awardees receive up to £10,000 each and are profiled through the closing showcase event.
Faculty Training and Development Opportunities
Faculty led training further supports Academics and Research Staff, e.g. in FBMH the Centre for
Academic and Researcher Development (CARD) deliver flagship programmes at foundation,
intermediate and advanced level training (described as the gold-standard for researcher
development and one of the top in UK HE by the Head of Research Careers at the Medical
Research Council).
The New Academics Programme (NAP) also runs at Faculty level providing training in research
excellence, inspirational teaching and learning and academic leadership and management.
Accredited by the HEA it leads to HEA Fellowship. Research Fellows can also access NAP.
Evaluation shows that it is a valued programme.
“I have taken on a leadership role that I would not have felt confident to do without the support
of the programme” NAP anonymous participant feedback
Table 5.6: Academic and Research Staff registered and completing NAP from 2014 to present

FBMH
FSE
FHUM
University

NAP Registrations
Academic
Research
Staff
Staff
171
56
161
47
Job role not
Job role not
specified
specified

Total
227
208
284

Academic
Staff
44
95
Job role not
specified

NAP completers
Research
Staff*
4
0
Job Role Not
Specified

719

Total
48
95
81
224

* Research Fellows are invited to attend the NAP but do not have to complete the assessment as
part of their probation hence the low completion rate.
Actions
34: Capture and monitor Academic level, gender, BAME and disability data for NAP
35: To evaluate the support for Research Fellows across the University and consider expansion
of NAP programmes to support research and teaching
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For all staff involved in teaching (including Research Staff and PSS staff), the Leadership in
Education Awards Programme (LEAP) supports their application for HEA recognition via
workshops, mentoring and peer support. LEAP was piloted in FBMH and rolled out University
wide in 2017 with significant impact, 108F, 44M gaining HEA Fellowship (Associate – Principle
level, from all staff groups and grades) see Table 5.7.
We celebrate HEA Fellow success and support NAP/LEAP alumni through the Centre for Higher
Education Research, Innovation and Learning (CHERIL, see page 63) and the FBMH Academy for
Education and Professional Development.
“I have recently completed the LEAP programme, and become a Senior Fellow of the HEA. I found
the experience of preparing reflexive case studies and documenting my career journey really
helpful. It has definitely affected the way that I approach my teaching, in a good way. Today I am
a LEAP mentor, and I would encourage everyone who is eligible to apply for the scheme.”
Joyce Tyldesley, Senior Lecturer, Division of Medical Education
Table 5.7: Statistics for LEAP HEA Fellowships Awarded, 2016-present
Faculty
FSE
16

FBMH
133
Female
Male
98
35
Academic Research PSS
112
20
1

Female
8
Academic
7

Male
8
Research PSS
7
2

FHUM
3
Female
2
Academic
1

Male
1
Research PSS
0
2

Figure 5.5: Academy for Education and Professional Development web resources and the annual
HEA fellowship celebrations 2017.
Action 36: Continue the University LEAP roll out and monitor E&D data for teaching
accreditation
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Research Staff Development
A key research strategy priority is creating a nurturing environment to attract, develop and retain
Research Staff and provide equity of opportunity for career progression. In recognition of our
support for this group the University gained the European Commission’s HR Excellence in
Research Award (successfully retained since 2012)
We encourage the use of up to 10 days training annually and in the 2017 University Staff Survey,
89% of Research Staff reported taking 2 – 10 days in the past 12 months. This is an increase of 9%
from the University’s responses reported in the 2015 Careers in Research Online Survey and
demonstrates a culture of engagement with professional development by Research Staff.
‘I feel that I am being continuously offered opportunities to improve and that I have a lot of
support by all my colleagues’ USS 2017 Research Staff Anonymous
Research Staff also benefit from an annual Research Staff conference, career mentoring and
coaching programmes, and a flagship accredited “Researchers into Management”(RinM)
programme. Since the last AS submission 43F and 31M Research Staff have taken part. Notable
alumni career destinations include consultancy/business analysis and pharmaceutical R&D.
“I learnt about how the University actual works as well as
different business models. I also learnt about myself, and my
management style, and tried my hand at aspects of management
in a safe and supportive environment. I believe I have and will
benefit from this course for a long time and the qualification has
been a great addition to my CV” RinM Alumni 2017, Victoria
Newton Innovation Technologist in Skin Science, Boots
Pharmaceuticals Plc

Raising Awareness of the Training Provision for Academics and Researchers
We have made progress in raising the visibility of our extensive training provision. Faculty
communications teams disseminate information through Faculty web pages e.g. FBMH
Researcher Development Continuum (Figure 5.6), Faculty Announcements and the network of
Research Staff Reps that exist in all Schools. Heads of School are alerted to training relevant for
staff within their area, and ensure information is cascaded down to those individuals who would
benefit most.
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Figure 5.6: Researcher Development Continuum
Actions
37: Continue to promote training opportunities, monitor uptake and effectiveness
38: Maintain the HR Excellence in Research Award and to ensure continued co-ordination
between the AS SAT, Research Staff Development Working Group and Academic Staff
Development Committee
(ii)

Appraisal/development review
Describe current appraisal/development review for academic staff at all levels across the
whole institution. Provide details of any appraisal/development review training offered and
the uptake of this, as well as staff feedback about the process.

P&DR is offered to all staff annually and accountability for the process lies with the reviewer
(usually line managers) so we ensure they have been trained and understand the significance of
appraisal and how to be effective in the role. Reviewer training is mandatory and reviewees are
also encouraged to access the online module ‘Getting the best from your P&DR’ or the equivalent
face-to-face workshop. Over the past 3 years 1707 members have participated from all staff
groups. More focussed training for Research Staff ‘Getting the most out of P&DRs’ has recently
been piloted in the FBMH (May 2018) for eventual roll out across the University.
The capturing of data for the number of staff completing P&DR has, to date, been inconsistent
across the University with records often only held at a local level. When feedback from staff
surveys also indicated a lack of confidence in some aspects of P&DR the process was re-appraised
(2016) making it more reviewee focused, establishing ‘senior reviewers’ responsible for
overseeing the effectiveness of all P&DRs in their areas and finally moving P&DR onto an
electronic platform. The latter is being phased in across all staff groups including PSS and
Research Staff.
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The University Staff Survey 2017 output has offered a steer with regards to P&DR uptake – 72%
indicated they had received an individual P&DR in the last 12 months (a modest increase of 2%
from the previous survey). Encouragingly of these respondents 90% said well-defined goals had
been set with 84% indicating these were personal development objectives (both figures 3%
higher than previous survey). The highest uptake of P&DR was in the Academic staff group at
82% (81%M, 83%F) followed by PSS with 72% (71%M, 73%F) and finally Research Staff with only
54% receiving/agreeing to one (56%M, 53%F).
Research Staff were asked about the effectiveness of the P&DR process [questions taken from
the national Careers in Research Online Survey (CROS) allowing us to compare to previous CROS
2015 data] showing 93% of those completing one in the past 12 months agreed that “clear
objectives” had been set, 81% agreeing it was useful (compared 72% in 2015). 72% of academics
and 73% of PSS staff found the process beneficial. No gender specific issues were raised by the
survey responses.
Despite the positive responses to P&DR it was disappointing that only 53% of all staff groups
combined, indicated they had gone on to receive the identified training and development.
“There is no follow through on agreed objectives and actions” USS 2017 Anon
This requires urgent attention. We believe confidentiality of the review is likely to be a
contributory factor to this issue and moving forwards limited, non-sensitive information will be
shared with other parties (such as those delivering training/or being responsible for teaching
allocation) to facilitate developmental and learning goals being actioned. The online system will
greatly help in this regard and future survey responses will help us check effectiveness.

Figure 5.7: Screenshots of the on-line training module for Research Staff P&DR reviewers and the
new electronic P&DR platform.
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(iii)

Support given to academic staff for career progression
Comment and reflect on support given to academic staff including postdoctoral researchers
to assist in their career progression.

In addition to promotion support already outlined [see Section 5.2(ii)] we have made significant
progress in leadership and management, mentoring and coaching, support for teaching
progression and networking for all staff groups.
Stepping up to Leadership and Management
With the re-structure of SL&D we reviewed our leadership and management support. 245 staff
(all staff groups) had participated since last submission. In the last 12 months we have made a
strategic investment in growing the capabilities of first line managers through to senior academic
leaders by creating a Learning Pathway for leaders and managers (Figure 5.8)

Figure 5.8: University of Manchester Engagement Roadmap
Our “Inspiring Leaders Programme” was launched this year for Academic and PSS staff in
leadership roles with 130 (51F and 79M) staff already benefiting and a further 130 joining the
course in Autumn 2018. We are also recruiting for “Managing at Manchester” (for those either
new to managing or returning to this after some time) and “Leading at Manchester” (for
established managers, or those seeking to grow and develop leadership capability).
As well as our internal programmes we have an established relationship with the Leadership
Foundation and their Aurora Women’s Leadership Programme (70 Academic and PSS women
have taken part). Our Aurora participants are supported by a senior female mentor from
Manchester and by facilitated peer support groups. They continue to be supported after the
programme through a University Aurora Alumni network. Two of our SAT team are also Aurora
role models on the national programme.
“I found Aurora ‘career liberating’. I was already turning a corner to some extent, but this
programme had the dual impact of (a) providing my first experience of ‘leadership’ training and
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(b) tackling issues to do with gender in academic environments in a positive and practical way. I
have been recently promoted to Chair…….the programme undoubtedly accelerated the process.”
Manchester Aurora Participant
As places on Aurora are outstripped by demand (maximum 15 places/year) an internal Female
Leadership Programme has been developed by the School of Environment, Education and
Development. This will be rolled out across the University.
Actions
39: Track the careers of our Aurora alumni with a longitudinal follow up survey
40: Internal women’s leadership programmes to open up across the University in 2018/19
Coaching and Mentoring
Since last submission we have promoted a ‘coaching culture’ recognising this skill as a key part of
all line managers’ roles. This non-directive, supportive leadership approach has attracted a
significant number of women with 180 managers and senior managers (130F and 50M) from all
staff groups completing coaching training. The University has developed a coaching code of ethics
and all managers have access to online resources and a bespoke Youtube link. We have also
invested in an internal pool of qualified coaches (all members of the Association for Coaching).
Staff can access the well-established Manchester Gold mentoring programme linking them with a
more experienced colleague who acts as a career mentor over 9 months. Mentor and mentee
training is provided and since our last submission 183 staff [Mentors – 90 (62F/28M) and
Mentees – 93 (83F/10M)] have taken part. 142 staff registered for 2018 and each applicant was
supplied with an equal opportunities monitoring form. Early analysis shows that 11% and 3% of
participants completing the form identified as BAME or disabled respectively.
Actions
41: Gather robust E&D data for Manchester Gold and monitor annually
42: Increase the number of academic/research mentors, and particularly men, coming forward
Career Advancement for Teaching Staff
Academics and PSS who teach/support teaching both benefit from training events, showcases
and teaching grants and awards, to support career development. These are administered through
the University wide Centre for Higher Education Research, Innovation and Learning (CHERIL).
Teaching excellence funding is over 3 years and can be extended if the award holder is on
prolonged leave (maternity, sabbatical, adoption etc.). CHERIL also provide mentorship and
support for external Advance HE individual and team awards. Since the last submission 72F and
50M have applied to CHERIL calls and 32F (44%) and 23M (48%) were successful.
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Figure 5.9: CHERIL training and support
“Through my work with Staff Learning and Development and the Centre for Higher Education
Research Innovation and Learning I have an overview of the climate in which Manchester’s
women academics and PSS staff are working. In recent years we’ve seen many senior roles filled
by exceptional women who act as mentors and role models to colleagues in different stages of
their careers fostering a culture where excellence is recognised and rewarded” Prof Stephanie
Marshall, Chair of CHERIL and SL&D Board
Table 5.8: Teaching and Learning, internal and external award data 2014-17
Award Scheme
National Teaching Fellowship
(Advance HE)
Collaborative Award in Teaching Excellence
(Advance HE)

Applied
Female
Male

Successful
Female
Male

5

6

4

1

2

0

1*

0

University Teaching Excellence Awards

-

-

6

7

University CHERIL Teaching Award

44

65

15

21

*One team nominated by the University but awaiting the national results
“As someone who struggles to write reflectively and to articulate
success, I have found the mentoring I have received to be positive,
empowering and a huge boost to my confidence. The continued support
of the Teaching Excellence team helped me to reflect positively on my
success and to further develop my scholarly approach leading to an
internal Teaching Excellence Award, a successful nomination for
National Teaching Fellowship and, most recently, an MBE”
Marcia Ody, National Teaching Fellow, MBE, Teaching and Learning
Manager
Peer Support Networks
We have a range of peer support networks at all levels of the academic pathway such as
Women’s Professors Network, Women’s Researcher Network, Research Staff Association and
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Research Staff Reps Network alongside discipline specific networks e.g. Women in Science,
Engineering and Technology, Researcher Development Network, and Faculty specific networks
e.g. Faculty Fellows network in FBMH.

Figure 5.10: Screenshots of Researcher Development Network event and website
Career Development Support for Research Staff
Faculty researcher development teams provide a suite of career management support to help
Research Staff advance within or outside of Academia. Annually we run the “Times Higher”
award winning “Pathways” event providing PGRs and Research Staff with advice and guidance
delivered by PhD alumni representing a wide range of careers.
Supporting to get on the Funding Ladder
To support Research Staff who aspire to an academic career and aim to secure independent
funding, Faculties offer Fellowship/grants support. This includes mentorship, peer review, mock
interviews and access to pump-prime funding such as The Dean’s Prize: Early Career Researcher
Development Awards (FBMH) and Manchester Institute of Biotechnology Fellowships (FSE). This
year the scale of our investment in research talent has been significantly expanded through the
launch of the University of Manchester Presidential Fellowships (100 fellowships available). A
clear diversity statement is included on all funding award calls.
Actions
43: Capture and monitor E&D data for University fellowship schemes
44: Evaluate the careers support provision for Research Fellows across the Faculties to ensure
equality of opportunity
Academic staffing data shows that there is a ratio of 1.6 men to every woman (at level 7 or
above) hence they are most likely to apply for grant funding. Comparing this to data gathered for
PIs on grants (2014-17) we see women are slightly less likely to be awarded grants (-4.3%) but
fewer women hold grants (2.8 fold less than men) as less are applying. Similarly when we
compare white and BAME staff (ratio 5.9) we see that BAME staff are disadvantaged by fewer
applying (7.8 fold fewer) and success rates being lower (-3.3%). Interestingly, disabled staff have
a significantly higher success rate (+14%) although the numbers applying are low.
Total grants awarded = 590 (women) and 1576 (men)
Total grants awarded = 1877 (white) and 242 (BAME)
Total grants awarded = 2104 (not disabled) and 46 (disabled)
Success Rate = 33% (women) and 37% (men), -4.3% gender difference
Success Rate = 36.8% (White) and 33.5% (BAME), -3.3% ethnicity difference
Success Rate = 36% (not disabled) and 50% (disabled), +14% disability difference
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Actions
45: Achieve a 10% increase in grant applications from minority groups by 2019
46: Capture and monitor data on early career researcher grant applications
A Senior Research Fellow focus group informed SAT that there was inconsistent practice in
accessing sabbaticals which are used to bolster networks/collaborations and prepare large bids.
Research by RCUK shows that females are less likely to apply for large (£1million+/4 year) grants
than men, and have a 14% lower success rate. Therefore, this lack of protected sabbatical time
may preferentially impact on women and needs to be investigated further.
Action 47: Analyse EDI data on sabbaticals and raise awareness of this development
opportunity to academics on all three pathways

SILVER APPLICATIONS ONLY
5.4.

Career development: professional and support staff

(i)

Training
Describe the training available to staff at all levels. Provide details of uptake and how
existing staff are kept up to date with training. How is its effectiveness monitored
and developed in response to levels of uptake and evaluation?

We do not distinguish between Academic staff and PSS staff for the majority of our career
development training and award schemes.

Figure 5.11: Screenshot of the training website linking PSS staff to leadership and management
and career development award schemes; Investing in Success Scheme showing video profiles of
PSS awardees in 2017
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During PSS Focus groups, staff reported that University training opportunities were abundant and
of high quality but they did not always feel a connection between training and internal career
enhancement. Most staff communicated that they would prefer external training from
professional bodies with opportunities to gain professional memberships and certification.
PSS have equal access to funding for external training and awards including ‘Investing in Success’,
‘Further Education and Higher Education (FE/HE) Funding Scheme’ and ‘CHERIL’ Funding
(described previously in Section 5.3(iii)). Full funding is provided for individual members of staff
wishing to apply for Registered Scientist, Registered Science Technician or Chartered Scientist
status with the Science Council through SL&D. Staff working in science can apply for registration
through a process of peer assessment and entry standards demonstrating their continued
professional development.

SILVER APPLICATIONS ONLY
5.4. Career development: professional and support staff
(vi)

Appraisal/development review
Describe current professional development review for professional and support staff
at all levels across the whole institution. Provide details of
any appraisal/development review training offered and the uptake of this, as well as
staff feedback about the process.

PSS have a good P&DR uptake and engagement. Comparison of University staff survey responses
(2017 cf. 2015) showed significant increased satisfaction with the process [72% uptake (+2% from
2015); 90% set clear objectives (+3%) and 84% agreed personal development goals (+3%)].
However we saw a 2% drop in PSS staff receiving the training identified in the P&DR. This is most
likely as a result of the transformational changes in SL&D. The extensive opportunities now
available to PSS staff will be communicated across the University and uptake monitored. PSS Staff
have been the first set of staff to use the online P&DR system (Section 5.3ii). This has been
accompanied by extensive training for line managers/reviewers and explicitly promotes training
opportunities available for this group.

SILVER APPLICATIONS ONLY
5.4. Career development: professional and support staff
(ii)

Support given to professional and support staff for career progression
Comment and reflect on support given to professional and support staff to assist in
their career progression.

PSS have access to the majority of the same career development opportunities as Academic and
Research Staff. Additionally, during the PSS Focus Groups, the secondment scheme was
highlighted as a positive enabling progression to different roles.
Secondments
“I have been fortunate to be offered two secondment opportunities. In 2015 I was seconded to
Head of Faculty Research Support Services and Business Engagement, FLS (G7) having previously
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been a Research Support Manager, EPS (G6). In 2017 I was seconded to Head of School
Administration, FSE (G8) from the role of Research Support Services Operations Manager, FBMH
(G7). These secondment opportunities have given me the flexibility to work across Faculties and
have allowed me to be promoted from a G6 to a G8 position. My line managers have been
extremely supportive of these secondments which have made me feel incredibly valued as a PSS
member of staff, and have allowed me to create networks and build knowledge about different
functions of the University.” Dr Darien Rozenthals (currently seconded to HoSA School of Earth
and Environmental Sciences)
In 2016, ‘TEaM’ (Technical Excellence @ Manchester) was established; a Technical PPS staff
network group offering quarterly coffee & talk events. TEaM supported by SL&D have funded the
route to professional membership of the Institute of Science Technicians for all technical PSS
Staff; enhancing their career progression prospects.

Figure 5.12 Web announcement of our status as a Science Council Employer Champion and our
first staff members to become registered Scientists.
A session on professional registration of science technicians formed part of our International
Womens’ Day 2016. Senior Research Technician, Sandra Taylor, delivered the session and last
year was asked by the Science Council to become a Registrant Champion: "I wanted to share my
story to show that there are alternative career paths into science, and to raise awareness of the
lifelong learning that support staff undertake.”
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5.5. Flexible working and managing career breaks
Note: Present professional and support staff and academic staff data separately
(i)

Cover and support for maternity and adoption leave: before leave
Explain what support the institution offers to staff before they go on maternity and
adoption leave.

The Maternity/Adoption Pay and Leave Guidance is available to staff online covering details of
statutory pay, eligibility requirements for enhanced pay, and information on private
appointments with specialist HR who will help staff work out dates, check leave and what pay
they qualify for. We encourage staff to notify their Line Manager/HR of their pregnancy as soon
as possible, to ensure a risk assessment is undertaken by the School’s H&S Advisor/Occupational
Health. Any additional support staff request relating to their pregnancy will be considered
sensitively, such as changing hours of work and cover for medical appointments. Staff are
permitted to take paid time off to attend antenatal appointments (two half-days paid time off are
available for partners). This includes reasonable time for relaxation/parent craft classes, including
the ‘Pregnancy Yoga’ class offered through the University’s Wellbeing Centre.

Figure 5.13: Screenshot of Maternity toolkit
Prior to leave each member of staff will discuss maternity cover arrangement with their linemanager. In the majority of cases, fixed-term appointments can be made for maternity cover and
secondments to these roles are encouraged. However confusion about how the policies apply
alongside finite funding and contract length has been raised by externally funded Research Staff.
Initiatives such as the University wide ‘Researcher Parent Trap’ event (80 attendees in 2015) have
helped, with simplified information conveyed verbally by the University AS Coordinator and the
HR Policy Manager and in booklet form. This was also showcased as part of the 2017 HEFCE
‘Innovations in E&D’. Further explanation of the policies is found in the Managers’ Essentials
toolkit (Figure 5.23, pg81).
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Figure 5.14: 2017 HEFCE ‘Innovations in Equality and Diversity’.

Two female Professors are currently acting as trial ‘maternity mentors’ for Academics in the
School of Materials (Silver AS). The mentor/mentee relationship is set up several months in
advance of maternity leave and recent feedback is that this support is very beneficial and the
School is expanding this to PSS staff. Using this as evidence that holistic support is welcomed, we
have included a University-level action to train up our existing Coaching team to also provide
specialist coaching to all staff taking and returning from maternity/adoption/shared parental
leave. This will support their wellbeing, personal and professional development and facilitate
retention (preventing talent loss).
Action 48: To train existing coaches to offer specific coaching support to staff returning from
extended leave for caring reasons
(ii)

Cover and support for maternity and adoption leave: during leave
Explain what support the institution offers to staff during maternity and adoption leave.

The University has a generous enhanced maternity pay and leave package, unsurpassed in the HE
sector. All eligible staff are entitled to 52 weeks’ leave; 26 on full pay, 13 on Statutory Maternity
Pay and 13 unpaid. Ten (optional) Keeping-In-Touch (KIT) days enable staff to keep updated with
developments at work and if taken whilst receiving statutory maternity/adoption pay, the
statutory rate will be topped up to the individual’s normal basic pay for the hours worked. Staff
working KIT days whilst on unpaid maternity/adoption leave, will receive normal basic pay for
those hours.
These have been well received by staff.
‘Coming in a few days while on maternity leave helped me still feel part of my team and were
invaluable in helping ease my transition back to work’.
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Figure 5.15: Enhanced maternity package tweet
The amount of contact between the University and staff member is arranged prior to leave, in
discussions with their line manager. During leave, staff continue to accrue annual leave, including
bank holidays and closure days to be taken before the end of the leave year – this can be used to
support a phased return. If maternity leave runs into the next vacation year, outstanding leave
can be carried over. A member of staff may apply to extend their Maternity or Caring Leave
under the terms of the policies on Career Breaks for Carers or Parental Leave.
HR notifies any individual, whose contract expires during maternity leave, at the usual 6-month
and 3-month points prior to the contract end date. They are placed on the redeployment register
and eligible for any suitable post that is advertised during that time. During the Focus Group
discussions with Early-Career Researchers, only one individual had experienced contract
culmination whilst on leave; the Researcher (STEMM) reported being successfully redeployed
three-months into her maternity leave, with no gap in contract.
(iii)

Cover and support for maternity and adoption leave: returning to work
Explain what support the institution offers to staff on return from maternity or adoption
leave. Comment on any funding provided to support returning staff.

All staff are able to join the central Peer Support Group for Staff Returning from Maternity,
paternity or adoption leave advertised on the staff intranet. The Students Union have a dedicated
‘Student Parents and Carers’ network with a Facebook Page (200 members) advising of lunches
and events.

Figure 5.16: Researcher Parent Peer Support Group
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Figure 5.17: Student Parents and Carer’ Network
At the 2016 inaugural AS networking meeting, Schools were asked to share local good practice
for staff returning from extended leave which revealed that Schools varied in their support for
returners (Table 5.9).
Table 5.9: Feedback from University AS Network group on support available in Schools for
returners. Not all Schools represented.
School

STEMM

Materials
Electrical and
Electronic
Engineering
Earth and
Environmental
Sciences
Mechanical,
Aerospace and
Civil
Engineering
Dentistry
Chemistry
Physics and
Astronomy

AHSSBL

Maths

E

Social Sciences
Law

Provision
Phased return for all returners (from any form of extended leave) agreed
with line manager. Reduced teaching and project supervisions.
Protected research is arranged on an individual basis, dependent upon
operational requirements.
HoS discusses circumstances, needs and wishes individually with all returning
staff. School seeks the best tailored support - part time work/working from
home/flexible hours/reduced teaching/reduction in administration.
Staff returning from maternity leave initially have protected research time,
with a 50% reduced load for non-research activities for one year after their
return
Return-to-work practices are arranged on an individual basis as it is a small
division. A reduction in teaching is always given if needed
Reduced teaching loads
2013 policy entitles returners to a reduced number of teaching hours for the
first semester in discussion with the Director of Teaching, designed to
provide flexibility to re-establish their research profile.
All Lecturers returning from maternity leave have access to increased
research funds for one year and a reduced teaching load
Reduced workloads for maternity returnees (not formalised). Also offer
P&DRs for returnees. Only arranged in some Discipline Areas
Reduced teaching loads for those who return from mat/adoption leave, in
consultation with the individual concerned
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This local practice information has helped establish a Returners Scheme providing career support
for Researchers and Academic staff who are going on, or have returned from, extended leave for
reasons connected to caring responsibilities. There are two parts to this Scheme; A) Returners
Replacement Scheme which will provide an opportunity for Academic staff to have protected
time for research and/or pedagogical teaching and learning development for a fixed period of
time up to 12 months, and B) Returners Fund that will provide both Research and Academic staff
the opportunity to apply for up to £5k in flexible support to keep research and external activities
on track. Both will enable continued career development and will have the added benefit of
giving experience to our PGR students and PDRAs who may be encouraged into an academic
career. This was one of our actions from our last AS submission.
The scheme has been approved by in principle, thus demonstrating University commitment to
the AS agenda (~£1M investment in this initiative). It will be rolled out across the University in
Summer 2018 and the AS Team and the Director of HR are currently working on expanding the
scheme to PSS staff, thus creating parity of opportunity across the institution. This scheme can
also be used to support Research Staff whose ‘no-cost extension’ by their funders following
return does not factor in incremental costs incurred during the leave, such as pay rises and
increased overhead costs due to inflation (currently covered on a case by case basis in Schools).
The University has two centrally located spaces for staff/students/visitors to breastfeed or
express (92 and 8 on campus map – figure 5.19). Frequently Schools also allocate breastfeeding
space locally. A recent audit revealed 13 rooms across campus (5 in North Campus, 8 in South
Campus – one of which is in the University Hospital). We are currently exploring additional spaces
and HR have recently updated their guidance for breastfeeding staff.

North Campus

South Campus

Figure 5.19: Online breastfeeding guidance
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Actions
49: Returners Scheme to fund supportive cover for staff returning from extended leave to
enable focus on career development activities and additional funding available to cover career
development-incurred expenses
50: Increase access to breastfeeding/expressing spaces around campus and expand the number
and location of rooms offered.
(iv)

Maternity return rate
Provide data and comment on the maternity return rate in the institution. Data and
commentary on staff whose contracts are not renewed while on maternity leave should be
included in this section.

The University currently has no formal means of recording data for staff return rates. The ED&I
Office and HR are looking at ways to capture this moving forwards as well as data on staff whose
contracts are not renewed whilst on leave.
On return/KIT days staff meet with their line manager to go through a checklist (covers childcare,
training etc.) and discuss how the University can assist them in making a successful transition
back into work. There are a number of staff and student peer support groups for parents or
recent returners from caring related leave (discussed in Section 5.5(i) and (iii)). In addition, there
are a number of points of contact for advice, both at School-level and centrally (through the ED&I
Office).
Table 5.10: Number of staff taking maternity/adoption leave (as primary adopter)

2017

2016

2015

Maternity Leave

E

STEMM

FHUM

Academic
Staff

6

Research Staff

Non-Faculty

Adoption Leave (Primary Adopter)
Total

STEMM

FHUM

Non-Faculty

Total

10

16

1

2

3

33

2

35

0

0

0

PSS Staff

50

22

31

103

0

0

0

0

31

154

1

2

0

3

Total

89

34

Academic
Staff

11

9

20

1

0

1

Research Staff

36

3

39

0

0

0

PSS Staff

46

17

25

48

1

0

1

2

Total

93

29

25

107

2

0

1

3

Academic
Staff

11

16

27

1

1

2

Research Staff

52

7

59

0

1

1

PSS Staff

51

23

33

107

2

1

1

4

Total

114

46

33

193

3

3

1

7
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The University’s senior leadership recognise the talent which would be lost if we did not strive to
maximise retention rate of staff who have taken maternity leave. The data in Table 5.10 was a
key driver in pledging to fund the Returners Scheme (Section 5.5(iii)). We will monitor retention
rates of staff against numbers using the fund to determine the impact of this financial
commitment and whether it is sufficient.
SILVER APPLICATIONS ONLY
Provide data and comment on the proportion of staff remaining in post six, 12 and 18
months after return from maternity leave.
The University does not centrally track information on staff employment following return for any
forms of extended leave. We have developed an action to work with HR on devising the best
process by which to keep these records moving forward. This will include tracking continuity of
employment, changes to grade (through promotion, role change), working hours and training
undertaken (including any returners coaching/mentoring). We will also consult with the AS
Network to ascertain how much of this data can be tracked at School level to assist with
developing a full progression timeline.
Action 51: Explore options for recording retention and progression data for staff returning from
extended leave

(v)

Paternity, shared parental, adoption, and parental leave uptake
Provide data and comment on the uptake of these types of leave by gender and grade for
the whole institution. Provide details on the institution’s paternity package and
arrangements.

The University offer two weeks statutory paternity leave at full pay for partners. The online
information regarding paternity leave also links to the shared parental leave policy which is
matched to the generous maternity leave policy we offer; partners working at the University
have the option of using 6 months at full pay, 12 weeks at statutory maternity pay rates and 12
weeks unpaid – less the amount that the Mother/ and the numbers taking this are increasing
year on year, see Table 5.11.
I was very impressed at how the process went. In spite of the system being very new at the time,
everything went very smoothly and the people at HR were very knowledgeable and helpful. James
Allen, Senior Research Fellow (STEMM) reporting on shared parental leave
A sub-set of the Flexible Working group (HR Policy Manager/ED&I Advisor/University AS
Coordinator) are currently developing a casebook to promote the benefits of taking Shared
Parental Leave; collecting real examples of how University staff, particularly Academics (of which
there are few externally available examples) have divided their leave. This is being done
alongside the research of Dr Emma Banister (Alliance Manchester Business School) who has
developed a video casebook in collaboration with Dr Ben Kerrane (Lancaster University
Management School), Working Families and The Fatherhood Institute.
Action 52: Develop resources promoting Shared Parental Leave, with practical advice and
examples of how to undertake this leave
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Table 5.11: Uptake of paternity, adoption (paternity) and shared parental leave (2015-2017)

2017

2016

2015

Paternity Leave

(vi)

Total

STE
MM

FHUM

STE
MM

FHUM

4

13

1

1

2

0

0

0

20

3

23

0

0

0

0

0

0

PSS Staff

12

7

14

33

0

1

0

1

0

0

0

0

Total

41

14

14

69

1

2

0

3

0

0

0

0

15

6

21

0

0

0

0

1

1

27

0

27

1

0

1

6

0

6

PSS Staff

22

4

31

57

1

0

1

2

3

0

4

7

Total

64

10

31

105

2

0

1

3

9

1

4

14

18

13

31

0

1

1

4

9

13

13

3

16

0

1

1

3

0

3

PSS Staff

23

1

39

63

2

1

1

4

5

1

10

16

Total

54

17

39

110

2

3

1

6

12

10

10

32

Academic
Staff
Research
Staff

Academic
Staff
Research
Staff

FHUM

9

NonFaculty

NonFaculty

Shared Parental Leave

Total

Academic
Staff
Research
Staff

STE
MM

Paternity Leave (Adopter)

NonFaculty

Total

Flexible working
Provide information on the flexible working arrangements available.

All staff can apply for flexible working either informally or formally (after working an eligibility
period of 26 weeks). Requests may be for any reason and are not restricted to employees with
family care commitments. This can be for compressed hours, early/late start/finish time, working
from home days etc. and examples are provided in the Flexible Working Guidance. Due to the
flexible nature of research, many Academics have informal flexible arrangements with regards to
working hours, though generally core hours of 10:00-16:00 are adhered to. There are no central
records of informal arrangements. If approved, formal requests usually result in a permanent
contract change, but it is possible to agree a trial period or a temporary change.
In an effort to improve the provision of flexible working across the University and in combination
with feedback received from Working Families, the University set up a Flexible Working Group in
2017. The Group consists of the HR Policy Manager, the Charter Marks Coordinator, the ED&I
Advisor, the Head of Recruitment, a HR partner and the Disability Advisor. This group has been
tasked to progress Actions 53-55.
“During my time in a senior leadership role, I fostered and then adopted 3
young children. This was a challenging time for me and I was well
supported by senior leadership allowing me to adapt my working patterns
to take account of additional family responsibilities and demands”
Prof Pam Vallely, Academic Director for University of Manchester
Worldwide
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Actions
53: Explore creating a framework for raising awareness, offering and recording flexible
working.
54: Include examples of the various options of flexible working through staff case studies in an
HR newsletter
55: Design a Flexible Working flyer to be included in caring leave and induction HR packs and
on the website

(vii)

Transition from part-time back to full-time work after career breaks
Outline what policy and practice exists to support and enable staff who work part-time to
transition back to full-time roles when childcare/dependent or caring responsibilities
reduce.

We do not currently have a specific programme to support staff transitioning from part-time to
full-time work. We do however have established coaching and mentoring programmes available
on demand to support staff in these circumstances. We also provide guidance to managers who
have staff undertaking or returning from career breaks, or family leave.
One aim of the Returners Scheme discussed in Section 5.5(iii) is to offer staff alternative options
to reducing their contracted hours upon return. Staff should not need to choose between
sacrificing research time in order to carry out scheduled teaching and administrative duties or
formally opting out of teaching loads by reducing work hours. We will measure whether there is a
significant correlation in maintaining pre-leave working hours of returners and use of the
Scheme.
We continue to gather information on the views of part time staff through the University Staff
Survey and School-level AS surveys to help inform current needs. Our PSS Focus Group also raised
issues regarding part time workers resuming full time roles:
“…policy works very well; excellent support for returning mothers in going part time if desired,
without any pressure. However, the issue of then returning to full-time after 0.5-1 year is
important, since a staff member returning part time normally means an additional staff member
needs to be hired. That additional staff member obviously cannot be made redundant whenever
the returner wants to get back to full time work”

Actions
56: Gather qualitative information from part time staff to develop initiatives to support their
career development and employment satisfaction
57: Review and update guidance and application documents for promotion/internal funding
applicants, acknowledging non-traditional working patterns and explicitly clarifying flexibility
in the criteria to acknowledge the impact on circumstances on timescales of progression and
research impact
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(viii) Childcare
Describe the institution’s childcare provision and how the support available is
communicated to staff. Comment on uptake and how any shortfalls in provision will be
addressed.
At present there are two privately run nurseries on the University Campus open to children of
both staff and students. The institution participates in the KiddieVoucher Childcare Scheme
communicated to staff in regular University newsletters and highlighted on the Staff intranet.
However the majority of our staff and students arrange childcare provision more local to their
home. Some of our School SATs are canvassing opinion on the need for ‘holiday clubs’ and
emergency ‘daily’ cover for childcare. Results will be fed up to this SAT and we will action further
in response to staff/student opinion.
(ix)

Caring responsibilities
Describe the policies and practice in place to support staff with caring responsibilities and
how the support available is proactively communicated to all staff.

A Carer’s Support networking group exists at the University and this is publicised on the staff
intranet. Staff are formally allowed to take 5 ‘emergency days’ per year when children are ill
and/or childcare can’t be found. Likewise there is an allowance of up to 4 hours per month for
taking children to medical appointments. Informal feedback received is that many are not aware
of this policy, and hence staff work flexibly or use annual leave for this purpose. We have
therefore developed new guidance for managers on impact of caring along with practical support
options, adjustments and recommendations. This will be formally launched, along with an
extensive communications campaign, during Carer’s Week in June 2018.

5.6.
(i)

Organisation and culture
Culture
Demonstrate how the institution actively considers gender equality and inclusivity. Provide
details of how the charter principles have been, and will continue to be, embedded into the
culture and workings of the institution and how good practice is identified and shared
across the institution.

Gender equality and inclusivity is firmly championed by our Vice Chancellor Professor Dame
Nancy Rothwell, who until 2014 was the only female head of the Russell Group University’s. Our
Manchester 2020 strategic plan affirms our commitment to adopting EDI as one of our guiding
principles and values and we advocate E&D in all our activities, believing everyone at Manchester
has a duty to fully meet and exceed E&D legislation.
In the 2017 University Staff Survey 87% of staff believe that the institution is committed to
equality of opportunity for all staff.
As part of the staff survey we also commissioned an employer of choice/employee advocacy
report showing 93% of staff agree the University is a good place to work (greater than the
median figure of 88% for all HEIs surveyed from 2015-17). Since Bronze renewal we have made
significant progress to embed the principles of the Charter across the University by implementing
a robust governance and reporting structure, revised SAT team, dedicated AS co-ordinator and
the establishment of the AS network (see Sections 2 & 3).
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We have EDI and AS websites, a blog and twitter feed, specialist staff networks (representing all
staff groups, minorities and career levels), forums and events to keep our community connected
and engaged with diversity issues, sharing good practice and celebrating staff achievements.
We also make a significant contribution to furthering gender equality within HE nationally. In
2015 ECU appointed four national AS patrons. Two of these are University of Manchester
academics (Professor Helen BeeBee and Professor Sir Cary Cooper).

Figure 5.20: University webpage announcement of two f our academics appointed as AS patrons

Figure 5.21: EDI and AS websites, blog and twitter feed engage staff across the University and
photos from EDI awards celebrating impact within and outside the University
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Our efforts in going above and beyond E&D legislation and championing inclusivity within and
outside our Institution have resulted in several awards by relevant external bodies (Figure 5.22).

Figure 5.22: Current EDI awards held

(ii)

HR policies
Describe how the institution monitors the consistency in application of its HR policies for
equality, dignity at work, bullying, harassment, grievance and disciplinary processes.
Describe actions taken to address any identified differences between policy and practice.
Include a description of the steps taken to ensure staff with management responsibilities
are up to date with their HR knowledge.

All HR policies are regularly reviewed and an equality impact assessment undertaken to ensure
no protected characteristic is disadvantaged. Feedback is regularly sought on policy application
from trade unions and impacted members of staff. For example, the recent review of our
Flexible Working Policy and associated guidance was supported by feedback from our working
parents support group. Insight is also achieved through our bi-annual staff survey and bespoke
surveys on an on-going basis. We have a dedicated, full time Policy Manager who is a member of
the University SAT.
A variety of policy areas are regularly scrutinised and the data reported on an annual basis to the
HR Sub-Committee, which includes the senior leadership of the University and SAT leads.
Dedicated learning and communication plans support major policy change or implementation of
new policies. Our internal learning and development team runs a programme entitled ‘Managing
at Manchester’ which provides managers with the practical knowledge and skills of HR related
subjects. As noted in Action 31, in June 2018 we will be launching our Managers’ Essentials
online digital hub to provides a wide range of on demand resources such as frequently asked
questions, videos, and ‘how to’ guides as well as e-learning on the application of policies and
procedures.
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Figure 5.23: Screenshot from the Managers Toolkit
(iii)

Proportion of heads of school/faculty/department by gender
Comment on the main concerns and achievements across the whole institution and any
differences between STEMM and AHSSBL departments.

Prof Dame Nancy Rothwell, a role model for women in HE leads our University. However
elsewhere women are under-represented in Senior University, Faculty and Heads of School roles
(33%F University, 38%F Senior Faculty Role and 24%F Heads of School), see Tables 5.12 and 5.13.
As recruitment to the majority of these roles draws from the Academic Professor pool it is
encouraging to see that women are preferentially securing leadership roles (as we might expect
only 24% representation if it matched the percentage of women Professors we currently have).
As we strive for parity at Professor level we will also aim to achieve parity at senior leadership
level. With the significant re-structure including the formation of FBMH from two legacy faculties
it has been difficult to compare historical data. However, it is encouraging to see the recently
appointed Vice President for Research, 2 out of 3 Heads of School in FBMH and the Head of
School for Mechanical, Aerospace and Civil Engineering in FSE are women. These senior women
are already making a significant difference promoting an inclusive culture within their schools.
"Engineering is traditionally a male dominated field, and while many
colleagues within our School work to support personal development, to
really promote a culture of diversity and inclusion within engineering,
more concerted efforts are needed to shift some of the cultural norms.
To address this, we’ve been embedding a more team-based ethos,
building a broader more diverse base of line-management support for
academics and researchers, and actively promoting a better work-life
balance." Alice Bowes Larkin, Head of the School of Mechanical,
Aerospace and Civil Engineering, FSE, (Academic Teaching and
Research)
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At senior PSS roles (bold italics in Table 5.12) there is 40% female representation (10F/15M).
Table 5.12: Senior Officers of the University, Professional Support Services, Library and Cultural
Institutions Senior Staff
Senior Officers and Senior Staff
President and Vice-Chancellor
Deputy Vice Chancellor
Chancellor
Pro-Chancellor
Registrar/Chief Operating Officer
Deans of Faculty and University Vice-Presidents
Associate Vice-Presidents
Professional Support Services
Library and Cultural Institutions
Total
Total %

2017/18
Female Male
1
0
0
1
0
1
1
1
0
1
1
5
0
3
7
11
2
1
12
24
33%
67%

Table 5.13: Senior Faculty Roles (Faculty Vice Presidents, Associate Vice Presidents), Heads of
School in 2017
Senior Faculty Role
FSE
FBMH
FHUM
Total
Total %

Female
3
4
1
8
38%

Male
3
6
4
13
62%

Heads of School
Female
1
2
1
4
24%

Male
8
1
4
13
76%

Actions
58: Identify potential reasons why there is only 1F Head of School in FSE and FHUM with the
aim of overcoming any possible barriers and encourage women to take positions of leadership
within their school with the aim of increasing current numbers
59: Ensure the effective mechanisms we have put in place in relation to mentoring, training,
networking, promotion and leadership opportunities further drive the closing of the gender
gap in the Senior Management roles

(iv)

Representation of men and women on senior management committees
Provide data by gender, staff type and grade and comment on what the institution is doing
to address any gender imbalance.

The gender balance of the University senior officers and senior staff have already been
considered in Section 5.6(iii). In addition, we have the Board of Governors of the University: The
Board comprises 25 members (40% women, Table 5.14). We also have Senate comprising 69
members (with some overlap with senior University staff sitting on multiple committees).
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Table 5.14: Gender Balance of our Board of Governors, 2017
Board of Governors
Ex officio members
Lay Members
Members of Senate
Members of staff other than academic or Research Staff
Total
Total %

Female
1
4
4
1
10
40%

2017/18
Male
1
10
3
1
15
60%

Female
2
4
19
3
3
31
45%

2017/18
Male
6
8
20
2
2
38
55%

Table 5.15: Gender Balance of Senate, 2017
Category
1: President, Deputy President and Vice Presidents
2: Associate Vice Presidents and Vice Deans
3: Elected members
4: Co-opted members
5: Appointed by Union
Total
Total %

Gender and BAME composition of Faculty Senior Management/key decision-making committees
shows in FBMH women are slightly in the majority (37F/33M, Table 5.16). In FHUM we have
equal numbers of men and women (38F/38M, Table 5.17) and in FSE more men than women
(45F/55M). It is encouraging that we have such a high percentage of women (45%) compared to a
Professor population that is only 21% female in this male dominated STEMM discipline.
Table 5.16: Gender and BAME composition of key decision making committees in FBMH, 2017
FBMH
Committees

Gender

Female
Faculty
Leadership Team
Male
Faculty Leadership Team Total
Female
PSS Leadership
Team
Male
PSS Leadership Team Total
Female
Promotions
Committee
Male
Promotions Committee Total
Female
Research
Leadership Team
Male
Research Leadership Team Total
Female
Teaching
Leadership Team
Male
Teaching Leadership Team Total
Social
Female
Responsibility
Male
Leadership Team
SR Leadership Team Total
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1
1
0
1
1
0
0
0
1

2017/18
White
6
3
9
12
4
16
3
3
6
6
14
20
4
3
7
4

Total
6
4
10
13
4
17
3
4
7
6
15
21
4
3
7
5

1

2

3

2

6

8

BAME
0
1
1
1
0
1
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Table 5.17: Gender and BAME composition of key decision making committees in FHUM, 2017
Humanities
Committees

Gender

Female
Faculty
Leadership Team
Male
Faculty Leadership Team Total
Female
PSS Leadership
Team
Male
PSS Leadership Team Total
Female
Promotions
Committee
Male
Promotions Committee Total
Female
Research
Leadership Team
Male
Research Leadership Team Total
Female
Teaching
Leadership Team
Male
Teaching Leadership Team Total
Social
Female
Responsibility
Male
Leadership Team
SR Leadership Team Total

BAME
0
0
0
0
0
0
0
2
2
1
1
2
0
0
0
0

2017/18
White
5
9
14
11
3
14
6
11
17
1
4
5
7
3
10
7

Total
5
9
14
11
3
14
6
13
19
2
5
7
7
3
10
7

1

4

5

1

11

12

Table 5.18: Gender and BAME composition of key decision making committees in FSE, 2017

FSE Committees

Gender

Faculty
Leadership Team

BAME

White

Total

Female

1

6

7

Male

2

19

21

3

25

28

Female

0

17

17

Male

0

7

7

PSS Leadership Team Total

0

24

24

Female

1

3

4

Male

1

3

4

2

6

8

Female

1

3

4

Male

1

2

3

2

5

7

Female

0

11

11

Male

0

12

12

0

23

23

0

2

2

3

5

8

3

7

10

Faculty Leadership Team Total
PSS Leadership
Team

Promotions
Committee

Promotions Committee Total
Research
Leadership Team

Research Leadership Team Total
Teaching
Leadership Team

Teaching Leadership Team Total
Social
Female
Responsibility
Male
Leadership Team
SR Leadership Team Total
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The number of BAME staff on Senior Management committees is 8.9% closely matching the 9%
BAME professoriate. However, this is well below the 19% BAME academic and Research Staff
population across the University.
Since Bronze renewal, all Faculties including STEMM have at least one senior female academic on
each key decision making committee. The increase in the number of women in leadership
positions both raises their visibility and helps to ensure a range of perspectives informs all
decision-making. With the exception of Heads of School the University has reached its
preliminary target of 30% of women in senior leadership and management positions. We will
continue to build on this encouraging progress.
Actions
60: Continue to capture and monitor the gender, BAME and also career stage/level of staff on
Senior Management committees
61: Increase the number of BAME staff on Senior Management committees
(v)

Representation of men and women on influential institution committees
Provide data by committee, gender, staff type and grade and comment on how committee
members are identified, whether any consideration is given to gender equality in the
selection of representatives and what the institution is doing to address any gender
imbalances.

Analysis of the gender and BAME composition of influential committees shows that we have
slightly more women than men (37F/ 35M, 6.9% BAME). This gender parity should be celebrated
but we still need to do more to encourage BAME staff onto committees and ensure that we don’t
allow gender stereotyping. For instance the research versus teaching and learning committees
are imbalanced (12.5F versus 74%F respectively) and do not reflect the gender balance of
academics on each pathway.
Table 5.19: Gender and BAME composition of key decision making committees in 2017
UNIVERSITY
Committees
Board of
Governors

Female

BAME
1

2017/18
White
9

Male

3

12

15

4
0
0
0
0
0
0
0
1
1
0
0
0

21
3
8
11
9
10
19
1
6
8
14
5
19

25
3
8
11
9
10
19
1
7
8
14
5
19

Gender

Board of Governors Total
Female
Senior Leadership
Team
Male
University Leadership Team Total
Female
PSS Leadership
Team
Male
PSS Leadership Team Total
Female
Research
Strategy Group
Male
Research Strategy Group Total
Female
Teaching and
Learning Group
Male
Teaching and Learning Group Total

Total
10

Action 62: Continue to capture and monitor the gender, BAME and also career stage/level of
staff on influential institutional committees
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(vi)

Committee workload
Comment on how the issue of ‘committee overload’ is addressed where there are small
numbers of men or women and how role rotation is considered.

Committee workload for staff is reviewed during annual P&DRs. All committee roles carry a role
description and a time allocation so that staff can gain recognition. Committee work is assigned
and allocated via consultation of staff with their line managers.
The majority of roles at School level, for example Director of Teaching, Social Responsibility or
Research are rotational and typically have a 3-5 year tenure.
Membership of committees is often linked to a person’s role. Members can send deputies if they
are unable to make it or have conflicting commitments, thus providing a mechanism for removing
the burden from named members and also providing opportunities for other staff members to
gain experience.
Action 63: Review and ensure all key roles within University, Faculty and School are allocated a
specific allocation and included within the Contribution Framework Agreement
(vii)

Institutional policies, practices and procedures
Describe how gender equality is considered in development, implementation and review.
How is positive and/or negative impact of existing and future policies determined and acted
upon?

An equality impact assessment is carried out as part of the implementation of new policies and
policy reviews. These assessments cover all protected characteristics including gender. Where
available, and/or relevant, these assessments will consider evidence (or recognise evidence gaps)
and identify any potential determinants to equality and how these can be mitigated including
proposed actions and timeframes. Monitoring takes place on key people related policies, for
example, the number of applications by gender to our job evaluation panel and their respective
outcomes. Where issues are identified an action plan will be put in place.
(viii) Workload model
Describe any workload allocation model in place and what it includes. Comment on
whether the model is monitored for gender bias and whether it is taken into account at
appraisal/development review and in promotion criteria. Comment on the rotation of
responsibilities and if staff consider the model to be transparent and fair.
The use of a formal workload allocation model is variable across the University and
comprehensive data on areas that make use of such models (even in an informal way) is not
available. Some of our Faculties such as FBMH are going some way to capturing teaching
workload via establishment of a Teaching Contribution System but this does not record research
related elements of a job role so the picture is incomplete. For most of our staff pastoral
responsibilities and major contributions to teaching, public engagement and other aspects of
impact are recognised by the University’s P&DR appraisal and promotion processes. The 2017
staff survey highlighted that 74%F Academics agreed public engagement and pastoral
responsibilities were considered and reviewed during P&DR. It is important we gain an
appreciation of the extent to which these models are used within the University.
Action 64: Survey the use of workload models across the University
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(ix)

Timing of institution meetings and social gatherings
Describe the consideration given to those with caring responsibilities and part-time staff
around the timing of meetings and social gatherings.

The core hours for the University are 09:00-17:00 but the majority of meetings are held where
possible between 10:00 and 16:00. We acknowledge that we do not have a University advice
document on the timing of meetings and social gatherings so will look to adopt best practice
from fellow HE Institutions and create an “inclusive meetings” guidance document.
Senior Leadership meetings rotate around different days of the week/times to fit in with those
working part-time or flexibly. They are also held in different locations to be mindful of traveling
times for attendees as some individuals may be sited off the central campus. Scheduling of most
meetings is done at least 3 weeks in advance to give opportunity for carers to make appropriate
arrangements.
Action 65: Compile an ‘Inclusive Meetings’ guidance document and submit for HR approval
(x)

Visibility of role models
Describe how the institution builds gender equality into organisation of events. Comment
on the gender balance of speakers and chairpersons in seminars, workshops and other
relevant activities. Comment on publicity materials, including the institution’s website and
images used.

We have made a step change in the number of websites, news and social media communications
profiling and celebrating the success of female members of staff at all levels of the organisation
and from all staff groups. In addition to the AS, EDI, peer support webpages, blogs and twitter
feeds already outlined we have several large scale annual events to raise the visibility of female
role models and EDI champions. Future plans include development of a ‘Womens Definition of
Success’ booklet to distribute both electronically and as hardcopy at University events.
Action 66: Develop Women’s Definition of Success Booklet
Most notably we have honoured an inspirational Academic Prof Katharine Perera, a former
Senior Pro Vice Chancellor of the University of Manchester and AS SAT member who led the
submission of our first Bronze award. She established our first Women in Leadership programme
fundamentally changing the role of women in the University. Sadly Katharine died in Oct 2017,
and in honour of her memory we held the inaugural Katharine Perera Women in Leadership
Annual Lecture in March 2017 (on hearing of Katharine’s passing 67 female professors from
around the world wrote to express their thanks for Katharine’s inspirational influence). Lorna
Fitzsimons, Co-founder and CEO of “The Pipeline” delivered the lecture.

Figure 5.24: Katherine receiving the Medal of Honour, in 2013 from Prof Dame Nancy Rothwell.
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We host many events, ranging from small-scale lectures by students to large high profile
international events. These include hosting Women in Science week and marking International
Women’s Day annually alongside many other national calendar events, thus promoting and
embedding EDI. All events are openly advertised to all staff through University and Faculty
announcements and EDI calendar. Although we do not accurately track participation at these
events nearly all feature female speakers.

Figure 5.25: Speakers at the University of Manchester 'Becoming the Best' conference in
celebration of International Women's Day 2016.

Figure 5.26: Women of Science digital photography exhibition showcasing the achievements,
struggles and attitudes of a diverse range of female scientists at the Manchester Science
Spectacular 2017
We also profile men in under-represented areas and encourage diversity through targeted
recruitment e.g. “Men in Nursing” Open day
Our annual “Making a Difference” awards (annually since 2015) recognise and celebrate the
many different types of social responsibility/EDI achievements of University staff, students,
alumni and partners in our local communities. There are 9 categories with highly commended
and award winners in each (17F/10M winners in 2017). All runners up and awardees are profiled
though the University website.
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Figure 5.27: Screenshots and photos from the 2017/18 “Making a Difference” awards
Honorary degrees and the University Medal of Honour are awarded by an Awards and Honours
Group and overseen by Governors and Senate. We recognise people whose distinction and
achievements are outstanding and command international/national recognition. Our most recent
awards (2F/3M) notably included Winnie Byanyima, (she led Uganda's first parliamentary
women's caucus which championed ground-breaking gender equality provisions in her country)
and Professor Dame Sue Bailey, OBE, DBE, a University of Manchester alumna, and consultant
child and adolescent forensic psychiatrist.

Figure 5.28: Screenshot showing the open call for nominations for honorary degrees and
University awards and the Honorary Graduands, Winnie Byanyima and Prof Dame Sue Bailey

E

89

(xi)

Outreach activities
Provide data on the staff involved in outreach and engagement activities by gender and
grade. How is staff contribution to outreach and engagement activities formally
recognised? Comment on the participant uptake of these activities by school type and
gender.

We are the only HEI in the UK to make social responsibility a core strategic goal (encompassing
widening participation (WP), community engagement, public engagement (PE) and sustainability)
and sitting equally alongside our commitments to world-class research, and outstanding learning
and student experience.
“Our first two goals of world class research and outstanding learning and student experience
might be characterised by the question ‘what are we good at? In contrast, social responsibility
can be characterised by a different question; ‘what are we good for?” Prof Dame Nancy
Rothwell, University of Manchester President and Vice Chancellor
Our University is led from the top by our Vice Chancellor and the Vice-President for Social
Responsibility Professor James Thompson (SAT member) and is supported by clear governance
with SR Academic leadership and PSS staff both centrally and within our three Faculties.
The University’s Cultural Institutions are focused entirely on engaging the public, receiving more
than 1.2 million public visitors each year. The Directorate for the Student Experience invests
significantly in two major areas concerning prospective and current students: major outreach
activities with schools/teachers/parents and a team dedicated to enhancing student community
engagement. Faculties provide their own funds for key public engagement operational activities
and operate bidding processes for public and community engagement activity and social
responsibility in the curriculum activities. Collectively we invest at least £7,900,000 annually.
We’re proud to lead the Russell Group in having the highest number of students from areas of
low participation in higher education and lower socioeconomic backgrounds. Approximately
1,500 students from these types of backgrounds come to the University every year.
Social Responsibility (SR) is a valued staff and student activity supported by strategic priorities,
training and mentorship, career progression and reward systems. 90% of our staff are aware of
the SR goal and 98% agree with its principle to make a positive contribution to society (University
Staff Survey 2017 data).
Since its launch in 2010, we have been one of the Concordat for Engaging the Public with
Research signatories. We hold numerous awards for SR and have recently applied for an Engage
Watermark Silver Award (to the National Co-ordinating Centre for Public Engagement).
Social Responsibility Awards include:
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•

Queen’s Award for Voluntary Service for the School Governor Initiative

•

Times Higher Education Awards for the School Governor Initiative and The Works

•

Association of University of Directors of Estates Award for 10,000 Actions and the
Sustainability Challenge

•

Carbon Literacy Organisation Award

•

National Coordinating Centre for Public Engagement Engage Award

•

Guardian Sustainable Business Award for the Works

•

UnLtd Higher Education Institution of the Year for Social Enterprise

•

Business in the Community Big Tick for the School Governor Initiative
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Social responsibility (and hence public engagement and outreach) is recognised in promotions
criteria across all areas of activity and a number of Research Staff and Academic staff have been
recognised for their contribution to public engagement. For example the Academic Lead for
Public Engagement, Sheena Cruickshank, was recently promoted to Professor of Public
Engagement and Biomedical Sciences. There are proposals for the role of social responsibility
(and hence public engagement) in promotion criteria to be expanded and this is currently going
forward for approval in autumn 2018.
The University’s Making a Difference Awards have been running for four years with outreach,
WP, public and community engagement categories featuring each year.
“It is incredibly motivating to be part of a
student community that cares about access
to education and that has such a positive
impact on those they work with .In my
family, my generation has been the first to
attend university therefore widening access
to higher education is a topic that I strongly
believe in. I have been involved with the
Access All Areas project since I started at
university, and without it, I wouldn’t have
been able to set up the Longsight GCSE and A Level Study Group. I feel incredibly proud to be
involved with the study group support, especially when students say that they don’t think they
would have achieved such great results without us”
It was great for the team’s efforts to engage the public with scientific research to be recognised
with a Making a Difference Award, confirming the University’s commitment to making social
responsibility a vital element of our work here in Manchester" Lidja McKnight, Research Staff,
Faculty of Science and Engineering, Making a Difference Award 2017

Figure 5.29: Images evidencing our impact from the annual Social Responsibility and Widening
Participation Review 2016/17
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Our Faculties are required to provide evidence of public engagement in our annual performance
review process. Qualitative data is captured through appraisal, promotion and Faculty email
audits. Research impact is captured in impact case studies for future REF but this does not
capture all SR activity. Early Career Researcher involvement in SR activities has been sporadically
captured and will have overlap in reporting of activity. However, we will be able to take a more
evidenced based approach with the recent introduction of our integrated research database.
Actions
67: Development of a system to capture SR activity including EDI data for staff/student
involvement
68: Expand the role of social responsibility in promotion criteria by 2019
(xii)

Leadership
Describe the steps that will be taken by the institution to encourage departments to apply
for the AS awards.

The strong culture, governance, dedicated AS co-ordinator and University AS network has been
very effective in encouraging and supporting Schools so that 100% of the Schools in the
Institution are applying for AS awards.
The commitment of our Vice Chancellor to the Charter Principles and continual presence at high
profile events along with strategic oversight of the action plan will ensure that the significant
progress we have made will continue.

Figure 5.30 Photos, flyers and tweets from International Women’s Day 2018

Section 5: 9506 words
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6. SUPPORTING TRANS PEOPLE
Recommended word count: Bronze: 500 words | Silver: 500 words
(i)

Current policy and practice
Provide details of the policies and practices in place to ensure that staff are not
discriminated against on the basis of being trans, including tackling inappropriate and/or
negative attitudes.

Our Equality and Diversity Policy makes it very clear that discrimination or harassment on the
grounds of gender identity is unacceptable and will be challenged and reported. In Aug 2017 we
published updated guidance for supporting Trans staff and students and signposted to ECU
guidance documents. Our ‘Travelling Overseas With a Protected Characteristic’ Guidance also
ensures that Trans staff are supported should they have to undertake any overseas travel.
We have a very visible bullying and harassment policy that has been promoted through the “We
get it” and “Be an active bystander” campaigns, encouraging all staff and students to either
report an incident or speak to one of our 12 trained bullying and harassment advisors.
All of these policies, guidance and reporting mechanisms are available through the E&D
webpages. These also include links to our interactive campus map highlighting gender neutral
toilet locations and links to pages with appropriate gender markers, terms and language. We
have also updated our guidance ‘Make Your Event Accessible’ to ensure people are given the
option of selecting an appropriate pronoun during conferences and events.

Figure 6.1: Screenshot of the “Report and Support” website and “We get it” campaign
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(ii)

Monitoring
Provide details of how the institution monitors the positive and/or negative impact of these
policies and procedures, and acts on any findings.

All of our policies and guidance are gender neutral and any updates are done following
consultation with our staff and students.
Policy impact is monitored through the biannual University Staff Survey. Significantly more staff
say they are aware of the ‘We Get it’ zero tolerance to bullying and harassment campaign (74% in
2015 rising to 78% in 2017). In line with our ‘We Get it’ campaign (where transphobia is listed as
a form of bullying not tolerated by the University) staff can use the ‘Report and Support’ tool to
report any instances of transphobia. Issues can also be raised at our ALLOUT network group
meetings (4 per year), as well as at the bi-annual ED&I Committee.
The ED&I team use all of this information to improve the working environment for our trans staff
by looking at barriers trans staff may be encountering.
We monitor training in this area including Unconscious Bias compulsory for all staff involved in
recruitment and selection decisions. We have also piloted Trans*fer, an external training
workshop for understanding the needs of Trans staff and students, the issues they may face and
the ways in which staff can establish an inclusive, safe and supportive environment. This is in
addition to online training ‘Supporting Trans Staff’, arranged by the ED&I Team.

(iii)

Further work
Provide details of further initiatives that have been identified as necessary to ensure trans
people do not experience unfair treatment at the institution.

ALLOUT, the LGBTQ staff network group, which staff who would identify under the term ‘Trans’
can join, host regular events and most recently supported LGBT history month with a month long
calendar of activities. In addition, the ‘ALLOUT Allies’ group are staff members, who do not
identify as LGBT themselves, but believe that LGBTQ people should experience full equality in the
workplace.
The University annually marks the ‘Transgender Day of Remembrance (TDOR)’ in November, in
memory of those who have been killed as a result of transphobia. In 2017, the day included the
launch of our updated Guidance for Supporting Trans* staff and students; the relaunch of the
Gender Neutral toilet campus map; and a seminar about India’s 3rd Gender – the Hijra. Since
2010 we have celebrated the International Day against Homophobia, Biphobia and Transphobia
(IDAHoBiT). Last year the focus was on families; a lunchtime session focussing on our Family
Friendly Polices from an LGBT perspective, run in collaboration with Human Resources. This was
followed with a film screening introduced by the Academic Lead for ED&I.
The University has applied to the annual Stonewall Workplace Equality Index every year since
2011. We have vastly improved our ranking since this date and are currently at No16. The index
changed in 2017 and measured how trans inclusive the organisation was – we were named as
one of the top 10 trans inclusive companies in the UK (1 of only 11 named by Stonewall).
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Figure 6.2: Promotional material and twitter screenshots of initiatives to support Trans staff

Action 69: Continue to provide support to the University’s Trans community and ensure they
are included in all aspects of gender-related actions

Section 6: 599 words
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7. FURTHER INFORMATION
Recommended word count: Bronze: 500 words | Silver: 500 words
Please comment here on any other elements that are relevant to the application; for example,
other gender-specific initiatives that may not have been covered in the previous sections.
Employee Lifecycle Project
In 2018 the University launched the Employee Lifecycle Project to standardise and simplify the
processes and tools in the employee lifecycle. This covers the key processes that touch an
employee’s life at the University, for example, recruitment, professional and skills development,
health and wellbeing and leaving the organisation. The aim is to deliver an end to end experience
for staff and those supporting staff that is simple, joined up and intuitive.
The project is in the very early stages but we envisage that changes will be delivered
incrementally and will address complex challenges that exist in any very large organisation.
Action 70: Monitor outcomes from employment lifecycle project and ensure that EDI is fully
embedded and supported in any new policies and processes
Menopause Network
We have taken a proactive stance to support women through the menopause ensuring that no
one experiences less favourable treatment as a result and that women are able to ask for help
and adjustments so they can continue to be successful in their roles. We have created guidance
for managers, promoting flexible working arrangements for those experience debilitating
symptoms, facilitation of a more comfortable working environment and the availability of
changing/washing facilities for women. All conversations are kept strictly confidential and for
women who feel less comfortable discussing menopause with male line managers they can
access HR, Occupational Health or a women only safe space on the Yammer and Wellbeing
network group (for women and men).
Supporting the Careers of Researchers (Inter)nationally
The University has made significant contributions to national and international initiatives relating
to Researcher careers. University staff are regular contributors to national and international
conferences and workshops (ARMA, UKCGE, Vitae, Westminster Forums). The University
Associate Vice President for Research (Chair of the University’s Research Staff Development
Working Group) sits on the External Advisory Board of Vitae. The SAT Research Staff Lead was
part of the international project “What do Research Staff Do Next?” investigating the careers of
Research Staff who moved from posts in European HE institutions to other occupations and
employment sectors. She also represents the University on the Researchers14 national network,
established in 2014, with representation from leading Universities who collectively employ and
support 65% of the Research Staff community in the UK. As a member of Researchers14 we are
advising UKRI as part of the expert panel reviewing the “Concordat to Support the Career
Development of Researchers”.

Section 7: 348 words
Total word count (Sections 1-7): 13,337 words
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8. ACTION PLAN
The action plan should present prioritised actions to address the issues identified
in this application.
Please present the action plan in the form of a table. For each action define an appropriate
success/outcome measure, identify the person/position(s) responsible for the action, and
timescales for completion.
The plan should cover current initiatives and your aspirations for the next four years. Actions, and
their measures of success, should be Specific, Measurable, Achievable, Relevant and Time-bound
(SMART).
See the awards handbook for an example template for an action plan.

This guide was published in May 2015. ©Equality Challenge Unit May 2015.
Athena SWAN is a community trademark registered to Equality Challenge Unit: 011132057.
Information contained in this publication is for the use of Athena SWAN Charter member
institutions only. Use of this publication and its contents for any other purpose, including copying
information in whole or in part, is prohibited. Alternative formats are available: pubs@ecu.ac.uk
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Since the significant Faculty restructure in 2016, and subsequent work to produce a consistent ED&I reporting, reviewing and working structure across the resultant
three faculties, the University has taken the opportunity to review the good practice which has taken place across the University since Manchester signed up to the
Athena SWAN Charter. This review, aided by the newly-formed Athena SWAN Network and using insight gained from the University Athena SWAN Coordinator who
links into each School AS SAT, has produced many different examples of good practice at local levels (as each school has developed at staggered rates) to address
similar issues. We have taken the opportunity to create a University-level Action Plan which demonstrates that the University appreciates the impact made by
different areas of this exceptionally large Institute and which supports the needs of Schools and other ‘ground-level’ activities. This Action Plan therefore has been
developed to progress a more consistent and informed approach to achieving gender parity at the University of Manchester by expanding the great work for all to
benefit.

Doc.
Ref.

1

Action

Issue identified

Progress the AS
agenda across all
Schools and
embed further
within the culture
of the institution.

Two Schools in FHUM
preparing
applications. Schools
in the restructured
FBMH applying for
Interim Awards to
regain their previous
Silver Award level
statuses. Bronze
award majority in FSE
(STEMM).

Existing
School/
Division/
Faculty level activity

Actions to address Issue

FHUM and
FBMH
Schools are
preparing/
submitting
applications
in 2019

Support from University
Charter Marks Coordinator
and Faculty ED&I Committees
to monitor School progress
against action plans and offer
assistance to ensure upwards
trajectory.

Lead
responsible

School AS Leads,
HoS, Faculty
ED&I committee
Leads, Faculty
HR Leads and
University
Charter Marks
Coordinator

Timeline

2020 for all
Schools to
hold awards

2021 for all
STEMM
Schools to
hold Silver
Award
Status

What success
will look like

Measure

FBMH to hold 3
Silver awards,

Progress
timeline.

FHUM Schools
to each hold
awards. All 17
Schools will
hold Athena
SWAN Awards
with all STEMM
Schools holding
a Silver Award.

Targets relating
to type and
validity of
awards held by
Schools.
Schools to
report regular
updates to
Faculty.
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2

Action

Issue identified

Identify trends in
staff profiles
across the
different Schools
and explore what
support UoM can
give to FSE
Schools, in
particular Maths
and EEE to
increase the % of
Female staff.

Proportion of women
Academics in Maths
and EEE are
significantly lower
than national average
for these disciplines.

Existing
School/
Division/
Faculty level activity
Pan-Faculty,
School-level
demographi
cs analysed
and
addressed at
Faculty E&D
Committees.
Faculty Level
support
actions
planned.
Good
practice
initiatives
and impact
from other
Schools
within
Faculty
shared.
Good
practice and
persistent
issues
shared
during AS
Network
meetings.

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

Measure

Re-introduce buddy system
between Schools (disrupted by
Faculty restructure) more
focused support with action
planning from similar subjectarea Schools who have already
trialled various initiatives and
seen positive results.

AS Network,
University
Charter Marks'
Coordinator

Autumn
2018.
Partnerships
reviewed
using
feedback
after 1 year.

Each School
will be twinned
with a similar
School at the
University
(size/discipline)
.

Feedback from
School SAT
Chairs. Record
of cross-School
activities,
interactions.

Produce full repository of past
activities related to specific
concerns, which have been
trialled and shown to have
impact or not. Aim to save
Schools spending time
recreating past endeavours,
which have not been
communicated on when lead
personnel change roles.

FSE ED&I
Advisor,
University
Charter Marks’
Coordinator

Repository
created June
- August
2018.
Submitted to
Schools
Autumn
2018.
Updated
annually

Full searchable
repository
produced and
used by School
SATs. Other
Faculties to
recreate if
successfully
used.

Feedback from
School SAT
Chairs on
usefulness and
demonstrating
evidence of
use.

Continue to encourage and
facilitate cross-talk and
collaborative work between
Schools through the University
Athena SWAN Network.
Mailing list already set up. Call
for new members to join

University
Athena SWAN
Network Chair,
School-level
Athena
SWAN/ED&I
Chair, University
Charter Marks'
Coordinator

August 2018

Membership
reflects each
School and
additional
Directorate
members for
complete
Representation

Record of
membership
should cover all
key areas of
University.
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3

Action

Look at PSS staff
profiles by
occupancy and
set targets for
each area.

Issue identified

FHUM and FBMH
have a
disproportionate
gender profile with
68%F in FBMH and
74%F in FHUM

Existing
School/
Division/
Faculty level activity

FSE Faculty
ED&I group
provided PSS
data broken
down by job
occupancy
to reveal

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

Measure

General call for good practice
examples to keep mailing list
active, starting Autumn

University
Charter Marks'
Coordinator,
University
Athena SWAN
Network Chair

Every 6
months
from August
2018

Good practice
sharing and
requests for
support with
action planning
or specific
issues.

Usage of
mailing list
monitored by
Charter Marks
Coordinator
and AS Network
Lead.

Use of mailing list reviewed
and alternative methods for
discussion considered if
needed.

University
Charter Marks'
Coordinator,
University
Athena SWAN
Network Chair

Autumn
2019

Network
mailing list
used as a
forum for
general
requests for
information/
details of
activities/
showcase
events & ideas

1 year feedback
request from
Network
members on
suitability of
mailing list for
their needs.

Analyse data for each Faculty
by occupancy type to see
extent of imbalance - whether
across all areas or in particular
role/whether across all
grades.

ED&I Team,
Faculty/ PSS
ED&I
Committee

By 2018
Annual
Performance
Review

Data report
created on
gender and
ethnicity
profile in each
PSS role,
disaggregated

Staff Profile
Data by
occupancy type
for each
School/ Faculty
and
Directorate.
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Action

Issue identified

Existing
School/
Division/
Faculty level activity
true gender
disparity in
PSS roles,
from which
targets can
be set.
Athena
SWAN
School SATs
have locallevel actions
to address
imbalance in
their
respective
areas. In
addition
new PSS
E&D
committee is
in place to
address
issues
centrally.

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

Measure

by occupancy
types.

Targets for all PSS areas to be
devised from disaggregated
data on occupancy types.
Information on low
representation used to direct
specific actions related to
recruitment

Faculty and PSS
ED&I
Committee
Chairs. ED&I
Team

Late 2018 –
early 2019.
Progress
against
targets to be
reviewed
annually.

Each PSS area
to have clear
data on gender
and ethnicity
underrepresent
ation specific
to their
occupancy
type. Action
taken in each
area to actively
facilitate
balance.

Faculty/ PSS
ED&I
Committee to
set gender and
BAME targets
based on
comparisons
with national
figures.

Support the activity of the
Directorate of I.T. ‘Equity,
Equality and Diversity Group’

Central PSS
ED&I
Committee,
University
Charter Marks’
Coordinator

Started
2017.
Director of
I.T. sits in
PSS ED&I
Committee.

Action plan
focussing on
addressing low
recruitment of
women,
resulting in
attracting more
women to roles
(current 23%F;
aim for 1%
increase each
year).

Progress
against Action
Plan
Directorate %F
to improve with
genderbalanced
applicants to
posts (entry
and senior).
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Existing
School/
Division/
Faculty level activity

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

Action

Issue identified

Measure

4

To continue to
work towards a
more M to F
balanced SAT

Unintentionally the
SAT is a womenheavy team which
may have been
further exacerbated
by the
disproportionate
number of volunteers
from FBMH

Current
representati
on from staff
in key roles
or
volunteers.
No token
membership
s on the
basis of their
gender.

Encourage staff and students
from FSE and FHUMS when
succession planning. Promote
opportunities to join SAT
through AS Network & Faculty
and PSS ED&I Committees.
Promotional material for
vacancies underlines
importance of diversity/the
Charter's expansion beyond
Women in STEMM. Quotes
from existing members
(balanced gender
representation) on their
experience.

University
Charter Marks
Coordinator,
University AS
Lead, SAT
members

Immediately
following
submission
and as
members
step down
from role.

Review and
repopulation of
SAT will
produce
gender
balanced team
(currently
25%M).

Balanced
gender ratio of
SAT over time.

5

Introduce a
formal Role
Description and
time allocation for
the Chair of the
University SAT,
Chairs of
individual School
SATS and also
members/

Workload allocation/
relief of other duties
for Athena SWAN
Chairs are highly
variable across
Schools. Those who
have been workloaded for their role
as School Chair, are
reporting time

Patchy
allowance
across
School SATs
ranging from
0-0.2FTE.
Additionally
a small
number of
Schools

University Athena SWAN SAT
Chair to be allocated 0.2FTE
allowance to conduct role.
Recommendation that School
SAT Chairs are to have 0.1FTE
allocated.

University
Athena SWAN
Chair. VP for
Social
Responsibility.
Head of Schools

All SAT
Leads to be
allocated
time for role
2018.

Consistent
workload
allocation for
staff involved
in AS work,
accurately
reflecting
actual time
needed to
carry out role.

Feedback into
AS Network on
what each Chair
and SAT
member has
been allocated.
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6

Action

Issue identified

Champions of
SATS at all levels.

allocation
insufficiently reflects
the workload
needed. University
Athena SWAN SAT
Chair is currently not
provided with time
allocation.

1% increase year
on year in the %
of female
academic staff at
all or gender
parity by 2021.
More to be done
on the increasing
the number of F
academic job
applications
received.

Current trajectory
predicts female
senior Academics at
UoM (SL and above)
to reach 35% by
2020. Much
ambitious
progression is
necessary.

Existing
School/
Division/
Faculty level activity
provide
workload
allowance
for all SAT
members

School-level
actions are
underway
specifically
to improve
the gender
balance in
their areas.

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

Measure

To be reviewed in 1 year to
assess whether time allocation
is sufficient for thorough and
effective execution of duties.
Review will also identify
whether additional members
need time allocation.

University
Athena SWAN
Chair. School
SAT Chairs.
School SAT
members.
University
Charter Marks
Coordinator

Summer
2019

Feedback from
SAT Chairs and
SAT members
on
effectiveness/
requirements
of workload
relief

Feedback into
AS Network on
workload
impact of
Athena SWAN
role on Chair
and SAT
member.

Collate activities happening at
School and Faculty Level to
measure what is having
impact and which can be
adopted more widely

University AS
Network Chair.
University
Charter Marks
Coordinator.
Faculty ED&I
Advisors

Summer
2018

Agreed
informed
actions
adopted when
recruiting for
academic
positions

Collated
document of
local good
practice.
Annual
Recruitment
Data by School
and Directorate

Explore feasibility of hosting
promotions workshops aimed
at women and minority groups
at local levels, alongside
general promotions
workshops (also linked to
Action 9).

HR, University
AS Lead,
Academic and
Researcher
Development

Summer
2018 before
2019
Promotion
round

Increased
relative
attendance at
promotions
workshops &
promotion
applications
from women
and minority
groups

Promotion
workshop
attendee
records linked
to E&D data.
Annual
recruitment
data by School
and Directorate

(2017: 249
academic staff
applications)
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7

Action

To build on the
very successful
Faculty Fellowship
Academy and
Deans Prize
Fellowship
schemes and
support for
Fellows through
the University’s
New Academics
Programmes
Implement a
University
Fellowship
scheme to
nurture talented
Research Staff
and attract the
very best national
and international

Issue identified

Existing
School/
Division/
Faculty level activity

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

Measure

Information on Recruitment
page and Homepage of
website promoting facilities
and family-friendly policies,
featuring case studies. Relate
to actions engaging our PDRA
community in career
development, securing
independent funding and
promotion

Charter Marks
Coordinator.
School AS SAT
Chairs.
Researcher
Development

Summer
2018

Increased
number of
relative
promotion
applications
from minority
groups and RS
(2017: 32
Research Staff
applications)

Promotion
application data
records

Research Staff report
lack of career
progression
opportunities.
Feedback from
existing Research
Fellows through
surveys and focus
groups is that they
are not feeling
supported.

FBMH
Fellowship
Academy
and Deans
Prize
Fellowship
schemes.

Establish a University wide
Fellowship academy to
increase the number of
intermediate and senior
Fellowships and particularly
for female and BAME
researchers. Continue to
enhance the support for
Fellows through the
University’s New Academics
and Fellows Programmes.

VP for Research,
Research Staff
Development
Working Group

Early 2019

Double the
number of
Senior
Research
Fellows in the
next 5 years
(2017: 27 SRF)

Staff records by
grade and
gender

Staff from minority
groups have reported
via an internal Focus
Group event with the
Wellcome Trust that
there are barriers to
gaining funding which
has a direct
relationship to their
gender/ethnicity

The
University's
new
Presidential
Fellowship
Scheme will
vastly
increase the
number of
Fellows

The Presidential Fellowships
will provide resources and
mentorship to enhance
competitiveness for external
awards, such as mentorship
from a senior University of
Manchester academic,
participation in the New
Academics Programme and
networking, learning and

NAP organisers.
Faculty ED&I
Lead

Jan 2018 start of
recruitment
process for
University of
Manchester
Presidential
Fellows
(Internal
Scheme).

Attendance at
workshops and
completion of
NAP. Focus
Groups/surveys
confirm that
development is
supported. Exit
Surveys/destin
ation surveys

Attendance at
NAP
workshops.
Focus Groups
held with first
intake 1 year
into
Fellowships.
Online
'destination'
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Action

Issue identified

researchers to
The University.

and/or disability.
Only 1.5% of
Researchers are at
Senior Research
Fellow level.

Existing
School/
Division/
Faculty level activity
across the
University
and offer
specific
career
developmen
t support.

Actions to address Issue

Lead
responsible

development opportunities.
Focus groups/surveys to be
held Mid-Fellowship for
feedback on support received
or needed. Exit
Surveys/destination surveys at
the end of Fellowship to
ascertain next career step

Equality needs and potential
issues/barriers have been
considered and addressed in
the recruitment stages and
will maintain to be of
consideration through the
process.

Faculty ED&I
Committees

Timeline

What success
will look like

Measure

100
Presidential
Fellows
recruited by
Jan 2019.
Double by
2021

confirm
positive
ongoing career
destinations
(permanent
academic post
or follow-on
funding) for all
Fellows

surveys with
exiting Fellows
after funding
completion

Application
data on first
round of
recruitment
to be
analysed
2019.
Annually by
Faculty ED&I
Committee
thereafter.

Application
data for
Presidential
Fellowships
confirms no
bias during
recruitment.
Retention rates
during
Fellowship and
post-award
completion to
show no bias
towards any
one
demographic
group.

Recruitment
data collected
on various staff
demographics
by ED&I team
and
communicated
to Faculty
through ED&I
Committees
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8

9

Action

Issue identified

Measure the
number of
successful
internal and
external
Fellowship awards
annually over 3
years to see if we
are nurturing
talent from
within.

Only 1.5% of
Researchers are at
Senior Research
Fellow level.

To feed the
pipeline and
increase female
BAME professors

2% of Professoriate
are BAME Female.

Despite the
availability of
guidance, mentors

Existing
School/
Division/
Faculty level activity
-

The Race
Equality
Charter SAT
have
recognised
this as an
issue and we
are currently
devising

Actions to address Issue

Lead
responsible

Research Office to maintain
records of applications made
by existing Researchers, by
career level, gender and
ethnicity. Fed in annually to
Research Staff Development
Working Group as part of
Concordat Implementation
Plan. Any imbalance in
demographic of applicants or
success rates to be raised with
ED&I Office and

Research Staff
Development
Working Group,
Research
Support Office
& ED&I Team

To align with Race Charter
Award Renewal Action Plan
(currently being prepared for
July 2018 early submission).
AS Action plan to be updated
to include those intersectional
actions

VP for SR (REC
Chair), ED&I
Office, Faculty
ED&I
Committees

Timeline

Starting new
year 2019
following
majority
Fellowship
application
deadlines.
Review
funding end
dates
summer
2018 and
targeted
training
support
2019

REC actions
to feed back
to AS SAT in
summer
2018.

What success
will look like

RS making
Fellowship
applications at
UoM, with
gender parity.
Double the
number of
senior research
fellows in the
next 5 years
and enhance
the training
and careers
provision for
them (2017: 27
SRF)

Regular crossreferencing
and updates of
actions
between REC
and Athena
SWAN.

Measure

Data on funding
applications
and successes
held by
Research
Office.
Compared to
National
average success
rate by gender
and Ethnicity.

Progress
against both
actions plans.
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Action

Issue identified

and workshops on
the Promotions
process, the number
of women applying is
still lower than
expected and a lower
proportion of the
eligible pool than for
men. Data on other
minority groups isn't
currently recorded
(see previous action)
but focus groups
feedback has
suggested more
guidance is need for
these staff too.

Existing
School/
Division/
Faculty level activity
actions to
address.
SEED’s
Women
Academic's
Promotions
Workshop
2017
Feedback
indicated
support and
appreciation
of
environment
to ask
questions
pertinent to
perceived
barriers
relating to
gender.
Impact:
doubled
previously
consistent
%F
applications
to 50%F for
the first
time.

Lead
responsible

Timeline

University Charter Marks
Coordinator and AS Lead to
liaise with SEED to follow up
impact of workshop in terms
of success rate (outcome not
yet known) and feedback from
attendees. Feedback from
workshop used to enhance
materials and support.

SEED HoSA and
AS SAT Chair.
University
Charter Marks
Coordinator.
University AS
Lead

Autumn
2018,
following
Faculty
Promotion
Committee
Decision

Workshop
attendance
correlates with
women's
promotion
success.
Repeated
workshop
shows
sustained
impact.

In-School
records tracking
attendees with
promotions
application and
outcome data.

SEED to share details of the
workshop with others through
the AS Network and support
Schools to host similar
provisions to support minority
groups.

AS Network
members. SEED
HoSA and AS
SAT Chair.
University AS
Lead

Summer
2018 to
enable
Schools to
host
workshops
in Autumn,
before
Promotions
round opens

Each School to
offer at least
annual
workshop
specifically for
their minority
applicants,
alongside open
workshop for
all potential
applicants

School records
on number of
workshops
held/attendees
/ Feedback/
impact on
applications
received from
staff in minority
groups.
Committees.

AS Network
members.
University AS
Lead. University
Charter Marks’
Coordinator

2019

Staff reporting
greater
transparency of
promotions
process in
University Staff
Survey

School-level
and USS
surveys

Actions to address Issue

Once other Schools implement
similar support, impact stats
to be presented across AS
Network or to Faculty ED&I
School-level AS Survey (post
promotions-round) and
onwards will specifically ask
about the clarity and
transparency of promotions
guidance and fairness of
process regardless of
gender/ethnicity/disability

What success
will look like

Measure
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10

11

Action

Issue identified

To increase the
number of BAME
staff engaging
with Manchester
Gold as mentors
and mentees

Very few BAME staff
engage with
Manchester Gold.
Only 11% receiving
mentorship this
round are BAME.

Launch informal
BAME / Women
sponsorship
programme by
2018/19

Improve leadership
and promotion
prospects for Women
and BAME staff by
increasing their
profile.

Existing
School/
Division/
Faculty level activity
-

-

Actions to address Issue

Lead
responsible

SL&D to record
Mentor/Mentee numbers by
Ethnicity to assess who is
accessing support. Follow up
action to encourage
mentors/mentees from areas
which are lacking. Use
feedback from current
attendees to use in
promotional material. Share
case studies and discuss what
is involved at BAME Staff
Network events. Link with
Stella HE alumni and career
progression from this cohort.

SL&D Athena
SWAN
representative.
University AS
Networking,
REC SAT, BAME
Staff Network

ED&I with Advanced HE
(delivering training) to roll-out
BAME/Women Sponsorship
Scheme to enhance the
networks of minority groups
and to advocate for them
raising their profile and
supporting their career
advancement. The ECU
diversifying leadership sponsor toolkit is being
adopted for launch in 2018/19

ED&I Office

Timeline

What success
will look like

Early 2019,
mentoring
year runs
from March
- December,
analysis of
take
up/feedback
after current
round in first
instance

Increase in
numbers of
BAME mentors
and mentees
proportional to
the %BAME
staff

2018/19
launch

100% of
sponsored staff
will
demonstrate
promotion
success/Senior
Leadership role
within 5 years

2020 review.

(aim for 19%
BAME
involvement,
currently 11%).

Measure

Feedback from
mentees on
support
received.
Feedback from
mentors on
value of
experience to
encourage
wider
engagement

Women/ BAME
staff engaging
with
Diversifying
Leadership –
Sponsor Toolkit
tracked over 5
year period to
ascertain
impact on
promotion,
retention and
leadership
progress.
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Action

Issue identified

Continue to
monitor FTC and
outcomes data.

A higher proportion
of male staff are on
permanent contracts
than female staff
[57% cf. 45%].

% of women on
permanent contracts
is slowly increasing,
but so is that of %
women on FTC

13

To investigate the
gender disparity
at Lecturer level
gathering
contracts data
across all Schools

Disproportionate %F
Lecturers on FTC
contracts. The data is
unfortunately skewed
by a positive
recruitment drive and
employment of
female Lecturers
which appears to
suggest that women

Existing
School/
Division/
Faculty level activity

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

Measure

We closely
monitor FTC
and
outcome
data through
our staffing
committee
and
contracts
working
group and
84% of staff
on FTC have
their
contract
extended
due to
refunding or
are
redeployed.

To continue to track FTC use
and outcomes data. To tie in
with action 16 (as majority of
FTC staff are Research Staff) to
improved movement of staff
from FTC to OEC where
eligible.

Staffing
committee and
contracts
working group

Annually as
part of
Concordat
Implementat
ion Plan
monitoring

Data available
by gender and
ethnicity to aid
target-setting
of staffing
profiles and
redeployment
actions.

Data collated
and distributed
to key
committees
including
School AS SATs

To explore options for
increasing redeployment
prospects for staff tying in
with PDR conversations,
training encouragement and
use of extended access and
bridging funds.

Research Staff
Development
Working Group

2018/19 to
assign
actions to
improve
continuation
of
employment
and
eligibility for
OEC.

Increased
movement of
FTC staff to
OEC. No
gender or
ethnicity
disparity.

Track
continuous
employment of
FTC staff with
training
attendance,
PDR uptake and
extended
access use to
build a profile
of what impacts
on
redeployment.

New
permanent
Academics
are retained
on HR
records as
FTC until
successful
passing of
probation.

Monitor contract records of
these staff to ensure that their
contract status moves to
‘permanent’ following
successful probation.

ED&I Office, HR
services

Annually in
July as part
of Staff
Census

Positive
movement of
100% of
Lecturers
passing
probation from
FTC.

Staff probation
records and
annual staff
census data.

Work with HR Services to
improve record keeping,
create additional tab to
differentiate between true
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Action

Issue identified

Existing
School/
Division/
Faculty level activity

are far more likely to
be on FTCs

14

Continue to
communicate
open ended and
extended access
policies widely,
monitor data and
outcomes and
evaluate the
impact annually

Ensuring
continuity of
employment for
Research Staff
and reducing the
use of FTCs.

Majority of Research
Staff are employed
on Fixed-Term
Contracts. This leads
to talent loss.

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

Measure

FTC and staff on probation

Work
already
progressed
by the
Research
Staff
Developmen
t Working
Group in line
with the
Concordat
Implementat
ion Plan.
Raised
awareness
of the
University’s
Open Ended
Contracts
policy and
benefits

Work to ensure that all
eligible RS are employed on an
OEC and that this is
communicated to them.
Effective communication of
OEC contracts policy and
benefits through HR and the
newly established, University
wide RS representative
network. Investigate the
feasibility of introducing a
single contract type for RS –
i.e. an OEC from the start of
employment. Annual review
of Research Staff Contract
data to assess whether all
eligible are on OEC.
Ensure parity between F/M
FTC use with a particular focus
at senior research fellow level.

Head of HR
(Karen Heaton).
HR and
Research Staff
Representatives
Researcher
Development.

All eligible
RS contracts
are moved
to OEC by
2019.

All eligible RS
are employed
on an OEC
within 3
months of each
annual review
of RS Contracts
data. 100% of
eligible RS on
OEC by Jan
2019. RS FTC
use down
below Russell
group average
of 80% by Jan
2019 and
below sector
average of 72%
within 3 years.

Staff
employment
records on
contract type.
Responses from
Research Staff
in USS on what
contract type
they hold,
compare with
sector average
from Careers in
Research
Online Survey
data.
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15

Action

To ensure that
recruitment data
by pathway is
captured going
forward

Issue identified

Commercial software
used to assist
recruitment does not
have capability to
provide data by
academic roles
(whether research
only, teaching only or
teaching and
research).

Existing
School/
Division/
Faculty level activity
through
revised HR
practice
towards the
end of
contract.

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

Measure

AS SAT Research Staff Lead to
receive annual data on RS
contracts through ED&I Office.
Updates presented to
University AS Lead and VP
Research (as part of Concordat
Implementation Plan)

University AS
SAT Lead.
Research Staff
development
Working Group.

Annually, as
part of July
Staff Census
data

Robust
qualitative and
quantitative
data and good
practice
sharing paper
published.

Accurate data
records held.

Annual
review of
uptake of
extended
access.

Continue to monitor the
uptake of the Sector leading
extended access policy.
Recruit a researcher to
provide in-depth evidence of
the impact of the EA policy
and publish paper to promote
the initiative across the sector.

Research Staff
Development
Working Group

Researcher
to assess
impact of
the
Extended
Access policy
in place by
2021.

RS FTC data
(including
contract
duration)
gathered.
Extended
Access Policy
showing
evidence of
impact

Data on uptake
of extended
access
compared to
numbers
eligible
analysed.
Research
project on
scheme-uptake
with impact on
career
progression.

-

Work with recruitment team
to link job ref with final staff
post created once role has
been filled (will be linked to
one of the pathways).

Recruitment,
ED&I Office

Working
group early
2019. Trial
effectivenes
s as part of
2019 APR
and review
for
suitability
for annual
assessment

Robust data
created linking
E&D
information on
applicants for
vacancies to
academic
pathway.

JobTrain data.
Staff records.

Ensure any future software
used has this capability as
standard to facilitate targeted
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Action

Issue identified

Existing
School/
Division/
Faculty level activity

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

Measure

actions on academic staff
recruitment.

16

Continue to
capture leavers
‘data and monitor
reasons for
leaving

Develop and use
exit surveys to
capture
information about
why staff leave,
what their
experience of
employment was
and what (if
anything) would
have contributed
to retention

Information about
why staff leave is
limited. Current
practice is for some
areas to offer a short
exit survey asking
about future plans
and experience of
working in the
department, whereas
others simply process
the practical aspects
of losing a team
member.

Selected
FBMH
Legacy
Schools
developed
short
questionnair
es
completed
and
monitored
by HR

All leaving staff offered option
to complete anonymous
online exit questionnaire, link
to which will be added to
existing Leavers checklist received by all members of
leaving staff. Survey data
collated and reviewed
biannually to identify wider
issues and trends in timely
manner to prevent further loss
of talent. Compare permanent
versus contract staff
responses and see if there are
any gender differences. More
information on participation
of staff in career development
initiatives and the impact on
their employment.

Survey design:
Charter Marks'
Coordinator
under advice
from AS
Network;

Year one:
University
Charter
Marks
Coordinator
to set up
pilot
questionnair
e based on
input from
AS Network
and Race
Charter
Committee
reflecting
the needs of
Schools,
Divisions
and
Directorates

Pilot developed
and approved
by AS Network
and key
stakeholders.
Survey
completed by
~50% of
permanent
staff and 30%
of FTC staff

HR records
confirm all
leaving staff
provided with
link.
Comparison
with
completion
numbers with
HR data on
leavers in each
6-month
period.

Issues and
trends raised in
survey
communicated
to Schools/
directorates
biannually

Minutes of
Faculty/PSS
ED&I
committee
meetings
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Action

Issue identified

Existing
School/
Division/
Faculty level activity

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

Measure

Review effectiveness of
promotion methods used and
uptake. Evaluate
effectiveness, promotion
techniques and volume of
returns. Any significant
changes would result in
another 3-month pilot.

Charter Marks'
Coordinator,
University AS
Lead; Race
Charter Lead;
HR; ED&I Office

Three
months after
launch.

Volume of
returns/
information
confirms need
for exit survey.
Local-level
issues
identified.

Data from
online surveys
collected by
Charter Marks
Coordinator
during 3-month
pilot.

Ongoing survey monitoring
after pilot: Review of
School/Directorate-level
survey data.
School/Directorate lead
responsible for collating and
reporting survey data
identified. Equality-related
issues or trends
communicated up to the
School/Division AS Chair

Faculty
Representative
with support
from School/
Directorate HR
partners;

Every 6
months.

Consistent
level of returns
from exiting
staff from all
areas of the
University.

Recording of
returns by
School/Director
ate compared
with Leavers
data.

Acting on
interventions:
School AS Leads,
reporting to
Faculty & PSS
ED&I committee
and University
AS Lead

Every 6
months

Greater
retention of
staff, USS data
shows
reduction in
number of staff
expressing
desire to leave

USS 2019 and
Biennially. HR
Leavers data

Lead invited to Faculty or PSS
ED&I committee biannually to
communicate findings. Annual
report to University AS Lead to
identify issues common across
the University, success of
interventions and/or issues
which need University-level
support.
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17

Action

Issue identified

To ensure support
for promotion at
all career stages
and deliver
academic,
Research Staff
and professorial
re-zoning
workshops
annually across
the University.

Awareness of post2015 promotion
routes for Research
Staff still low
amongst Research
Staff and line
managers.
Fewer women
Academics applying
for promotion
although success
rates are high.

Existing
School/
Division/
Faculty level activity
Sectorleading
annual
promotion
route for
Research
Staff.
Promotion
section in
online
Research
Staff
handbook.
Universitywide
Research
Staff
Promotion
workshops.
Case studies
of successful
Research
Staff
promotion
cases
available in
FBMH.
Trained

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

Raise awareness of promotion
opportunities through rep
networks and research
committees to ensure all RS
and PIs are aware of the
process.

HR, Research
Staff Reps,
Researcher
Development.
Athena SWAN
SAT Chairs

Repeated
annually
Data on
applications
and
outcomes
collected
from 2019
round
onwards

Maintain high
success rates
(88% in 2017)
and increase
the number of
promotion
applications
from Research
Staff by at least
10%.

Attendance at
Research Staff
promotions
workshops.
Promotion
applications
from Research
Staff.

Researcher
Development

Collect Case
Studies
summer
2018,
Publish and
promotes
Autumn
2018 (ahead
of 2018
promotions
round)

Improve RS
responses
(10%) agreeing
University acts
fairly with
regard to
career
progression/pr
omotion and
rewarding
exceptional
performance

USS 2019

Communication plan
produced to specifically raise
awareness of Research Staff
promotion opportunities
alongside existing
communications on
promotion..
Develop promotion success
case studies for the whole
University and add to
University promotion
webpages, publish in the
Research Staff handbook and
linked to in future calls for
applications.

Measure
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Action

Issue identified

Existing
School/
Division/
Faculty level activity
Promotion
Champions
in each
Division in
FBMH.
Workshop
on applying
for re-zoning
from
Women
Professors’
Network.
Women’s
Promotion
workshop
running
alongside
general
Promotion
workshops.

18

More to be done
on the increasing
the number of F
recruitment
applications
received

Not all RS
recruitment operates
through the use of
shortlisting and
interview panels.
Unlike Academic
Recruitment Panels,
recruiting Line
Managers for

E&D and
unconscious
bias training
for all staff
involved in
recruitment.
Schools
assessing

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

Measure

Monitor E&D, unconscious
bias training uptake and
gender balance of Promotion
Champions and panels.
Continue to monitor
University promotion data and
gather robust BAME and FT/PT
data

Faculty ED&I
Committees,
School
Promotions
Committees

Review 2019

50/50 gender
balance on
promotion
committees by
2019.

Committee
membership as
reported to
Faculty ED&I
Committees

Explore wider provision of
promotion workshops
specifically for
women/minority groups (see
Action 9)

Staff Learning
and
Development,
Women
Professors’
Network Chair,
Academic and
Researcher
Development,
University AS
Network

Autumn
2018,
following
summer AS
Network
meeting.

Increased
applications
from women
and minority
applicants (108
female
applications in
2017). High
success rates to
be maintained
or improved
(81% female
success rate in
2017).

Promotion
application and
success data –
related to
attendance on
targeted
workshops.

Staff Learning
and
Development,
HR, Faculty/PSS
ED&I
Committees

Best practice
guide to be
produced
and
available by
2019. Impact
of best
practice
adoption to

Retain women
applicants
during process
to match % of
women
applicants to
maintain high
numbers.
Improve the

Recruitment
data on
applications/
shortlists/
successes by
gender.

Develop best practice
guidance for search
committees and recruitment
panels including ensuring
gender balance, reading
reference letters, avoiding the
use of gendered wording in
adverts and Job Descriptions.
Gender balance on panels to

Feedback from
staff Focus
Groups
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Action

Issue identified

Research Staff are
not all trained in UB

19

Ensure and
monitor a better
gender balance
on search
committees and
recruitment
panels.

Gender balance can
impact on selection
process. More
diverse panels reduce
instances of bias

Existing
School/
Division/
Faculty level activity
recruitment
materials,
timings and
shortlists to
maximise
female
applicants.

We have
some
pockets of
good
practice (i.e.
many
recruitment
panels have
mandatory
requirement
for at least
one female
member)

Actions to address Issue

Lead
responsible

be recorded as part of
recruitment paperwork

Timeline

be reviewed
annually
thereafter.

Advocate the use of gender
decoding software for job
adverts.

Work with Faculty/ PSS ED&I
Committees to set
requirement for at least one
female on each recruitment
panel or search committee.
Schools/ Directorates to
maintain records of gender
profile of panels alongside
recruitment paperwork as
standard.

ED&I
Committees

Starting
autumn
2018

What success
will look like
USS Research
Staff response
that “the
University acts
fairly with
regard to
recruitment”
by 10%,
particularly for
women RS

Gender ratios
of applicants to
be maintained
through
shortlisting and
offer stages for
all recruitment.

Measure

USS2019
responses

Relate impact
of methods
used to
improve gender
balance
throughout
recruitment
process
Records of
panel
composition
related to
recruitment
data for each
post. Analysed
by Faculty/PSS
ED&I
Committees.
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Existing
School/
Division/
Faculty level activity

Action

Issue identified

20

Need to monitor
Universities
training attendees
by gender, in
particular
Recruitment and
Selection,
Unconscious Bias
and Equality and
Diversity training,
split by gender
and grade year on
year.

Training records are
linked to staff name
but not equalities
data

ED&I Office
now have
full access to
training
catalogue to
be able to
provide
reports on
demographi
c of training
attendees.

21

Identify
Unconscious Bias
observers on all
promotion panels
(Faculty and
school)

Promotions data
demonstrate some
gender disparity in
success outcomes,
particularly for higher
Research and
Academic grades.
Whilst committee
members are UBtrained, no process
yet exists which
monitors whether UB
is influencing

2018 FSE
Faculty
Promotions
Committee
and
Professorial
Salary
Review will
pilot having
an
Unconscious
Bias
Observer

Start with use of
Unconscious Bias
Observers in

Lead
responsible

Timeline

ED&I Office to provide annual
demographic data relating to
key equality training
programmes to Faculty and
PSS ED&I Committees.
Demographics for all other
training to be provided to
training teams as requested.

ED&I Office,
ED&I
committees

July 2018 as
part of Staff
Census

Data to show
no disparity in
training
attendees. Any
imbalance to
be flagged
immediately
with the
relevant area
lead and
addressed.

Report created
by combining
Equalities data
with training
catalogue.

Review effectiveness of FSE
pilot both through its impact
on decisions and on the
experience of committee
members. Follow up with
analysis of success rate to
assess whether this has
impacted on the success rate
by gender. Report of success
of pilot conveyed to FPC Chair,
Faculty ED&I Chair, Head of
Faculty HR and University AS
Lead.

HR partners,
Head of Faculty
HR, Faculty
Promotions
Committee
Chair, Chair of
Faculty ED&I
Committee

FSE Pilot
May 2018

FSE Pilot
results in no
disparity in
success rate of
promotion
applicants by
gender.
Intervention is
happening and
being adhered
to during
process.

UB Observer to
record
instances of
UB-related
interventions
needed &
impact of
raising these
with Panellist
or Chair.
Success rate by
gender
recorded.

Actions to address Issue

What success
will look like

Measure
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Action

Issue identified

Faculty Promotion
Committee

decisions and or
whether UBinfluenced behaviour
is being challenged.

Existing
School/
Division/
Faculty level activity
(Head of
Faculty HR)
present to
challenge
behaviour.
All Faculty
Promotions
Committees
have HR
representati
on (all UBtrained)
observing
and
moderating
the process
but are not
part of
decision
making.

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

Summer
2018 revise
training/
guidance in
time for
2019
promotions
preparation.

Committee
members all to
complete any
further training
or provided
with additional
guidance if
necessary.

HR Records of
training
completion.

Measure

Assess whether further
training/guidance is required
for committee members.
Further training, if required,
completed by all panellists.
Records of completion kept
and monitored by FPC
Chair/HR. Guidance developed
and communicated to
panellist

FPC Chair.
Faculty HR

Develop UB Checklist for
consistency between Faculty
Promotions Committees.
Implement UB Observers in all
FPCs. Due to their existing
non-decision-making role on
panels, HR Partners would be
competent as UB Observers to
highlight and challenge
instances where individuals'
bias may affect the decision.

ED&I
Team/Staff
Learning and
Development/
Faculty HR

FHUMS and
FBMH to
adopt
similar
process in
2019
promotions
round
onwards.

Parity in
success rate by
gender at each
Faculty
Promotion
Committee
outcomes.

FPC Chair and
Faculty HR
confirm use of
UB Observers
and guidance.
Records of
promotion
outcomes by
gender (other
demographics)

Communicate the existence
and benefit of UB Observers
to Promotion applicants in
guidance and workshops.
Applicants informed of the
changes to instil confidence in
process.

School AS
SATs/University
Staff Survey
Steering Group/
University
Charter Marks
Coordinator

Early 2019
Promotion
Workshops.

USS and
School-Level
Surveys report
improved
responses from
post-2019
promotions
applicants
(compared to

School-level AS
Survey. USS

School level
surveys from

Confidential
feedback on
effectiveness of
guidance by
panellists to
Head of Faculty
HR.

118

Doc.
Ref.

Action

Issue identified

Existing
School/
Division/
Faculty level activity

Actions to address Issue

Lead
responsible

School-level staff survey data
on Promotions collected
centrally by Charter Marks
Coordinator. AS rep on USS
Steering group to access
responses to promotion
questions, by gender and
other protected
characteristics
22
(see
also
25
and
26)

Raise awareness
of promotion
opportunities for
Research Staff
particularly in FSE
and FHUM, and
especially at
associate and
senior fellow
level, with
Research Staff
and their PIs and
line managers.
Share good
practice,
promotion
success stories
Offer
opportunities for
informal
discussion on
criteria and
suitability

No applications to
Lecturer, Grade 6 or 7
since promotion
route opened in
2015. Applications to
Research Fellow and
Senior Research
Fellow are lower than
expected. Schoollevel informal
discussions suggest
that Line
Managers/Key
Personnel are not
completely
knowledgeable on
the promotion routes
open to Research
Staff

Promotion
workshops
conducted
by
Researcher
Developmen
t has
described
process of
promotion
to Research
Fellow/Lectu
rer to
Research
Staff

Timeline

What success
will look like

late 2019
and USS
Survey 2021
(2019 survey
would be
too early)

past surveys)
agreeing they
think the
process is fair
regardless of
gender.

Measure

Include clear guidelines to
process and eligibility in
Research Staff handbook.
Raise awareness of promotion
opportunities for Research
Staff, and especially at
associate and senior fellow
level, with Research Staff and
their PIs and line managers.
Share good practice,
promotion success stories.

Research Staff
Development
Working Group.
Research Staff
Reps.

Started, to
continue
through
2018

Participation
from across all
Faculties and
genders.
Feedback
confirms clarity
of information
delivered/
intention to
make
application or
seek further
relevant
experience to
meet criteria.

Demographic of
attendees.
Feedback from
attendees.
Records of 'hits'
on specific
pages of RS
Handbook.
Feedback on
promotional
material from
RS Reps

Include 'How to' guide for Line
Managers, as part of
Managers' Essentials, to have
appropriate career
conversation with Research
Staff when asked about
promotion process.

Policy Manager

Summer
2018

Increase in
number of
promotion
applications
received for
Lecturer
position

Promotions
data
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Action

Issue identified

Existing
School/
Division/
Faculty level activity

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

Measure

(current: 0)

23

To work with Vice
Deans for
Research to
develop a robust
funding model for
Research Staff
promotion and
encourage PIs to
cost in promotion
of staff onto
future grants

School-level informal
discussions suggest
that Line
Managers/Key
Personnel are not
completely
knowledgeable on
the promotion routes
open to Research
Staff or how these
are funded.

-

Ensure sufficient funds are
earmarked in Schools’ budgets
to underpin funding for
Research Staff promotion
recipients. To develop robust
funding model and encourage
PIs to factor in RS Promotions
into future grants. Research
Support to highlight this
addition when supporting
costings for grant applications.

VD Research.
Research
Support
Services

To start
before 2019
budgets are
set.

Increase in
number of
promotion
applications
received from
Research Staff
by at least 10%
(2017: 32
applications)

Promotions
data

24

Review the
messaging on the
University
promotion
opportunity
webpages so that
it is fully inclusive
of Research Staff

School-level informal
discussions suggest
that Line
Managers/Key
Personnel, as well as
Research Staff, are
not completely
knowledgeable on
the promotion routes
open to Research
Staff

Research
Staff
handbook
and central
University
academic
promotion
policy pages
explain the
eligibility for
Research
Staff.

Review the messaging on the
University promotion
opportunity webpages so that
it is fully inclusive of Research
Staff. Add promotion
information to the Research
Staff reward and recognition
pages of the new online
Research Staff handbook.
Faculty communications and
marketing teams to review
messaging of promotion call
to be inclusive of Research
Staff. Add in vignettes from
successful promotion
applicant to bring in the

Communication
s Team,
Researcher
Development,
Research Staff
Reps.

Start of call
for 2019
promotions
round (2018
has already
commenced)
.

Increase in
applications
made from
Research Staff.

Annual
Promotion
application
data.

Research Staff
information
included in all
academic
promotion
material.

Feedback from
Research Reps.

Annually
thereafter
with regular
feedback
from
Research
Staff reps.

Researcher
Development
Team to receive
and review all
promotional
material to
ensure the
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Action

Issue identified

Existing
School/
Division/
Faculty level activity

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

researcher voice.

25

Develop and
communicate a
clearer funding
mechanism for
Research Staff
promotion (linked
to Action 22)

School-level informal
discussions suggest
that Line
Managers/Key
Personnel are not
completely
knowledgeable on
the promotion routes
open to Research
Staff or how these
are funded.

-

To incorporate information on
funding needs for promotion
recipients into Managers’
Essential guidance to having
Promotion Conversations.
Information on budgeting for
promotion recipients to be
clearly communicated to HoS
and Line Managers.

Measure

Research Staff
voice is not
being lost.

HoS, Line
Managers,
Researcher
Development

Once
funding
mechanism
has been
determined
by VD
Research
and Schools.
(when part 1
of action 26
completes)

Feedback from
Research Staff
Reps is that
Research Staffs
are being
encouraged to
apply for
promotion.

Research Staff
reps feedback.
School
Promotions
data

School
promotions
data shows
consistent
application rate
proportional to
Research Staff
in school.
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26

Action

Issue identified

Research Staff
promotion data at
all grades
(including BAME
and FT/PT status)
to be reviewed
annually

Data on promotion
applicants does not
currently record
contract type or
ethnicity data for all
applicants.

Existing
School/
Division/
Faculty level activity

Actions to address Issue

Research Staff promotion data
at all grades (including BAME
and FT/PT status) to be
reviewed by Faculty
Leadership Teams and
reported on as part of the
annual performance review.

Lead
responsible

Faculty
Leadership
Teams, Faculty
ED&I
Committees

Research Staff
promotion data not
currently included as
part of the Annual
Performance Review.

Timeline

To start
once 2019
promotions
outcomes
have been
decided.
Data to be
included in
annual
performance
review
(autumn).

What success
will look like

Identification
of any disparity
in promotion
applications to
these roles.
Targets
identified and
actions to
improve
application
numbers
devised. Bias in
success rates
evaluated
along

Measure

Promotion
application data
to be linked to
equalities data
and contract
type by the
ED&I Office –
independent to
the promotions
process.

with those
from other
academic
grades
27

To ensure support
for promotion at
all career stages
and deliver
academic,
Research Staff
and professorial
re-zoning
workshops
annually across
the University.

Awareness of post2015 promotion
routes for Research
Staff still low
amongst Research
Staff and line
managers.
Fewer women
Academics generally
applying for
promotion although

Increasing
Research
Staff specific
promotions
workshops
/information
in RS
handbook/F
BMH case
studies of
successful
Research

Raise awareness of promotion
opportunities through rep
networks and research
committees to ensure all RS
and PIs are aware of the
process.
Communication plan
produced to specifically raise
awareness of Research Staff
promotion opportunities
alongside existing

HR, Research
Staff Reps,
Researcher
Development.
Athena SWAN
SAT Chairs

Repeated
annually.
Data on
applications
and
outcomes
collected
from 2019
round
onwards

Maintain high
success rates
(88%) and
increase the
number of
promotion
applications
from Research
Staff by at least
10%.

Attendance at
Research Staff
promotions
workshops.
Promotion
applications
from Research
Staff.
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Action

Issue identified

success rates are
high.
Pay analysis indicate
proportionally fewer
female Professors
apply for re-zoning.

Existing
School/
Division/
Faculty level activity
Staff
promotion
cases.
Trained
Promotion
Champions
in in FBMH.
Women
Professors’
Network
Workshop
on applying
for rezoning.
SEED
Women’s
Promotion
workshop
running
alongside
general
Promotion
workshops.

Lead
responsible

Timeline

Women Professors’ Network
to repeat workshop on
applying for re-zoning as
annual event.

Chair of Women
Professors
Network.

Develop promotion success
case studies for the whole
University and add to
University promotion
webpages, publish in the
Research Staff handbook and
linked to in future calls for
applications.

Researcher
Development

Actions to address Issue

What success
will look like

Measure

2019 and
annually
thereafter

Increase in
applications
and successes
of women
Professors
applying for rezoning. Gap in
Professorial
pay by gender
to narrow.

Women
Professors
Network
workshop
attendee list
and feedback.
Annual
Promotion
Data. Equal Pay
Audit.

Collect Case
Studies
summer
2018,
Publish and
promotes
Autumn
2018 (ahead
of 2018
promotions
round)

10% Improved
positive RS
response that
the University
acts fairly with
regard to
career
progression/pr
omotion and
rewarding
exceptional
performance.

USS 2019

communications on
promotion.
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Action

Issue identified

Existing
School/
Division/
Faculty level activity

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

Measure

Monitor E&D, unconscious
bias training uptake and
gender balance of Promotion
Champions and panels.
Continue to monitor
University promotion data and
gather robust BAME & FT/PT
data

Faculty ED&I
Committees,
School
Promotions
Committees

Review 2019

50/50 gender
balance on
promotion
committees by
2019.

Committee
membership as
reported to
Faculty ED&I
Committees

Explore wider provision of
promotion workshops
specifically for
women/minority groups (see
Action 9)

Staff Learning
and
Development,
Women
Professors’
Network Chair,
Academic and
Researcher
Development,
University AS
Network

Autumn
2018,
following
summer AS
Network
meeting.

Increased
applications
from women
and minority
applicants.
High success
rates to be
maintained or
improved.

Promotion
application and
Success data –
related to
attendance on
targeted
workshops.
Feedback from
staff Focus
Groups
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28

29

Existing
School/
Division/
Faculty level activity

Action

Issue identified

Actions to address Issue

Look closely at
women at Reader
level to see how
long they have
been at this level
and encourage
staff to apply for
promotion to
Professor using
the network of
Promotion
Champions.

(Related to REF
section) appears that
disproportionately
more female Readers
– on par with male
Professors were
returned. Suggests
those female Readers
more likely to be
performing at
Professorial level but
not being or applying
for promotion.

All Schools
have
Promotions
Champions
to provide
guidance
and support
to
applicants.
Gender
Parity
Promotions
Champions
in FBMH.

Promotion Champions to liaise
with ED&I to receive
information on length of time
in post for Academics.

REF leads and
impact
ambassadors to
encourage and
support women,
BAME and
disabled staff to
gather evidence
and submit to
REF2020

Maintain high
numbers of Women
being returned in
REF2020 (76% eligible
F, cf. 79% eligible
men returned).

ED&I Office
involved in
REF 2020
preparation.

Faculty ED&I Committees to
take responsibility for
ensuring Schools actively
support women, BAME and
Disabled staff to submit to
REF2020

Lead
responsible

ED&I/
Promotions
Champions.

Targeted discussions to take
place with suitable individuals
(based on length of time in
post, roles of responsibility,
research output etc.) to
discuss promotion prospects,
criteria and support
application preparation.

ED&I and Senior
Research Policy
Officer (REF
Office). School
REF leads and
Impact
ambassadors

Timeline

To start
2019 as part
of active
promotion
process
enhancemen
t initiatives.

What success
will look like

Measure

ED&I data
recording
changes in
length of time
in post for
Academics.

(Actions 2129)

Increase in
Female
Professors
(2017: 24%F;
aim 30%F) –
particularly
movement
from Reader to
Professor.
Female
Academics
‘length of time
in post’ to
reduce to be
comparable
with men,
particularly
those >9-years.

Preparations
already
commenced.

REF returns
show no
gender bias

ED&I data on
eligible and
returned staff.

Women
agreeing
comparatively
with men that
they were
encouraged to
submit in REF
2020

Feedback on
the support and
encouragement
received during
the process in
USS 2019/21
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Action

Issue identified

Existing
School/
Division/
Faculty level activity

30

Gather and
monitor E&D data
throughout
REF2020
preparations
including a full
equality impact
assessment.

Gender data on
impact case study
authors was not been
captured for REF2014

ED&I Office
working
closely with
REF Office.

31

Raise awareness
of recognition and
reward
mechanisms for
PSS staff across
the University
through the
managers toolkit
and profile PSS
staff through the
“Proud to be
Campaign)

In USS 2017 only 67%
PSS feel valued cf.
72% University as a
whole

‘Proud to be
PSS’
Campaign.

Doc.
Ref.

Reward and
Recognition
Scheme,
includes
‘Rewarding
Exceptional
Performance
’ (one-off
payment
/incremental
pay
increase) &
‘Thank You
Scheme’ to
instantly
reward and
recognise
colleagues
that go that
extra mile

Lead
responsible

Timeline

Gather and monitor E&D data
throughout REF2020
preparations including a full
equality impact assessment.

ED&I and Senior
Research Policy
Officer

Preparations
already
commenced

REF returns
demonstrate
no bias in
eligible staff
submitting
returns or
impact case
studies.

ED&I data on
eligible and
returned staff.

Continue to promote the
‘Proud to be PSS’ campaign –
PSS staff highlighting what
makes them feel valued at the
University.

HR,
Communication
s and marketing

Already
commenced
2018

PSS agreement
to ‘feeling
valued at the
University’ to
improve in USS
2019 to be on
par with
Academics and
Research Staff,
with no gender
difference.

USS 2019

Managers Essentials toolkit to
detail recognition and reward
mechanism to show
appreciation of exceptional
performance by team
members.

HR

2018 as part
of ongoing
project

Increase in
applications to
Reward and
Recognition
Scheme (2017:
105). High
numbers of

Number of
applications
made to
Reward and
Recognition
Scheme.

Actions to address Issue

What success
will look like

Measure

USS2019
Communications to be
publicised via StaffNet and
other internal literature to

Immediately

PSS responders
reporting
feeling valued
in USS2019
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32

33

Action

Issue identified

Existing
School/
Division/
Faculty level activity
(thank you
cards, gifts
or events)

To monitor regrading data for
PSS staff and
ensure men and
women are
equally supported
through the
process

In 2017, 105 PSS
staff (72F and 33M)
applied for regrading, success rates
were high for both
groups, however men
performed higher
with a success rate of
97% compared with
80% for women

HR monitor
and report
re-grading
data
annually

To enhance the
training
catalogue/databa
se to capture and
monitor robust
gender, BAME
and disability
status data for all

Limitation of online
training catalogue is
that E&D data is not
automatically
recorded for trainees.

ED&I Office
now have
access to
complete
training
catalogue

Makes analysis of
uptake difficult.

Actions to address Issue

encourage all University
colleagues to thank staff
outside of their areas
(particularly Academics
nominating PSS staff) for their
contribution to projects, using
the ‘Thank you’ Scheme, or to
nominate via the recognition
and reward process.
To continue to monitor data
on re-grading applications and
outcomes by grade and
gender.

Lead
responsible

Timeline

Measure

and every 34 months
thereafter.

(see above)

HR with ED&I
office

Annually

Application and
outcome data
shows no
gender bias in
those making
applications
and receiving
positive
outcomes.

Re-grading
applications by
area and
gender

ED&I Office.
Faculty Training
Teams, Staff
Learning and
Development.
University AS
Lead. ED&I
Committees.

Attendee
data collated
after
academic
year-end
annually.

Accurate data
records
captured with
consistency
across training
providers.

Training
attendee
demographic
report

HR
Communication
s and marketing

To review what support and
encouragement staff receive
prior to making applications,
thorough reviewing
communications, HR Partners
and PSS focus groups.
ED&I Office to link training
catalogue to staff data records
to build demographic picture
of attendees.

What success
will look like
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Action

Issue identified

Existing
School/
Division/
Faculty level activity

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

Measure

courses.

34

Capture and
monitor academic
level, gender ,
BAME and
disability data for
NAP

Lack of equalities
data related to NAP
attendees, makes
tracking development
and progress of
different groups
difficult.

ED&I Office
have access
to complete
training
catalogue
including
NAP
attendees

Training providers (Faculty
and Staff Learning and
Development) to analyse
attendee data and flag any
underrepresentation (as
compared to available pool) to
Faculty ED&I Committee/AS
Lead

Training
providers. ED&I
Committees.

Annual
report on
demographi
c of
attendees to
ED&I
Committees

Reports to
ED&I
Committees
serves to
identify
disparity in
training
audiences

Attendee
demographic
compared with
staff profiles.

ED&I Office now have access
to Training Catalogue records
of attendees to facilitate this
action. This includes NAP
attendees.

ED&I Office NAP
Training
organisers. ED&I
Committees.

Attendee
data collated
after
academic
year-end
annually.
Report on
demographi
c of
attendees to
be sent to
ED&I
Committees
before
Autumn
Committee
meeting
annually.

Accurate data
records
captured with
consistency
across training
providers.

Attendee
demographic
compared with
new academic
staff profiles.

NAP Organisers (Faculty and
Staff Learning and
Development) to analyse
attendee data and flag any
underrepresentation (as
compared to available pool) to
Faculty ED&I Committees and
AS Lead.

Reports to
ED&I
Committees
serves to
identify
disparity in
training
audiences
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35

36

Existing
School/
Division/
Faculty level activity

Action

Issue identified

To evaluate the
support for
Research Fellows
across the
University and
consider
expansion of NAP
programmes to
support research
and teaching

Currently Research
Staff have varied
access to the NAP.
Content is targeted
more to Teaching and
Research Academics
rather than Research
Only staff.

-

To continue the
University LEAP
roll out and
monitor E&D data
for teaching
accreditation.

Increasingly HEA
recognition is
required as evidence
to enter or progress
in academic roles.

LEAP rolled
out across
all faculties
in 2017,
after FBMH
pilot. 108
women and
44 men from
all staff
groups and
grades
gaining HEA
Fellowship

Actions to address Issue

NAP organisers record
attendance at workshops and
completion of programme.

Lead
responsible

NAP organisers.
Researcher
Development.
Faculty ED&I
Lead

Track minority groups
accessing support through
training catalogue linked to
Equalities data

Review of
Feedback
from 2018
cohort.
2019
discussions
to adapt
programme
with
changes
implemente
d 2020.

Feedback paperwork adapted
to specific as Research Fellows
what changes are needed to
the programme to fully
support their needs.

Advertise widely the LEAP
support, particularly amongst
research and PSS staff with
teaching/training roles.

Timeline

Centre for
Higher
Education
Research,
Innovation and
Learning and
the FBMH
Academy for
Education and
Professional
Development.
ED&I Office.

2018.
Review
uptake by
grade, area
and equality
data
annually.

What success
will look like

Measure

Amendments
made in
response to
2018 attendee
feedback.
Feedback from
2020 attendees
confirms that
development is
supported.

NAP
attendance
records.

LEAP
Coordinators to
have informed
knowledge of
which specific
groups of staff
are
underrepresent
ed in accessing
support.
Targeted
actions
designed to
encourage
participation.

LEAP
participant
data. Staff
equalities data

Research
Fellow
Attendee
feedback. USS
2021 results
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37

Action

Issue identified

Continue to
promote training
opportunities,
monitor uptake
and effectiveness

Research Staff take
on average fewer
than 10 days annually
for training. Whilst
this has improved in
the last two years,
more encouragement
is needed. Current
method for recording
attendance at
training is limited in
information capture equality data of
attendees is not
known, making
analysis difficult.

Existing
School/
Division/
Faculty level activity
All Research
Staff entitled
to 10 days
training
annually.
Highly
regarded RS
training
programmes
embedded
with
Faculties.
Dedicated
RS
developmen
t leads at
Faculty level
and since
2017 a RS
lead within
Central Staff
Learning and
Developmen
t. Formative
and
accredited
training in

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

Raise awareness of training
opportunities through
induction and RS reps.
Promote information in
Research Staff Handbook, with
emphasis on information
related to career development
and training - highlight
training entitlements and
coaching/mentoring
provisions.

Staff Learning
and
Development,
HR, School
Athena SWAN
Leads, Research
Staff Reps.
Researcher
Development.

Before start
of new
academic
year Autumn
2018.

10% increase of
RS agreeing in
USS2019 that
they had
engaged with >
5 days of
Career and
Personal
Development
activities.
Double
numbers of RS
accessing one
to one
coaching or
careers support
or mentoring

Monthly welcome message
sent to new Research Staff by
Research Staff Development
Teams/Research Staff Reps

Faculty
Researcher
Development
Teams/

Monthly as
part of
existing
welcome
email sent
by Faculty
Researcher
Developmen
t Teams.

Welcome
emails are sent.
Greater
demand for
training,
mentoring
and/or
coaching.

Research Staff
Reps.

Measure

USS 2019
Training
catalogue and
mentoring data.

Training record
data compared
with staff data
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Action

Issue identified

Existing
School/
Division/
Faculty level activity
research,
teaching and
professional
developmen
t open to RS.
Access to
pool of
qualified inhouse
coaches and
careers
consultants.
Established
staff
mentoring
scheme
“Manchester
Gold”.

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

Measure

Online PDR for RS to be
piloted mid-2018 and rolled
out to all RS by Jan 2019.
Guidance on training needs
and career conversation to be
developed from
Reviewer/Reviewee feedback
following pilot, to promote RS
training opportunities and
career conversations with line
managers of RS.

Research Staff
Development
Working Group.
Research Staff
Reps.

Mid-2018
Pilot. Rollout to all RS
Jan 2019.
Reviewee
feedback
through USS
and Reps.in
2019

10% increase in
RS agreeing in
USS2019 that
they had
received T&D
identified in
their P&DR.
Increase in USS
response that
line managers
supported RS
access to T&D.

USS2019

Continue to monitor uptake of
T&D. Improve training
management systems to
capture robust gender and
BAME data.

Faculty Training
Teams, Staff
Learning and
Development.
University AS
Lead. ED&I
Committees.

Attendee
data collated
after
academic
year-end
annually.

Accurate data
records
captured with
consistency
across training
providers.

Training
attendee
demographic
report

Training record
data compared
with staff data
by school and
gender

ED&I Office to receive annual
staff data to measure
demographics of attendees on
training workshops.
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38

Action

To maintain the
HR excellence in
Research Award
and to ensure
continued coordination
between the AS
SAT and Research
Staff
Development
Working Group
and Academic
Staff
Development
Committee

Issue identified

Co-analysis of
Concordat
Implementation Plan
(CIP) developed for
HR Excellence in
Research Award and
AS action plan show
common aims and
actions.

Existing
School/
Division/
Faculty level activity

Research
Staff
Developmen
t Working
Group,
Chaired by
AVP
Research
monitor
progression
against CIP

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

Measure

Training providers (Faculty
and Staff Learning and
Development) to analyse
attendee data and flag any
underrepresentation (as
compared to available pool) to
Faculty ED&I Committees and
AS Lead.

Training
providers. ED&I
Committees.

Report on
demographi
c of
attendees to
be sent to
ED&I
Committees
before
Autumn
Committee
meeting
annually.

Reports to
ED&I
Committees
serves to
identify
disparity in
training
audiences

Attendee
demographic
compared with
staff profiles.

To maintain links between the
SAT and the RSDWG to ensure
joint support for common
actions and ensure efforts are
not wasted. Both groups to
regularly update each other
on progress.

Research Staff
Development
Working Group
via AS Rep

Commenced
2017.
Regular
updates and
feedback on
action
progress
periodically
through
year.

University to
maintain HR
Excellence in
Research
Award at
renewal

Updates on
progress
against both
action plans
(Athena SWAN
and CIP)
recorded in
RSDWG and
SAT meeting
minutes.

AVP for
Research
University AS
Lead
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39

Action

Issue identified

Track the careers
of our Aurora
alumni with a
longitudinal
follow up survey

No current method of
tracking progress of
Aurora Alum

Existing
School/
Division/
Faculty level activity
Alumni
network
exists at
University
Level

Actions to address Issue

Lead
responsible

Request regular updates from
Alumni on their experience
since the programme at 1
year, 5 year interval.

ED&I Office.
Staff Learning
and
Development

2019

Collated data
on Aurora
Alumni
demonstrates
100% positive
impact on
career
progression of
attendees.

Staff data,
feedback from
Alumni,
Promotions
data.

University
Athena SWAN
Coordinator
working with
the SEED HoSA.

Autumn
2018

Cost-effective
internal course
larger impact
on women
within a School
than other
courses
external/intern
al Positive
workplace
culture for the
individual
women
involved
confirmed
through
School-level
surveys.

Scale of
provision across
University.
Attendee
numbers as a
proportion of
staff group.

Timeline

Track career progression of
attendees through promotion
data, staff records.

40

Internal women’s
leadership
programmes to
open up across
the University in
2018/19

There are limited
places available on
the Leadership
Foundation's annual
Aurora programme
(national womenonly leadership
development
programme).

(SEED) 3-day
'Women in
Leadership'
programme
in 2017, for
women in
ECR roles/ or
with
leadership
ambitions.
Based on
principles of
Aurora
Programme,
with an
external
trainer.
2RAs; 14Ls;

To capture data from SEED,
tracking the impact of this
training on the progress of
women on the WIL
programme as they apply for
promotion and positions of
responsibility and leadership.

What success
will look like

Measure

School-level AS
surveys
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Action

Issue identified

Existing
School/
Division/
Faculty level activity
2 SLs
participated.
The Athena
SWAN rep
from Staff
Learning and
Developmen
t is leading
discussions
with an
external
facilitator to
explore
ways the
training can
be adapted
to be
suitable for
staff across
the
University.

41

Gather robust
E&D data for
Manchester Gold
and monitor
annually (also
linked to action
10)

Data suggests poor
take up of mentoring
for BAME staff in
particular.

Staff
Learning and
Developmen
t relaunched
the
Manchester
Gold Staff
Mentoring
Scheme in
2017

Actions to address Issue

Lead
responsible

Staff Learning and
Development to assess what
would be needed for a women
focussed development
programme and to explore
potential options for a
University-wide provision of
leadership preparation
material available to women
to complement the general
leadership courses available
on the 'Learning for All'
programme.

SL&D Athena
SWAN
representative

SL&D to record
Mentor/Mentee numbers by
gender initially to assess who
is accessing support. Follow up
action to encourage
mentors/mentees from areas
which are lacking

SL&D Athena
SWAN
representative.
University AS
Networking

Timeline

What success
will look like

Measure

Discussions
taking place
for roll out
2019

Attendance/
access to
materials
demonstrating
use by staff at
all grades/
disciplines.
Feedback on
usefulness and
follow-up
progression
checks showing
impact on
increasing
promotion
applications/ap
plications to
leadership
roles or senior
positions.

Attendee list by
grade and area.

Early 2019,
mentoring
year runs
from March
- December,
so analysis
of take up
and
feedback to
take place
after current

No gender
disparity in
mentees
requesting
support.

Mentor/Mente
e data recorded
by staff
demographics

Feedback from
attendees.
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Action

Issue identified

Existing
School/
Division/
Faculty level activity

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

Measure

round in first
instance

42

To increase the
number of
academic/researc
h mentors, and
particularly men,
coming forward

Data indicates men
are
underrepresented as
Mentors.

-

To explore ways of
encouraging men to volunteer
as Mentors. To use existing
cohort to present positive
promotional material on why
they signed up and the wider
benefit of doing so.

Staff Learning
and
Development

Before 2019
Manchester
Gold round.

Gender
balanced
Mentors by
2020

Feedback from
Mentors on
value of
experience to
encourage
wider
engagement

43

Capture and
monitor E&D data
for University
Fellowship
schemes

Equalities data not
currently recorded

-

ED&I Office to combine
Fellowship applicant data to
staff records to better monitor
application and success rate
by different groups.

ED&I Office.
Internal
Fellowship
Panels

2019

Data fed back
to Fellowship
panels and
Faculty ED&I
Committees on
relative
applications by
different
groups.

Records
created and
maintained.
Used to identify
gaps in support
and
encouragement
provision
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44

45

Action

Issue identified

Evaluate the
careers support
provision for
Research Fellows
across the
Faculties to
ensure equality of
opportunity.

Current provision can
vary by Faculty or
school

Achieve a 10%
increase in grant
applications from
minority groups
by 2019

Existing
School/
Division/
Faculty level activity
-

Actions to address Issue

Lead
responsible

Timeline

2019 to
audit and
produce
guidance.

What success
will look like

Measure

Consistent
support for
research
fellows. Focus
groups
feedback
confirmation

Pan-University
Focus Groups
with Research
Fellows. Data
on support and
training offered
and uptake.

Audit what support is
available through AS Network
and Faculty ED&I Committees.
Produce good practice
guidance by comparing impact
of provision on retention and
forward progression of
Research Fellows (funding
success etc.).

Researcher
Development.
AS Network

Develop targeted grants
workshops for minority
groups. Run focus groups with
Research Staff from minority
groups (with option to provide
feedback online if unable to
attend). Use feedback from
focus groups with these staff
groups.

Researcher
Development
with University
Charter Marks
Coordinator.
ED&I
Committee

Autumn
2018.

Achieve a 10%
increase in
grant
applications
from minority
groups by 2019
(2017: 590
women; 242
BAME and 46
disabled)

Demographic
data on grant
applicants. USS
responses
analysed for
any continued
barriers to
minority groups
applying for
grant funding

Research Staff
Development
Working Group.
Research Staff

2018.

E&D profile of
applicants is
relative to
eligible pool.

Data collected
on the
demographic of
grant funding

Implementat
ion across
University
from 2020

Data on demographic of grant
applicants to be received
annually by ED&I Committees
annually as part of Autumn
review
Monitor the E&D profile of
internal funding schemes and
ensure review current
guidelines to ensure

136

Doc.
Ref.

46

Action

Capture and
monitor data on
Early Career
Researcher grant

Issue identified

Feedback from
Research Staff Reps
and from RSA events
show RS unclear on
the policy of applying
for funding as PI if RS

Existing
School/
Division/
Faculty level activity

Grants
training and
support
available for
all RS. Pump
prime
funding
available e.g.
WTISSF,
UMIP

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

Measure

transparency and University
wide awareness.

Reps.

applicants and
successes

Continue to monitor uptake of
grants training and support.
Training providers to adapt
training registers to include
information on career level for
grant support workshops as
part of new academic year.

Staff Learning
and
Development,
Researcher
Development,
VP for Research
and Research
Office

Autumn
2018
training
programme

Career level
data collected
from attendees
at grant
training
workshops.
Demonstrates
increase in RS
accessing
support

Consistent
training records
across
University
providers

Amendments to be made if
necessary and guidelines
promoted through inductions,
Reps and RS Handbook.

Research Staff
Development
Working Group

Early 2019.

All RS to
receive
guidelines for
applying for
promotion.

Feedback from
Research Staff,
through Reps
on the
promotion and
accessibility of
information.
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Action

Issue identified

Existing
School/
Division/
Faculty level activity

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

Measure

Feedback on clarity and
accessibility of guidelines to
be sought through Reps and
USS. Particularly responses to
question of whether guidance
on applying for grant funding
is transparent and appropriate
for their needs.

Research Staff
Reps and
Research Staff
Development
Working Group.

2019 USS
data
analysed.
Reps to
collect local
feedback

RS in USS agree
that they are
aware of
criteria for
internal
funding
schemes

Feedback from
Reps. USS2019

Publish clear University
criteria on eligibility for
applying for grant funding as
PI/Co-I or named researcher in
RS Handbook.

Research Staff
Development
Working Group.
Research
Support
Managers

2018.

Year on year
increases in
grant
applications
from RS

Demographic
data on grant
applicants.
Number of
online RS
Handbook
'applying for
grant funding'
page hits
analysed

Annual report on
applications/success to ED&I
Committees will demonstrate
impact of publishing
information.

Research Staff
Development
Working Group

Starting
Autumn
2019

Increased
number of
independent
and Co-I
applications
made by
Research Staff.
Applications by
women
proportional to
the population.

E&D Data on
Research Staff
making
applications
and the success
rates. Monitor
hits to specific
pages of online
handbook to
measure 'reads'
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48

Existing
School/
Division/
Faculty level activity

Action

Issue identified

Analyse E&D data
on sabbaticals
and raise
awareness of this
development
opportunity to
Academics on all
three pathways

Sabbatical use is
more common in
some areas of the
University than
others

-

To train existing
coaches to offer
specific coaching
support to staff
returning from
extended leave
for caring
reasons.

Extended leave can
impact on career
momentum and
confidence. Starting
or adding to a family
can impact on time
management, career
aims, self-identity
and priorities.
Returning staff are
expected to continue
and behave as they
did before leave
which isn't always
appropriate for their
needs and wellbeing
or practical. Lack of
support can result
poor retention and
loss of talent

Peer
Support
Group for
Returners
offers
confidential
environment
to discuss
these issues.

Lead
responsible

Timeline

Explore what information is
provided to Academics and
how staff are encouraged to
take up sabbaticals from
Schools where the use is high.
Share good practice via AS
Network

School AS Leads.

2019

Fund training for existing
Coaches at the University so
that they can offer coaching
specific to returning parents.
Training delivered by external
provider 'My Family Care'.

Charter Marks
Coordinator. My
Family Care.
Staff Learning
and
Development

One-Year-Progress feedback
of coachees will measure
effectiveness of coaching and
impact on career

Charter Marks
Coordinator.
Staff Learning
and
Development

Actions to address Issue

What success
will look like

Measure

Good practice
guidance
produced by
2019.
Consistent
application of
Sabbatical use
across the
University
recorded by
2021

School data on
Sabbatical
application.

2018
training of
Coaches.
Coaching
available
late 2018
onwards.

Funding
provided for 15
experienced
internal
coaches to be
trained. All
returners
offered
Coaching.

Take up of
coaching
training

2019

Feedback
demonstrates
positive impact
on retention,
wellbeing and
career aims.
Positive
correlation of
staff retention
following
return with

One-YearProgress
feedback from
Returnees
taking up
coaching.

HoSs University
AS Network

School level AS
Surveys.
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Doc.
Ref.

Action

Issue identified

Existing
School/
Division/
Faculty level activity

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

Measure

staff who took
up coaching
opportunities

49

Returners Scheme
to fund
supportive cover
for staff returning
from extended
leave to enable
focus on career
development
activities and
additional funding
available to cover
career
developmentincurred expenses

Funding for support
and cover is not
consistent across the
University.

Returners
Scheme
already
exists in
many
Schools
(funding for
research
continuation
/ teaching
cover/ RA
support).

Proposed University Returners
Research Funding Policy is
under development by
University AS Lead. Due to be
initiated from 2019. Central
funding to facilitate local
arrangements

University AS
Lead, HR

Policy
planning and
costing
commenced
2017, due to
roll out 2019

100% of
requests for
funding are
approved
either wholly
or in part.

HR records of
applications
made and
approved, by
gender.
Feedback from
staff receiving
funding during
year 1 of
operation.

Not all RS receive
time-back on
contract when
returning from
maternity/adoption/s
hared parental leave.

Some
Schools/
Divisions will
financially
support
those whose
Funders do
not freeze
and extend
contract, or
only offer
no-cost
extension
resulting in
shorter

Extend provision so that equal
support and funding is
available to Research Staff
working across each Faculty
through Returners Research
Fund.

University AS
Lead, HR. RS
Reps.

Planning/
costing
2017, due to
roll out 2019

100% of
requests for
funding are
approved
either wholly
or in part.

HR to collate
records of
applicants and
outcomes.

Monitor awareness and
uptake by RS.

University AS
Lead, HR. RS
Reps.

Planning/
costing
2017, due to
roll out 2019

Reps to
feedback on
awareness of
funds amongst
RS

HR Records.
Feedback
through RS
Reps.
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Ref.

50

Action

To increase access
to
breastfeeding/exp
ressing spaces
around campus
and expand the
number and
location of rooms
offered.

Ensure that staff
are not needing
to travel >5mins
to use a room.

Issue identified

Currently two
University-wide
advertised expressing
room exists on
campus. Other rooms
have been allocated
for this purpose but
are used/ known only
by staff in the locale.
This impacts on work
time for staff based
far from the
centrally-located
expressing rooms,
which in turn affects
wellbeing and career
progression.

Existing
School/
Division/
Faculty level activity
contract.
However
scope of
provision is
patchy.

Some
Schoolspecific
buildings
have
dedicated or
multi-use
expressing/r
est rooms
e.g. Schuster
Building,
Michael
Smith
Building, St
Mary's
University
Hospital. An
audit of
these rooms

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

Measure

Record impact of fund on
promotion and retention of
returner

University AS
Lead, HR.

2020

Positive impact
on academic
career of
funding
recipients.

HR Retention
records
following
return from
Mat/Adopt/SP
Leave.
Promotion data
to be crossreferenced with
funding
recipients.

Use information in room audit
to assess whether all rooms
are suitable for users outside
of the School and for the
purposes of expressing.

Charter Marks
Co-ordinator,
Flexible
Working Group.
Estates

Already
underway,
due to
complete
summer
2018

Multiple rooms
around campus
identified and
modified for
use if needed.

Table created
on room
suitability and
availability and
advertised on
central Athena
SWAN
Webpages.

Create a map, identifying all
rooms which have suitable
facilities for
staff/students/visitors wanting
to breastfeed/express milk.
Highlight access issues e.g.
"only accessible during
manned reception times of
xxam-xxpm" along with key
contact details. All staff

School Athena
SWAN SATs.
University
Charter Marks
Coordinator

Created
2018,
Annual
review and
update.

School-level
Athena SWAN
teams promote
rooms on their
external facing
website and
highlight as
part of general
accessibility
information to

HR
correspondenc
e for returning
parents to
contain map.
Website ‘hits’
confirming staff
are aware of
where to find
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Ref.

Action

Issue identified

Existing
School/
Division/
Faculty level activity
has been
collected by
Charter
Marks
Coordinator.

Actions to address Issue

Lead
responsible

Timeline

returning from Maternity
leave to be provided with
expressing rooms map in
advance of their return, with
details of what is provided in
each room (e.g. fridge, power
supply etc.).

Each room to have link to
online feedback form for staff
to feed through compliments
or concerns - analysed for any
significant issues to provisions.
School level survey conducted
2019 onwards to ask
specifically on quality and
scope of provisions for
returning mothers

University
Athena SWAN
Coordinator.

Any gaps in provision in a
certain area will be flagged up
with building managers in
encompassing buildings to
arrange for extended coverage
of provisions.

University
Athena SWAN
Coordinator.
Estates.

Assess periods of use of each
room to establish whether

School Athena
SWAN Leads.

Every 6
months.
School-level
surveys from
2019
onwards.

Summer
annually, to
prepare for
each new
academic
year where
impact of
waiting
times would

What success
will look like

Measure

visitors.

information.

Feedback form
confirming
users were able
to find a room
within 5 mins
from their
work. Positive
responses in
School-level
Surveys on
support
offered on
return

Online
Feedback Form.

Staff reporting
that provisions
are sufficient
for needs.

Users’ feedback
form.

School-level
Athena SWAN
Forms.

Users asked to
record in/out
times.
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Doc.
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Action

Issue identified

Existing
School/
Division/
Faculty level activity

Actions to address Issue

Lead
responsible

spaces are sufficient and to
advertise 'quieter' times so
staff do not have to frequently
wait.

51

To explore
options for
recording
retention and
progression data
for staff returning
from extended
leave

Currently no record
exists

52

To develop
resources
promoting Shared
Parental Leave,
with practical
advice and
examples of how
to undertake this
leave.

Despite launch 3
years ago, most
partners are still
taking paternity
leave, rather than
shared parental
leave. Reasons for
this are unclear. It
may be a reporting
artefact as staff who
stop their
maternity/adoption

Research
conducted in
AMBS and
Lancaster
University
Managemen
t School in
collaboratio
n with
Working
Families and
the

Timeline

What success
will look like

Measure

be greater

ED&I Office to match annual
staff census records (in post
and leavers)with those who
have taken extended leave

ED&I Office

Beginning
July 2019 at
next staff
census

Creation of 3
years records
tracking
retention rates
of staff who
have taken
extended leave

Staff Census
data. Staff
extended leave
data

Work with existing 'Making
room for Dad' project leads, to
develop surveys to assess the
reasons for low SPL uptake in
academia. To develop further
case studies specific to
Manchester and/or academia.
HR Partners to promote these
resources to staff when they
request
maternity/paternity/adoption
leave

Charter Marks'
Coordinator,
Emma
Bannister,
Working
Families

Survey
Spring 2018.

Survey
provides
Manchesterspecific and
general
reasons why
staff are
reluctant to
take SPL.

Working
Families/
University of
Manchester
Survey.
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Action

Use real-life
examples from
HEIs (Academics,
Research Staff,
PSS) to encourage
uptake

Issue identified

leave so that their
partner (employed
elsewhere) can take
shared parental leave
over the remaining
period are only
captured as having
taken
maternity/adoption
leave

Research Staff need
more encouragement
to take SPL, since
extended leave
would have a bigger
impact on a finite
project than 2week
paternity leave.

Existing
School/
Division/
Faculty level activity
Fatherhood
Institute
('Making
room for
Dad' project)
has
reviewed
the uptake
of SPL and
produced
resources to
encourage
its use, but
largely in
nonacademic
settings.
Flexible
Working
Group in
early stages
of discussion

Actions to address Issue

Lead
responsible

Use resources from Working
Forward to promote benefits
of Shared Parental Leave, with
practical advice on how to
devise and manage leave
pattern

Charter Marks'
Coordinator,
Working
Forward,
Flexible
Working Group

2019

Practical advice
and links
advertised on
central
University
Athena SWAN
Webpages.

‘How to' guide produced as
part of 'Managers' Essentials'
to equip Line Managers with
practical advice on managing
and resourcing requests

Policy Manager

2018

Guide
produced

Website ‘hits’
recording that
guide is being
accessed.

Case studies collected from
Research Staff who have taken
SPL with examples of practical
arrangements to facilitate
project progression and
impact on work-life balance

Research Staff
Development
Working Group.
Research Staff
Reps.

2018 call for
experiences.
2019
collection
produced

Case studies
collected and
promoted in
online RS
Handbook.
Number of hits
demonstrating
information is
being accessed.
Number of
Research Staff
taking SPL,

Hits on RS
Handbook page
specifically on
SPL. Data on
number of
Research Staff
taking SPL

Timeline

What success
will look like

Measure

greater than
that taking
statutory
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Action

Issue identified

Existing
School/
Division/
Faculty level activity

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

Measure

paternity leave.

53

Explore creating a
framework for
raising awareness,
offering and
recording flexible
working.

Right to request
flexible working not
yet a day one right.

Feedback from staff
in Staff Network
Groups and Focus
Groups suggests that
there is confusion
about eligibility and
types of flexible
working patterns.

Informal flexible
working requests and
outcomes are not
recorded. Formal
requests are
recorded at local
level with no central
repository.

Flexible
working
policy has
been
reviewed by
Policy
Manager
with
consultation
from Flexible
Working
Group.
Practical
advice for
staff
provided by
Peer
Support
Group for
returners.

New flexible working guidance
is now on StaffNet, designed
to provide managers with
more resources in this space,
including greater promotion of
trials.

Policy Manager.
Flexible
Working Group

April 2018

USS responders
agreeing that
they are aware
of the
guidelines for
Flexible
Working & that
the
opportunity
exists for them
to do

USS
Responders.

Introduce the ‘happy to talk
flexible working’ strapline on
our external recruitment
pages

Policy Manager.
Flexible
Working Group.
Recruitment
Team

2018

Number of
staff reporting
working flexibly
(formally or
informally) to
increase.

USS/Schoollevel Athena
SWAN Surveys

‘How to’ guide as part of
‘Managers Essentials’ (see
later action) includes how to
manage requests for flexible
working and to encourage
staff to make formal requests

Policy Manager

2018

Majority Staff
reporting that
they have the
opportunity to
work flexibly in
USS 2019 –
reflected in
formal records.

Number of
‘hits’ on
webpages
relating to
guidance for
Managers.
Formal Flexible
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Ref.

Action

Issue identified

Existing
School/
Division/
Faculty level activity

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

Measure

working
records

54

Include examples
of the various
options of flexible
working through
staff case studies
in an HR
newsletter

Feedback from focus
groups and school
level surveys
demonstrates need
for clarity on who is
eligible and what
forms of flexible
working are available

-

Schools/Directorates to
maintain records of staff
making requests for flexible
working and outcomes. To be
forwarded to Faculty/PSS
ED&I committees to assess
any discrepancy in number of
applications made or outcome
in any area

HoS/HoD,
Faculty/PSS
ED&I
committtee

2019

Number of
formal
requests made
recorded.

Records
annually
submitted to
ED&I
committees,
meeting
minutes to
reflect that
records have
been received
and analysed.

‘How to’ guide as part of
‘Managers Essentials’ includes
examples of flexible working
and ‘champions’ whom staff
can contact for advice

Policy Manager

2018

Majority Staff
reporting in
USS 2019 that
they have the
opportunity to
work flexibly –
reflected in
formal records.

USS 2019
Number of
‘hits’ on
webpages
relating to
guidance for
Managers.
Formal Flexible
working
records
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Existing
School/
Division/
Faculty level activity

Timeline

What success
will look like

Issue identified

55

Design a Flexible
Working flyer to
be included in
caring leave and
induction HR
packs and on the
website

Feedback from focus
groups and school
level surveys
demonstrates need
for clarity on who is
eligible and what
forms of flexible
working are available

Flexible
working
policy has
been
updated by
Policy
Manager.
Practical
advice
provided by
Returners’
Peer
Support
Group.

Flexible working group to
produce flyer for staff. To be
reviewed by Peer Support
Network for suitability

Policy Manager
and Flexible
Working Group

2019

Improvement
in numbers of
Staff reporting
awareness of
flexible
working policy
and suitability
in School-level
AS surveys

School level AS
surveys

56

To gather
qualitative
information from
part time staff to
develop initiatives
to support their
career
development and
employment
satisfaction.

69% of part time staff
are women (30% of
women staff,
compared to 14% of
men). Barriers to
career progression
affecting part time
staff therefore will
disproportionately
impact on women

School level
AS Surveys
have data
relating to
the views of
PT staff

Recruit 'Part-time Staff Lead'
to University SAT to
specifically assess and address
issues concerning this cohort.

University
Charter Marks
Coordinator,
University AS
Chair

2018,
following
submission
as part of
SAT
membership
review

‘Part Time Staff
Lead’ recruited.

Lead recruited,
with clear remit
for role

Part-time Staff Lead' to
analyse existing information
from part time staff from
School-level Athena SWAN
Surveys. Use issues identified
to direct further questions and
conduct survey/focus group
discussions with part time
staff across University to
initially assess what barriers to

University
Athena SWAN
'Part time Staff
Lead'

Autumn
2018

Qualitative
information
gathered.
Actions
designed to
specifically
support PT
workers.

Identify issues
affecting part
time staff. Part
time staff
specific actions
created and
communicated
to Faculty and
PSS ED&I
committees

Survey of part
time staff
specifically on
their experience
and needs

Actions to address Issue

Lead
responsible

Action

Measure
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Doc.
Ref.

Action

Issue identified

Existing
School/
Division/
Faculty level activity

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

Measure

progression exist. What
support is in place (or lacking)
to facilitate their part time
working.

57

To review and
update guidance
and application
documents for
promotion/intern
al funding
applicants
acknowledging
non-traditional
working patterns
and explicitly
clarifying
flexibility in the
criteria to
acknowledge the
impact on
circumstances on
timescales of
progression and
research impact

Take part time
working as well as

Eligibility criteria are
currently vague and
process of reporting
varies across
Faculties. Whilst
application does
state that
exceptional/special
circumstances will be
taken into account,
the specific
circumstances
considered and the
adjustment needed
to the criteria is not
explicitly described
which could lead to
inconsistency in
practice. Staff who
have taken career
breaks or periods of
part time work report
being unsure
whether they are
eligible and/or at
which part of the
process their specific

Discussions
taking place
between
Faculty HR,
University
Athena
SWAN Chair
and the
University
Athena
SWAN
Coordinator
to
determine
what
changes are
needed.

Working group formed to
extend current conversation.
To review current practice and
guidelines for clarity of
language and opportunities
for applicants to highlight
periods of part time
working/extended leave/other
circumstances.

Research Staff
Development
(Fellowship
applications).
Faculty
Fellowship
committees.
School and
Faculty
Promotions
Committees

2018-2019.

Identify issues
with current
practice.
Identify any
good practice
(internal or
external) which
can be
employed
across the
University

Consistency in
paperwork as
confirmed by
focus group

Panel Chairs agree on
adjustments needed for
different circumstances;
adjustments to be made to
output expectations within
time-frames, with regards to
quantity not quality.
Consistent guidance detailing
which circumstances will be
considered /adjusted for in
the criteria and how.
Application templates
amended to include section
where details of special
circumstances can be outlined

Faculty
Fellowship
committees.
School and
Faculty
Promotions
Committees

Early 2019

Consistent and
transparent
guidance and
forms
developed for
use across the
University.

Paperwork
updated across
University.
Demographic
data on
applicants.

Increased
diversity of
promotion
applicants
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Ref.

Action

Issue identified

career breaks and
maternity/adopti
on/shared
parental leave
into account
when assessing
eligibility for
Fellowship
applications by
Internal
Fellowship
Committees and
promotion cases
by Promotions
Committees.

circumstances need
to be communicated.
Current Promotions
data does not record
contract hours of
applicants, making
analysis of success
rates difficult.

Existing
School/
Division/
Faculty level activity

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

Measure

without impacting on word
count of project proposal/case
for promotion.

Focus group of past and
potential applicants with a
range of different experiences
of leave or flexible working to
review new guidance and
forms for suitability and
fairness

University
Charter Marks
Coordinator

2019, after
proposed
amended
guidance
and forms
produced

Feedback will
confirm the
amended
paperwork
appropriate,
with clear and
fair criteria.

Feedback from
Focus Group
discussions

Clear eligibility criteria and
guidance provided to
assessment committees and
applicants to ensure
consistency in assessing
applications.

Fellowship and
Promotion
Committees.
Faculty ED&I
Committee

2020
promotions
round to use
new
template.
2020
Internal
Fellowship
rounds to
use new
template.

Increase in
number of and
success of
applications
from part-time
staff and those
who have
taken career
breaks.

Data on
application and
success
recorded by
gender/contrac
t hours/total
length of career
breaks taken
during eligibility
period

Request feedback and ensure
consistent accurate records of
success rates of applicants
with special circumstances are
taken. Feedback requested
from first year applicants to
assess how suitable the new
templates are for stating

School AS SATs.
University
Charter Marks
Coordinator to
collate
responses

Late 2020 -

Staff reporting
in surveys &
focus groups
that the
processes take
career breaks
and part time
working into

School-level AS
Surveys
conducted by
School SATs
and collated by
University
Charter Marks
Coordinator.
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Action

Issue identified

Existing
School/
Division/
Faculty level activity

Actions to address Issue

Lead
responsible

Timeline

cases, how transparent the
guidance is in terms of
explaining how and what
adjustments will be made,
how satisfied they are that
their personal circumstances
did not negatively impact on
the decision outcome.

58

Identify whether
there are any
reasons why
there is only 1F
Head of School in
FSE with the aim
of overcoming
any potential

There are limited
places available on
the Leadership
Foundation's annual
Aurora programme
(national womenonly leadership
development

SEED three
day 'Women
in
Leadership'
programme
in 2017

What success
will look like

Measure

account fairly
when decisions
are made on
funding /
promotions.

Feedback from
Focus Groups
facilitated by
University
Charter Marks
Coordinator/Fa
culty
Researcher and
Academic
Development

Following Fellowship and
Promotion Panels, feedback
also sought from panellists
and collated by Faculty ED&I
Committee to assess how the
changes have impacted on
decision making and
consistency on panellists'
decisions.

Fellowship and
Promotion
Committees.
Faculty ED&I
Chair

2020

Promotion
application/suc
cess records to
include details
of contract
hours to aid
independent
monitoring by
ED&I
Committees

Differences in
application
rates and
success rates of
applicants by
gender/contrac
t hours/total
length of career
breaks analysed
by ED&I
Committees for
disparity.

SEED to share training details
with Schools in FSE via AS
Network.

AS Network
Chair SEED
HoSA.

2018

FSE Schools
providing
specific
leadership
training
tailored to its
women
Academics.

Feedback on
usefulness
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Action

Issue identified

barriers and
encourage
women to take
positions of
leadership within
their school with
the aim of
increasing this
number to 2.

programme).

Existing
School/
Division/
Faculty level activity

Actions to address Issue

Women Professors Network to
offer mentoring/guidance by
existing female HoS’ on
overcoming barriers and
increasing profile-building.

Lead
responsible

Women
Professors’
Network Chair

Timeline

Early 2019

What success
will look like

Increase of
female HoS in
FSE to 2 by
2020 (in line
with
proportion of
female
professors)

Measure

FSE Promotions
data.
Senior
Leadership data

Impact on
increasing
promotion
applications/ap
plications to
leadership
roles or senior
positions.
59

Ensure the
effective
mechanisms we
have put in place
in relation to
mentoring,
training,
networking,
promotion and
leadership
opportunities
further drive the
closing of the

Significant
investment in
training for Senior
Leadership roles, but
these are not tracked
for impact

-

Using training catalogue data
to track attendees through
promotion data and changes
in senior leadership.

Review of impact of various
training/mentoring schemes
to determine which are most
effective and which need
adapting.

Staff learning
and
Development,
ED&I Office,
Faculty ED&I
Committees.

Start of new
training
programme
year in 2018

Positive
correlation
between
leadership
training and
mentoring
schemes and
promotion
success. Data
used to
encourage
more minority
groups to

Training
records, annual
promotion data
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Action

Issue identified

Existing
School/
Division/
Faculty level activity

Actions to address Issue

Lead
responsible

Timeline

gender gap in the
Senior
Management
roles

What success
will look like

Measure

engage.

60

To continue to
capture and
monitor the
gender, BAME
and also career
stage/level of
staff on Senior
Management
committees

Record keeping
needs to be
maintained

-

Ensure that ED&I Office
receive annual updates on
staff in senior leadership roles
with related equalities data so
that changes in the
demographic can be tracked
over time.

ED&I Office

Late 2018
and annually
thereafter

Clear tracking
of changes in
senior
leadership
roles. Positive
changes with
respect to
diversity.

Committee
membership
records.

61

To increase the
number of BAME
staff on Senior
Management
committees

Currently low
numbers of BAME
staff on Senior
Management
committees

-

Tracking of data (previous
action) identify where
representation is low. Work
with Faculty/PSS ED&I
Committees to explore
reasons for imbalance where
observed. Consider facilitating
junior staff to step up to roles
via shadowing to gain
experience of Senior
Management committees, to
encourage development.

Faculty/PSS
ED&I
Committees

Alongside
action above

Positive
increase of
BAME staff on
Senior
Management
Committees
(2017: 8.9%
BAME; target
12%).

Committee
membership
records.
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Existing
School/
Division/
Faculty level activity

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

Action

Issue identified

Measure

62

To continue to
capture and
monitor the
gender, BAME
and also career
stage/level of
staff on influential
institutional
committees

Record keeping
needs to be
maintained

-

Ensure that ED&I Office
receive annual updates on
influential committees with
related equalities data so that
changes in the demographic
can be tracked over time.

ED&I Office

Late 2018
and annually
thereafter

Clear tracking
of changes on
influential
institutional
committees.
Positive
changes with
respect to
diversity.

Committee
membership
records.

63

Review and
ensure all key
roles within
University, Faculty
and School are
allocated a
specific allocation
and included
within the
Contribution
Framework
Agreement.

No central record
keeping of what
allocation is provided
to staff conducting
certain roles.

-

Faculty & PSS ED&I
Committees to raise issue and
work with committee leads to
ensure consistent workload
allocation for similar roles
across the University.

ED&I
committees

Start 2019

Consistent
application of
allocation for
key roles
across different
faculties and
directorates

Data on
allocation for
roles
maintained by
ED&I
committees.

64

Survey the use of
workload models
across the
University

Incomplete picture of
where and how
workload models are
being used

-

University SAT Academic and
Researcher Leads to work with
School SATS to gain an
appreciation of workload
model use and staff
perceptions of the need to
introduce these models

University AS
SAT and School
SAT Leads

Immediately

University-wide
awareness of
workload
models and
indication of
staff interest

Data on
workload
model
implementation
and need

153

Doc.
Ref.

Action

Issue identified

65

Compile a
meetings
guidance
document for
senior staff and
line managers

No clear guidance on
organisation of
meetings to ensure
inclusivity

66

Develop Women;
Definition of
Success Booklet

Successes of Women
not widely shared
outside of local area.

Existing
School/
Division/
Faculty level activity

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

Measure

-

Share best practice with our
fellow HEI and seek advice

University AS
SAT, HR Services

Summer
2019

University-wide
awareness of
how to ensure
maximum
inclusivity in
meetings

Clear guidance
available on
intranet
regarding
scheduling of
meetings

-

Build on case studies received
for webpage, to create
booklet featuring our female
role models at all grades and
areas.

University
Charter Marks
Coordinator

Summer
2019

School level
survey data
confirms that
majority
responders
agree that
there is
visibility of
female role
models.

School-level
surveys

SR Governance
Group - led by
Vice President
for SR Prof
James
Thompson

By 2019

Equality of
opportunity for
all staff and
students to be
fully supported
and recognised
for SR
involvement

Engage award
and network of
engagement
champions EDI
data for
staff/student
involvement
reported on
annually

Booklet created and available
online and in print in visitor
spaces.
67

Development of a
system to capture
SR activity
including EDI data
for staff/student
involvement. The
establishment of
a network of
engagement
champions by
2019 Achieve an

Robust evaluation of
SR activity to ensure
equity of opportunity
and reward Require
improvement in data
capture and
evaluation of impact

Significant
SR activity
across the
University.

Development of a system to
capture SR activity including
EDI data for staff/student
involvement.

We conduct
annual
reports and
commission
independent
reviews

The establishment of a
network of engagement
champions by 2019 Achieve an
Engage Watermark Silver
Award by 2019
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Doc.
Ref.

Action

Issue identified

Existing
School/
Division/
Faculty level activity

Actions to address Issue

Lead
responsible

Timeline

What success
will look like

Measure

Engage
Watermark Silver
Award by 2019

68

Expand the role of
social
responsibility in
promotion criteria
by 2019

Contribution of
Teaching and
Research excellence
is widely known
amongst promotion
applicants

-

To communicate, as part of
Promotion Workshops and
guidance, how SR work is
accounted for in promotion
cases

School/Faculty
Promotions
Committees

2019

Cases for
promotion with
significant SR
activities
evidenced

Promotion data

69

To continue to
provide support
to the University’s
Trans community
and ensure they
are included in all
aspects of
gender-related
actions.

Trans community
voice not currently
represented in
University SAT
leading to potential
skewed actions
towards staff and
students focussing on
those presenting
binary genders

Trans
awareness
training
offered
across
University.

To engage someone from
ALLOUT or the ALLOUT allies
to the SAT

University
Charter Marks
Coordinator.
University AS
Lead

2018 to
recruit SAT
member.

Visibility of
inclusion across
genderequality work

Stonewall
Employer Index

Staff surveys
To continue with the Trans
awareness training past this
years’ funding programme

Staff Learning
and
Development

Training to
continue
past 2019

Training
records

To make links with the
Proud2be Parents group (an
all-inclusive service for LGBT
parents and their children in
Manchester).

University
Charter Marks
Coordinator

Work with
Proud2be
Parents to
be arranged
2019

Feedback from
Staff Network
Group

155

Doc.
Ref.

70

Action

Issue identified

Monitor
outcomes from
employment
lifecycle project

Need for joined up
service provision

Existing
School/
Division/
Faculty level activity
Project
currently
underway

Actions to address Issue

To offer a simple, joined up
provision of services through
an employee’s lifecycle. From
recruitment, training, health
and wellbeing and leaving the
organisation.

Lead
responsible

Employment
Lifecycle Project
Team. HR

Timeline

Started 2018

What success
will look like

Improved
services as
confirmed by
responses in
USS 2019 and
2021

Measure

USS 2019/2021
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