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Name of institution 'H�0RQWIRUW�8QLYHUVLW\�

Date of application $SULO�0D\������

Award Level Bronze 

Date joined Athena SWAN 





4  

LTHE  Higher Education 

POD  People and Organisational Development (Directorate) 

RIA  Research Innovation Award 

REC  Race Equality Charter 

RBI  Research, Business and Innovation (Directorate) 

SAP  Payroll/HR system 

SAT  Self‐Assessment Team 

STEM  Science, Technology, Engineering, Maths and Medicine 

UG  Undergraduate Student 
�

About the data: 
 

'DWD�LV�SUHVHQWHG�LQ�+HDGFRXQW��XQOHVV�LQGLFDWHG�RWKHUZLVH��6XEVWDQWLYH�GDWD�





�ò����

�S�U�R�I�H�V�V�L�R�Q�D�O���V�H�U�Y�L�F�H�V���I�X�Q�F�W�L�R�Q�V���Z�L�O�O���D�G�R�S�W���D���V�L�P�L�O�D�U���D�S�S�U�R�D�F�K���L�Q���U�H�J�D�U�G���W�R���D�Q�Q�X�D�O��
�S�D�\���S�U�R�J�U�H�V�V�L�R�Q����

��
�2�X�U���D�F�W�L�R�Q���S�O�D�Q���L�V���D�P�E�L�W�L�R�X�V�����D�Q�G���W�K�H���(�[�H�F�X�W�L�Y�H���%�R�D�U�G���Z�L�O�O���H�Q�V�X�U�H���W�K�D�W���U�H�V�R�X�U�F�H�V��
�D�U�H���L�Q���S�O�D�F�H���W�R���G�H�O�L�Y�H�U�����2�X�U���S�O�D�Q�V���L�Q�F�O�X�G�H���W�D�U�J�H�W�V���I�R�U���G�H�S�D�U�W�P�H�Q�W�D�O���$�W�K�H�Q�D���6�:�$�1��
�D�Z�D�U�G�V�����D�Q�G���,���D�P���F�R�P�P�L�W�W�H�G���W�R���P�D�N�L�Q�J���W�K�H���U�H�V�R�X�U�F�H�V���D�Y�D�L�O�D�E�O�H���W�R���6�F�K�R�R�O�V���I�R�U��
�W�K�L�V���Z�R�U�N����

��
�,���E�H�O�L�H�Y�H���W�K�L�V���V�X�E�P�L�V�V�L�R�Q���H�Y�L�G�H�Q�F�H�V���'�0�8�¶�V���V�W�U�R�Q�J���D�Q�G���D�E�L�G�L�Q�J���F�R�P�P�L�W�P�H�Q�W���W�R��
�J�H�Q�G�H�U���H�T�X�D�O�L�W�\�����$�V���9�L�F�H���&�K�D�Q�F�H�O�O�R�U�����,���F�H�U�W�L�I�\���W�K�D�W���W�K�H���L�Q�I�R�U�P�D�W�L�R�Q���S�U�H�V�H�Q�W�H�G���L�Q��
�W�K�H���D�S�S�O�L�F�D�W�L�R�Q�����L�Q�F�O�X�G�L�Q�J���T�X�D�O�L�W�D�W�L�Y�H���D�Q�G���T�X�D�Q�W�L�W�D�W�L�Y�H���G�D�W�D�����L�V���D�Q���K�R�Q�H�V�W�����D�F�F�X�U�D�W�H��
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2. DESCRIPTION OF THE INSTITUTION 
 
+LJK� TXDOLW\�� UHVHDUFK� LQIRUPHG� WHDFKLQJ�� DFURVV� D� IXOO� UDQJH� RI� GLVFLSOLQHV� LV�
'08¶V�SULPDU\�IRFXV�DQG�ZH�ZHUH�UHFHQWO\�DZDUGHG�7()�*ROG��

�
'08� KDV� EHHQ� DQ� $WKHQD� 6:$1� PHPEHU� VLQFH� ������ :H� JDLQHG� D� %URQ]H�
LQVWLWXWLRQDO�DZDUG�LQ�������7KH����$WKHQD�6:$1�SULQFLSOHV�DUH�UHIOHFWHG�LQ�RXU�
VWUDWHJLF�SODQ�DQG�RXU�GLYHUVLW\�FKDUWHU��'08IUHHGRP��

�
:RUN�WR�HPEHG�GLYHUVLW\�DQG� LQFOXVLRQ� LV�FDUULHG�RXW�ZLWKLQ�RXU�IRXU�IDFXOWLHV�E\�
ORFDO� GLYHUVLW\� DQG� LQFOXVLRQ� FRPPLWWHHV�� ZKR� KDYH� DOVR� FRQWULEXWHG� WR� WKH�
GHYHORSPHQW�RI�WKLV�VXEPLVVLRQ�DQG�DVVRFLDWHG�DFWLRQV��

�
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STUDENTS AT DMU 
 

Table 1: DMU Student Population by Faculty 2016/17 
 
 
  

Male 
 

Female 
 

Female% 
 

Total 
 
DMU 

 
10183 

 
13018 

 
56% 

 
23201 

 

Arts, Design and Humanities 
 

1080 
 

2511 
 

70% 
 

3591 
 

Business and Law 
 

3707 
 

3356 
 

48% 
 

7063 
 
Health and Life Sciences 
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Table 2: Female student representation across JACS subject area 
 
 

Table 2: Student representation across JACS subject area 

 2014/15  2015/16  2016/17 

JACS subject area  DMU  Sector  DMU 
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3. THE SELF-ASSESSMENT PROCESS 
 

(i) A description of the self-assessment team 
 

7KH�6$7� LV�FKDLUHG�E\�5('$&7('�� ,W� UHSRUWV�GLUHFWO\� WR�(TXDOLW\�DQG�'LYHUVLW\�
&RPPLWWHH�� FKDLUHG� E\� 5('$&7('�� %RWK� DUH� PHPEHUV� RI� ([HFXWLYH� %RDUG��
'08¶V�KLJKHVW�OHDGHUVKLS�DQG�UHVRXUFLQJ�FRPPLWWHH��$FFRUGLQJO\��$WKHQD�6:$1�
FRQVLGHUDWLRQV�KDYH�D�ILUVW�OLQH�UHSRUWLQJ�PHFKDQLVP�IRU�KLJK�OHYHO�FRQVLGHUDWLRQ��

�
7KH� 6$7� PHPEHUVKLS� KDV� EHHQ� FRQILJXUHG� WR� HQVXUH� UHSUHVHQWDWLRQ� IURP�
LQIOXHQWLDO� SHRSOH� DFURVV� NH\� DUHDV� RI� WKH� XQLYHUVLW\�� 0HPEHUVKLS� LQFOXGHV�
UHSUHVHQWDWLRQ�RI�VWDII�DW�GLIIHUHQW�OHYHOV�DQG�IURP�GLIIHUHQW�SDUWV�RI�WKH�XQLYHUVLW\��
DQG�FROOHDJXHV�WKDW�FDQ�HQDEOH�HIIHFWLYH�H[DPLQDWLRQ�RI�GDWD��

�
6WDII�ZLWK�D�SURIHVVLRQDO�UROH�RQ�WKH�6$7�ZHUH�DSSRLQWHG�E\�WKH�&KDLU��$Q�LQYLWDWLRQ�
IRU�YROXQWHHUV�ZKR�EURXJKW�SHUVRQDO�H[SHULHQFHV��ZDV�VHQW�DV�SDUW�RI� WKH������
VWDII�VXUYH\��6XE�JURXSV�RI�WKH�6$7�KDYH�PHW�WR�GLVFXVV�VSHFLILF�DUHDV��H�J��5()���

�
7KH�6$7�GRHV�QRW�FXUUHQWO\�KDYH�WKH�GHVLUHG�OHYHO�RI�UHSUHVHQWDWLRQ�RI�PHQ��%$0(�
DQG�HDUO\�FDUHHU�VWDII��DQG�WKHUH�LV�QR�GLUHFW�VWXGHQW�UHSUHVHQWDWLRQ��:H�DUH�DOVR�
FRQVFLRXV�WKDW�ZH�QHHG�WR�DYRLG�PHPEHU�IDWLJXH�DQG�SODQ�IRU�UHSODFLQJ�PHPEHUV��

�
Action 3.1: Diversify membership of SAT by October 2018 to provide a 
greater gender and BAME balance, a greater mix of roles and student 
representation. Implement mechanism for rotation and succession planning 
of membership. 

 
Table 5:  Current Athena SWAN Self-Assessment Team 

 
6$7�7$%/(�5('$&7('�

 

(ii) An account of the self‐assessment process 
 

7KH�XQLYHUVLW\¶V�6$7�ZDV�HVWDEOLVKHG�LQ�������DQG�KDV�PHW�UHJXODUO\�VLQFH��7KH�
GHYHORSPHQW�RI�RXU�QHZ�VXEPLVVLRQ�EHJDQ�LQ�1RYHPEHU������DQG�WKH�6$7�KDV�
PHW�TXDUWHUO\�VLQFH�WKHQ�WR�H[DPLQH�HYLGHQFH��GLVFXVV�WKH�LVVXHV�EHKLQG�WKH�GDWD�
DQG�GHYLVH�SRWHQWLDO�DFWLRQV��

�
7KH� DFWLRQ� SODQ� ZDV� FRQVXOWHG� XSRQ� ZLWK� WKH� ZRPHQ¶V� SURIHVVRULDO� QHWZRUNV��
IDFXOW\� DQG� XQLYHUVLW\� HTXDOLW\� DQG� GLYHUVLW\� FRPPLWWHHV� DQG� WKHQ� DSSURYHG� E\�
([HFXWLYH�%RDUG��

�
.H\�WDVNV�XQGHUWDNHQ�DW�WKH�PHHWLQJV�LQFOXGH��

�
x� 5HYLHZ�DQG�UH�VWUXFWXUH�RI�6$7�PHPEHUVKLS��DQG�UHYLHZ�RI�WHUPV�RI�

UHIHUHQFH�
�

x� 5HYLHZ�RI�IHHGEDFN�RQ�XQVXFFHVVIXO�UHQHZDO�DSSOLFDWLRQ�DQG�DJUHHPHQW�
RQ�H[SDQVLRQ�RI�PHPEHUVKLS�WR�DGGUHVV�JDSV�

�
x� 60$57�DFWLRQ�SODQQLQJ�WUDLQLQJ�IRU�DOO�6$7�PHPEHUV�

�
x� 5HYLHZ�DQG�GLVFXVVLRQ�RI�XSGDWHG�SURILOH��UHVHDUFK�DOORFDWLRQ��DSSOLFDWLRQV�

DQG�SURPRWLRQV�GDWD�
�

x� 5HYLHZ�DQG�FRQVLGHUDWLRQ�RI�H[LVWLQJ�DFWLRQ�SODQ��DQG�FRQVLGHUDWLRQ�RI�
DGGLWLRQDO�DFWLYLW\�GHOLYHUHG��GHYHORSHG�DQG�SODQQHG�
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x� &RQVLGHUDWLRQ�RI�HQYLURQPHQW�DQG�FXOWXUDO�IDFWRUV�DW�'08��DQG�KRZ�
SUDFWLFH���OLYHG�H[SHULHQFH�GLIIHUV�IURP�SROLF\�

�
x� 'HYHORSPHQW�DQG�DJUHHPHQW�RI�QHZ�RU�UHYLVHG�DFWLRQV�LQ�OLJKW�RI�GDWD��

VXUYH\��DQG�6$7�GLVFXVVLRQV�
�
x� 3ODQQLQJ�DQG�SURPRWLRQ�RI�,QWHUQDWLRQDO�:RPHQ¶V�'D\�DQG�8QLYHUVDO�

6XIIUDJH�&HQWHQDU\�FHOHEUDWLRQV�
�
x� 5HYLHZLQJ�DQG�GLVFXVVLQJ�IHHGEDFN�UHFHLYHG�RQ�GUDIWV�

�
x� 3ODQQLQJ�IRU�DQ�LQVWLWXWLRQDO�DSSURDFK�WR�VXSSRUW�GHSDUWPHQWDO�DSSOLFDWLRQV��

�
Consultation 

 
,Q�������ZH�UDQ�DQ�DOO�VWDII�VDWLVIDFWLRQ�VXUYH\��7KH�LVVXHV�UDLVHG�LQ�WKDW�ZHUH�
IXUWKHU�H[SORUHG�LQ�DQ�$WKHQD�6:$1�VSHFLILF�VXUYH\�LQ�HDUO\�������7KHUH�ZHUH�
����UHVSRQGHQWV������ZRPHQ������DFDGHPLF�VWDII���)LQGLQJV�DUH�HPEHGGHG�
WKURXJKRXW�WKH�VXEPLVVLRQ��

�
)RFXV�JURXSV�ZHUH�KHOG�ZLWK�VXE�JURXSV�RI�WKH�6$7��LQFOXGLQJ�UHVHDUFKHUV��
IDFXOW\�RSHUDWLRQV��DFDGHPLF�DQG�SURIHVVLRQDO�VXSSRUW�VWDII��

�
,Q�DGGLWLRQ��UHVHDUFK�FRQGXFWHG�ZLWK�QHZ�UHFUXLWV�LQ�'HFHPEHU������RQ�µ6WDII�
$WWUDFWLRQ��5HFUXLWPHQW�DQG�5HWHQWLRQ¶�KDYH�EHHQ�LQFOXGHG�ZKHUH�UHOHYDQW��7KH�
RQOLQH�VXUYH\�RI�����QHZ�UHFUXLWV�LQFOXGHG�����$FDGHPLFV������3URIHVVLRQDO�
VHUYLFHV�DQG����6HQLRU�VWDII��

�
7KH� DSSOLFDWLRQ� ZDV� H[WHUQDOO\� UHYLHZHG� E\� WKH� 8QLYHUVLW\� RI� /HLFHVWHU�� 2[IRUG�
%URRNHV��6ZDQVHD�DQG�5HDGLQJ�8QLYHUVLWLHV�SURYLGHG�JXLGDQFH�ZKHQ��GHYHORSLQJ�
WKH�DSSOLFDWLRQ��

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

 
7KH�6$7�ZLOO�FRQWLQXH�WR�PHHW�TXDUWHUO\��7KH�DJUHHG�DQQXDO�F\FOH�RI�EXVLQHVV�
LQFOXGHV��

�
x� 0RQLWRULQJ� WKH� DFWLRQ� SODQ� ZLWK� D� IRUPDO� DQQXDO� UHYLHZ� DQG� VLJQ� RII� RI�

FRPSOHWHG� DFWLRQV�� FRQVLGHULQJ� XSGDWHG� GDWDVHWV� DQG� UHSRUWV� DV� QHZ�
LQIRUPDWLRQ�EHFRPHV�DYDLODEOH�

�
x� 5HYLHZ�RI�PHPEHUVKLS�DQG�VXFFHVVLRQ�SODQQLQJ�

�
x� &RPPXQLFDWLRQ�DQG�SURPRWLRQ�RI�$WKHQD�6:$1�LQLWLDWLYHV�DQG���RU�ZRUN�

DQG�SODQQLQJ�$WKHQD�6:$1�HYHQWV�DQG�OHFWXUHV�
�
x� )RUPDO�UHSRUWLQJ�WR�('&�DQG�(%�([HFXWLYH�%RDUG��

�
)XUWKHU��WKH�6$7�PHPEHUV�ZLOO��

�
x� &RQWLQXH�WR�SURYLGH�D�FRQGXLW�IRU�IDFXOWLHV�DQG�SURIHVVLRQDO�GLUHFWRUDWHV�WR�

EH�IXOO\�HQJDJHG�LQ�WKH�SODQQLQJ��SUHSDUDWLRQ��DQG�GHOLYHU\�RI�WKH�DFWLRQV�
�
x� 6XSSRUW�GHSDUWPHQWV�DQG�GLUHFWRUDWHV�LQ�JDLQLQJ�DQG�DQDO\VLQJ�GDWD�

�
x� $FW�DV�FKDPSLRQV�RI�$WKHQD�6:$1�DFURVV�WKH�XQLYHUVLW\�
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x� 6XSSRUW�WKH�GHYHORSPHQW�RI�FRPPXQLFDWLRQV��DZDUHQHVV�RI�'08¶V�JHQGHU�
HTXDOLW\�ZRUN�DQG�HYHQWV�SURJUDPPH��

�
7R�DVVLVW�WKH�6$7�LQ�LWV�ZRUN�ZH�ZLOO��

�
Action 3.2: Further develop and enhance Athena SWAN communications, 
including launching a specific webpage; a video per year on the work 
underway, profile 5 role models and hold a minimum of 2 events a year, 
including an Athena SWAN week (see also 5.6 - Organisation and Culture) 

 
Action 3.3: Undertake comprehensive consultation (including focus 
groups) and further research to better understand issues raised in the 
Athena SWAN 2018 survey. Survey considering issues identified through 
Athena SWAN work to be conducted every two years. 

 
Action 3.4: Design and deliver Athena SWAN workshops aimed at 
supporting different Athena SWAN milestones, e.g. Getting Started with 
Athena SWAN, SMART action planning, to at least 75% of departments by 
May 2021. 

 
Action 3.5: Develop annual diversity reports for consideration by EDC to 
include all areas examined under Athena SWAN, and provide Faculties and 
Schools with reports to consider their own data locally. 
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Chart 7: STEM female staff as a proportion of role Male / Female within roles 
2014/15 – 2016/17 

:RPHQ�DUH�UHSUHVHQWHG�LQ�VOLJKWO\�JUHDWHU�SURSRUWLRQV�LQ�$+66%/�WKDQ�67(0���,Q�
ERWK�$+66%/�DQG�67(0��UHSUHVHQWDWLRQ�GURSV�RII�DERYH�Senior Lecturer /HYHO��
7KLV� KLJKOLJKWV� WKH� QHHG� WR� FRQWLQXH� H[LVWLQJ� ZRUN� XQGHUZD\� WR� LPSURYH� WKH�
SURJUHVVLRQ�RI�ZRPHQ�IURP�PRUH�MXQLRU�WR�VHQLRU�SRVWV�DFURVV�DOO�GLVFLSOLQHV��

�
:H�ZLOO�H[WHQG�ZRUN�FXUUHQWO\�EHLQJ�XQGHUWDNHQ�LQ�%$/�WR�XQGHUVWDQG�WKH�OHQJWK�
RI� WLPH� WDNHQ� IRU� FXUUHQW� Readers DQG� Professors WR� UHDFK� WKHLU� SRVLWLRQV� DQG�
LQYHVWLJDWH� ZKHWKHU� WKHUH� DUH� JHQGHUHG� SDWWHUQV�� :H� ZLOO� IXUWKHU� FRQVLGHU� WKH�
MRXUQH\�RI�Senior Lecturer LQWR�WKH�QHZ�Associate Professor UROHV��

�
Action 4.1: Examine career pathways and length taken for existing 
Professorial and Senior Staff to reach their current level to better understand 
journeys and effective interventions. 
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Part-Time and Full-Time 
 

$FDGHPLF�VWDII�DW�'08�DUH�RQO\�UHTXLUHG�WR�KDYH�D�SUHVHQFH�RQ�FDPSXV�IRU�
WHDFKLQJ�DQG�PHHWLQJV��7KLV�HQDEOHV�VWDII�WR�KDYH�IOH[LELOLW\�EH\RQG�UHGXFLQJ�
WKHLU�ZRUNLQJ�KRXUV��

�
:RPHQ�DUH�PRUH�OLNHO\�WR�EH�SDUW�WLPH�WKDQ�PHQ�ZLWK�����RI�IHPDOH�DFDGHPLF�
VWDII�SDUW�WLPH��FRPSDUHG�WR�����RI�PDOH�DFDGHPLF�VWDII��

�
Chart 8: Academic staff by part-time & full-time, 2014/15 – 2016/17 
(excluding HPLs) 
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Table 12: Academic staff by Part-time/Full-time & role/grade (excluding 
HPLs) 
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$V�RXWOLQHG�LQ�VHFWLRQ���ZH�ZLOO�DOVR�FKDQJH�RXU�SURFHVVHV�WR�IRUPDOO\�VXSSRUW�VWDII�
WKDW�KDYH�UHGXFHG�WKHLU�KRXUV�RQ�DFFRXQW�RI�FDULQJ�UHVSRQVLELOLWLHV�WR�PRYH�EDFN�
WR�WKHLU�RULJLQDO�KRXUV��

�
Action 5.5.3: Amend process for requests to return to original contract hours 
to take account of reasons for the original reduction. Investigate and agree 
protection that can be afforded to guarantee re-instatement of original 
contract hours. 
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(ii) Academic and research staff on fixed-term, open-ended/permanent 
and zero-hour contracts by gender 

 
Fixed-Term and Opened Ended/Permanent Staff 

 

7DEOH����VKRZV�WKDW�RYHU�WLPH�WKH�SURSRUWLRQ�RI�DFDGHPLF�IHPDOH�VWDII�RQ�RSHQ��
HQGHG�SHUPDQHQW�FRQWUDFWV�KDV�VWHDGLO\�LQFUHDVHG��IURP�����LQ���������WR�����
LQ����������0DOH�DFDGHPLF�VWDII�RQ�RSHQ�HQGHG�SHUPDQHQW�FRQWUDFWV�KDV�
LQFUHDVHG�IURP�����WR������

�
,Q�$+66%/�PRUH�DFDGHPLF�PDOH�VWDII�������KDYH�RSHQ�HQGHG�SHUPDQHQW�
FRQWUDFWV�FRPSDUHG�WR�IHPDOH�VWDII��������,Q�67(0��LQ�FRQWUDVW������RI�
DFDGHPLF�PDOH�VWDII�KDYH�RSHQ�HQGHG�SHUPDQHQW�FRQWUDFWV�FRPSDUHG�WR�����RI�
IHPDOH�VWDII��([DPLQDWLRQ�RI�WKH�GDWD�RYHU�WLPH�VXJJHVWV�WKDW�WKHUH�LV�QR�
V\VWHPDWLF�JHQGHU�ELDV�R
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7KHUH�DUH�PRUH�PDOH�HPLs DFURVV�'08�FRPSDUHG�ZLWK�IHPDOH�VWDII������YV��
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Table 16.2: Staff leavers by grade and gender (2012/13‐2016/17) 
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(v) Equal pay audits/reviews 
 

7KH�ODVW�HTXDO�SD\�DXGLW�ZDV�FDUULHG�RXW�LQ������DQG�QR�VLJQLILFDQW�JDSV��OHVV�WKDQ�
��������ZLWKLQ�JUDGHV�ZHUH�LGHQWLILHG��$FWLRQV�WR�VKRUWHQ�WKH�OHQJWK�RI�SD\�JUDGHV�
KDYH�EHHQ�FRPSOHWHG��7KH�*HQGHU�3D\�*DS�UHSRUW�RI�µVQDSVKRW¶�GDWH�RI����0DUFK�
������VKRZHG�WKDW�DFURVV�DOO�VWDII��'08�KDV�D�PHDQ�JHQGHU�SD\�JDS��RI������

�
Table 17: Distribution of staff by gender and earnings quartile: 

 
 
 Male Female 

Upper quartile ���� ����

Upper middle quartile ���� ����

Lower middle quartile ���� ����

Lower quartile ���� ����
 

7KLV� LV� ODUJHO\�GXH�WR� µYHUWLFDO�VHJUHJDWLRQ¶�±L�H�� ODUJH�QXPEHUV�RI�ZRPHQ�LQ�WKH�
ORZHU�SD\�JUDGHV�DQG�PRUH�PHQ�LQ�XSSHU�SD\�JUDGHV��7KH�SULRULW\�DUHDV�WR�DGGUHVV�
WKH�SD\�JDS�DW�'08�DUH�LQFUHDVLQJ�WKH�QXPEHU�RI�ZRPHQ�LQ�PRUH��VHQLRU�DFDGHPLF�
UROHV�DQG�ZRPHQ�LQ�PDQDJHULDO�UROHV�ZLWKLQ�WKH�GLUHFWRUDWHV��7KH�DFWLRQV�VHW�RXW�
WKURXJKRXW�WKLV�DSSOLFDWLRQ�ZLOO�DOO�VXSSRUW�WKLV�DLP��EXW�LQ�VXPPDU\�IDOO�XQGHU�WKH�
WKUHH�PDLQ�VWUDWHJLF�SURJUDPPHV��

�
Action 2.2: Implement and embed 'Resourcing for Success’ Workforce 
Planning strategy. Conduct impact assessments after 6 and 18 months on 
the equitable application of the Recruitment and Attraction Strategies and 
process review, Talent Management and Career Progression work. 

 
Action 5.3.3: Implement and embed 'Developing for Success' which includes 
strands on Leadership and Management Development, Performance and 
Development Excellence, New Staff Experience, Personal Effectiveness 



34  

5. SUPPORTING AND ADVANCING WOMEN’S CAREERS 

 
5.1.   Key career transition points: academic staff 

 
$W�'08��DOO�DFDGHPLF�VWDII�DUH�HPSOR\HG�RQ�WHDFKLQJ�DQG�UHVHDUFK�FRQWUDFWV��ZLWK�
WKH�H[FHSWLRQ�RI�5HVHDUFK�$VVLVWDQW� �UHVHDUFK�RQO\��DQG�+3/V� �WHDFKLQJ�RQO\���
'08�KDV�UHYLVHG�LWV�FDUHHU�SDWKZD\V�WR�HQVXUH�LW�UHFRJQLVHV�UHVHDUFK��WHDFKLQJ�
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(iii) Promotion 
 
DMU Career Pathway Structure 

 

 
 





42  

Table 21: Professorial Promotions 
 
 
TABLE 23 REDACTED
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2YHUDOO��PRUH�PDOH�VWDII�DSSOLHG�IRU�SURIHVVRULDO�SURPRWLRQV��KRZHYHU��ZRPHQ�DUH�
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,Q�ERWK�5$(������DQG�5()�������LQ�HYHU\�IDFXOW\�VPDOOHU�SURSRUWLRQV�RI�HOLJLEOH�
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Table 29: Outcomes of mock REF 2021 
 
 
  

 
Female 

 
 

Male 
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x� 'LYHUVLW\�RI�PRGHUDWLRQ�SDQHOV�ZLOO�EH�VRXJKW�IRU�IXWXUH�DVVHVVPHQWV��DQG�
DOO�SDQHO�PHPEHUV�ZLOO�KDYH�XQGHUWDNHQ�XQFRQVFLRXV�ELDV�WUDLQLQJ��

�
Action 5.1.iv.2: Diversity of moderation panels will be sought and 
appointed for future assessments and all panel members will have 
undertaken unconscious bias training. Make completion of training a 
mandatory requirement and monitor for 100% compliance. 

 
IIRP and RIA 

 
$�NH\�YHKLFOH�IRU�VWDII�DW�'08�WR�EXLOG�WKHLU�UHVHDUFK�SRUWIROLR�ZKLFK�ZLOO�VXSSRUW�
5()� ����� LV� WKH� DZDUG� RI� ,QGLYLGXDO� 5HVHDUFK� 3ODQV� �,,53��� �UHSODFHG� ZLWK�
5HVHDUFK� ,QQRYDWLRQ� $ZDUGV� LQ� ��������� ,,53V� ZHUH� LQWURGXFHG� LQ� ����� DQG�
HQDEOH� DFDGHPLF� VWDII� WR� DSSO\� IRU� SURWHFWHG� UHVHDUFK� WLPH� �DGGLWLRQDO� WR� WKHLU�
VWDQGDUG�FRQWUDFW�DOORFDWLRQ���

�
Table 30: Applications as of a total of the pool 

 
 
  

2015‐2016 
 
2016‐2017 

 
2017‐18 

 
Faculty 

 
F 

 
M 

 
F 

 
M 

 
F 

 
M 

 
ADH 

 
38 (40%) 

 
41 (50%) 

 
54 (59%) 

 
38 (43%) 

 
48 (50%) 

 
41 (45%) 

 
BAL 

 
42 (49%) 

 
59 (56%) 

 
24 (39%) 

 
26 (35%) 

 
26 (40%) 

 
40 (49%) 

 
HLS 

 
72 (36%) 

 
47 (41%) 

 
58 (35%) 

 
43 (43%) 

 
57 (33%) 

 
41 (39%) 

 



51  

$OO�DSSOLFDWLRQV�DUH�SHHU�SDQHO�UHYLHZHG��6FKRRO�EDVHG�VHVVLRQV�WR�GLVFXVV�5,$�
DSSOLFDWLRQV�KDYH�EHHQ�RIIHUHG��DV�ZHOO�DV�RQH�WR�RQH�DSSRLQWPHQWV�WR�GLVFXVV�WKH�
YDOXH�RI�PDNLQJ�5,$�DSSOLFDWLRQV��

�
$SSUDLVDO� JXLGDQFH� VWDWHV� WKDW� 5,$� VKRXOG� EH� GLVFXVVHG� LQ� DFDGHPLF� VWDII�
DSSUDLVDOV�� ���� RI� DOO� DSSUDLVDOV� DUH� TXDOLW\� FKHFNHG� DQQXDOO\� E\� +5� WR� KHOS�
HQVXUH�FRPSOLDQFH�ZLWK�WKLV�SROLF\��

�
$V�SDUW�RI�WKH�UHYLVLRQV�WR�FUHDWH�WKH�,,53�5,$�SURFHVV��D�VWUHDPOLQHG�SDQHO�OHG�
SURFHVV�ZLOO�EH�XWLOLVHG��DQG�WKH�SDQHOV�ZLOO�VHHN�WR�EH�JHQGHU�GLYHUVH��5HVXOWV�RI�
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5.3. Career development: academic staff 
 

(i) Training 

7UDLQLQJ�DQG�GHYHORSPHQW�QHHGV�DUH� IRUPDOO\�GLVFXVVHG�DQG�DJUHHG�DW�DQQXDO�
DSSUDLVDO��DQG�DW�PLG�\HDU�UHYLHZ��7KLV�LQIRUPDWLRQ�LQIRUPV�FHQWUDO�SURYLVLRQ��

'08�SURYLGHV�D�UDQJH�RI�OHDUQLQJ�RSSRUWXQLWLHV�ZKLFK�PD\�EH�GHOLYHUHG�E\�32'��
WKURXJK�FRQVXOWDQF\��RU�WKURXJK�H[WHUQDO�SURYLGHUV��H�J��/HDGHUVKLS�)RXQGDWLRQ��
:H�SURYLGH�RQOLQH��VHOI�GLUHFWHG�OHDUQLQJ��

5HOHYDQW�GHYHORSPHQW�LQFOXGHV��

x�IXQGHG�DFDGHPLF�VWXG\��LQFOXGLQJ�WKH�3*&HUW��

x�DFWLYLWLHV�DQG�SURJUDPPHV�DLPHG�DW�LPSOHPHQWLQJ�WKH�FRQFRUGDW��LQFOXGLQJ��

o� VSHFLILF� UHVHDUFKHU���WUDLQLQJ� GHYHORSPHQW� SURJUDPPHV� DQG�
HYHQWV�

o� SDUWLFLSDWLRQ�LQ�35(6�DQG�&526�

o� &3'�IRU�DOO�OHYHOV�RI�UHVHDUFKHUV��

x�1HZ�VWDII�:HOFRPH�(YHQW��LQFOXGLQJ�JHQHUDO�LQIRUPDWLRQ�DQG�VLJQSRVWLQJ�WR�
FDUHHU�GHYHORSPHQW�

x�3*&HUW��IRU�QHZ�DFDGHPLF�VWDII�ZLWK�OHVV�WKDQ���\HDUV�WHDFKLQJ�H[SHULHQFH��
:H�UHTXLUH�QHZ�DFDGHPLF�VWDII�WR�DFKLHYH�+($�IHOORZVKLS�ZLWKLQ�WKHLU�ILUVW�
WKUHH�\HDUV�

x�)XWXUH�UHVHDUFK�OHDGHUV��DYDLODEOH�WR�DOO�OHYHOV�RI�DFDGHPLF�VWDII�

x�'HYHORSLQJ�'LYHUVLW\��D�SRVLWLYH�DFWLRQ�SURJUDPPH�DLPHG�DW�%$0(��IHPDOH�
DQG�GLVDEOHG�VWDII�WKDW�DVSLUH�WR�EH�IXWXUH�PDQDJHUV�

x�$XURUD� DQG� /HDGHUVKLS� 0DWWHUV�� '08� KDV� VSRQVRUHG� ��� DVSLULQJ� IHPDOH�
OHDGHUV�RYHU�WKH�SDVW���\HDUV�DQG�KDV�FRPPLWWHG�WR�IXQGLQJ����D�\HDU�IRU�
WKH�QH[W�WKUHH�\HDUV��*UDGXDWHV�RI�WKH�VFKHPH�DUH�HQFRXUDJHG�WR�EHFRPH�
PHQWRUV� DQG� SURYLGH� VXSSRUW� WR� ZRPHQ� WDNLQJ� SDUW� LQ� $XURUD� RU� ORFDO�
VFKHPHV�

x
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6RPH� RI� WKH� SURJUDPPHV� KDYH� D� PD[LPXP� DWWHQGDQFH� WR� PDQDJH� UHVRXUFHV��
:KHUH� WKLV� LV� WKH� FDVH�� DQ� DSSOLFDWLRQ� SURFHVV� H[LVWV� ZLWK� D� UHYLHZ� SDQHO�
GHWHUPLQLQJ�DOORFDWLRQ�ZKLFK�WDNHV�DFFRXQW�RI�WKH�GLYHUVLW\�RI�WKH�FRKRUW��

Table 32: Academic uptake of training courses by hours offered by POD by 
gender and year 
 

Femal  Male  Total 

 
 

2012‐13 

No. Staff  266  305  571 

No. Hours  3126.5  2837.5  5964 

Av. Hours  11.8  9.3  10.4 

 
 

2013‐14 

No. Staff  258  316  574 

No. Hours  3023.35  2567.3  5590.65 

Av. Hours  11.7  8.1  9.7 

 
 

2014‐15 

No. Staff  367  407  774 

No. Hours  4493.55  3648.6  8142.15 
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7KH�SURMHFW¶V�NH\�DLP�LV�WR�HQVXUH�GHYHORSPHQW�LV�DYDLODEOH�WR�VXLW�LQGLYLGXDO�
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(ii) Appraisal/development review 
 

2XU� PDQGDWRU\� DQQXDO� DSSUDLVDO� SURFHVV� LV� FRQGXFWHG� E\� OLQH� PDQDJHUV� DQG�
UHFRUGHG� HOHFWURQLFDOO\�� 7KH� V\VWHP� UHTXLUHV� D� UHFRUG� RI� GLVFXVVLRQV� KHOG� LQ�
UHODWLRQ� WR� UHYLHZ� RI� SHUIRUPDQFH�� VHWWLQJ� DQQXDO� REMHFWLYHV�� GHYHORSPHQW�
UHTXLUHPHQWV�DQG�FDUHHU�DVSLUDWLRQV��,W�FRQWDLQV�SURPSWV�WR�GLVFXVV�ZHOOEHLQJ�DQG�
ZRUN�OLIH�EDODQFH��&RPSOHWHG�DSSUDLVDOV�DUH�VLJQHG�RII�E\�HLWKHU�D�Head of School 
RU�Deputy Dean��

�
,Q����������������RI�ZRPHQ�DQG�������RI�PHQ�DJUHHG�REMHFWLYHV�DV�SDUW�RI�WKH�
DSSUDLVDO�SURFHVV��:H�XQGHUVWDQG�WKHUH�ZHUH�WHFKQRORJLFDO�LVVXHV�WKDW�OHG�WR�WKH�
XQGHU�UHSRUWLQJ�RI�DSSUDLVDO�FRPSOHWLRQV��DV�WKHVH�VWRRG�DW�������IRU�ZRPHQ�DQG�
������IRU�PHQ��:H�H[SHFW������RI�VWDII� WR�FRPSOHWH�DQ�DSSUDLVDO�� WKLV�ZLOO�EH�
PRQLWRUHG�DQG�UHPHGLDO�DFWLRQ�WDNHQ�LI�UHTXLUHG��

�
Action 5.3.4: Achieve at least 90% completion, with an ambition of 100% of 
our current staff  who complete the appraisal process. 

 
$�QHZ�+5�V\VWHP�ZDV�LPSOHPHQWHG�LQ�6HSWHPEHU�������7KLV�ZLOO�EH�GHYHORSHG�
WR�DOORZ�IRU�DXWRPDWHG�FDSWXUH�DQG�UHSRUWLQJ�RI�GHYHORSPHQW�UHTXLUHPHQWV��7KLV�
ZLOO�HQDEOH�32'�WR�UHILQH�WUDLQLQJ�DQG�GHYHORSPHQW�RIIHUV�WR�PHHW�VWDII�QHHGV��

�
Action 5.3.5: Develop system to automatically capture development needs 
discussed at appraisal meetings, in order that development offer can be 
informed. 

 
 

Table 33: MAX/MyAppraisal Questions: 2017 Staff Survey 
 

Area Female Male 

% reported appraisal as being useful ���� ����

% agreed the appraisal left them 
feeling their work was valued by the 
university 

���� ����

% agreed a personal development plan 
as part of their appraisal 

���� ����

% reported as receiving the training, 
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JXLGDQFH�RQ�VHWWLQJ�HIIHFWLYH�HTXDOLW\�REMHFWLYHV�WR�VXSSRUW�RXU�DPELWLRQ�IRU�DOO�
VWDII�WR�KDYH�DW�OHDVW�RQH�HTXDOLW\�REMHFWLYH�SHU�\HDU��

�
,Q�DGGLWLRQ��D�QHZ�µ0DQDJLQJ�DW�'08¶�SURJUDPPH�ZLOO�EH�ODXQFKHG�LQ�$XJXVW�
�����ZKLFK�ZLOO�IXUWKHU�VXSSRUW�PDQDJHUV�VXSSRUW�HPSOR\HHV�DW�DOO�VWDJHV�RI�
WKHLU�FDUHHU��7KLV�LV�EHLQJ�ODXQFKHG�LQ�$XJXVW�������

�
Action 5.3.6: Implement ‘Managing at DMU' programme to upskill all 
managers on meeting demands of all elements of HR policy, including 
effective appraisals, development support and career aspirations, career 
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�D�Q�G���W�K�U�H�H���P�H�Q���Z�H�U�H���V�H�O�H�F�W�H�G����

��
�x�� �7�K�R�V�H���D�V�S�L�U�L�Q�J���W�R���)�X�W�X�U�H���5�H�V�H�D�U�F�K���/�H�D�G�H�U�V���S�U�R�J�U�D�P�P�H���F�D�Q���D�S�S�O�\���I�R�U���W�K�H��

�µ�/�H�D�G�L�Q�J���5�H�V�H�D�U�F�K���0�H�Q�W�R�U�L�Q�J�¶���S�U�R�J�U�D�P�P�H�����Z�K�L�F�K���W�K�L�V���\�H�D�U�����K�D�V���D���J�H�Q�G�H�U��
�V�S�O�L�W���R�I���H�L�J�K�W���Z�R�P�H�Q���D�Q�G���I�R�X�U���P�H�Q����
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5.5. Flexible working and managing career breaks 
 

�L�� &RYHU�DQG�VXSSRUW�IRU�PDWHUQLW\�DQG�DGRSWLRQ�OHDYH��EHIRUH�OHDYH�

:H�SURYLGH�DQ�HQKDQFHG�PDWHUQLW\�DQG�DGRSWLRQ�OHDYH�SD\�RI���ZHHNV�DW�IXOO�SD\��
���ZHHNV�DW�KDOI�SD\�SOXV�603�DQG�WKH�UHPDLQGHU�DW�603��+ROLGD\�LV�DFFUXHG�DW�
FRQWUDFW�UDWHV��LQFOXGLQJ�FRQFHVVLRQDU\�GD\V��UDWKHU�WKDQ�VWDWXWRU\�OHYHO�DQG�ZH�
SURYLGH�JXLGDQFH�RQ�KRZ�WKLV�PD\�EH�XVHG��

$OO�VWDII�VHHNLQJ�PDWHUQLW\��SDWHUQLW\��DGRSWLRQ�RU�VKDUHG�SDUHQWDO�OHDYH�DUH�RIIHUHG�
D�EULHILQJ�VHVVLRQ�ZLWK�WKHLU�+5�EXVLQHVV�SDUWQHU��7KLV�LQFOXGHV�DQ�H[SODQDWLRQ�RI�
WKH�SURFHVV��HQWLWOHPHQWV�DQG�LQIRUPDWLRQ�RQ�KHDOWK�DQG�ZHOOEHLQJ�VHUYLFHV���

7KH� +5� SDUWQHU� DOVR� EULHIV� WKH� PDQDJHUV� WR� HQVXUH� PDQDJHUV� XQGHUVWDQG� RXU�
SROLF\�DQG�SURFHVVHV��DQG�WKH�VXSSRUW�WKDW�VKRXOG�EH�SURYLGHG��$OO�LQIRUPDWLRQ�LV�
DYDLODEOH�RQ�WKH�LQWUDQHW��

0DWHUQLW\�FRYHU�LV�DUUDQJHG�WKURXJK�RXU�UROH�DSSURYDO�SURFHVV��WDNLQJ�LQWR�DFFRXQW�
H[LVWLQJ�UHVSRQVLELOLWLHV�RI�WKH�SRVLWLRQ�DQG�WKH�EXVLQHVV�QHHGV��

7KH�6SHFLDO�/HDYH�3ROLF\�SURYLGHV�IRU�WLPH�RII�IRU�SDUWQHUV�RI�H[SHFWDQW�RU�DGRSWLQJ�
SDUWQHUV��DQG�LV�DOVR�DYDLODEOH�IRU�H[SHFWDQW�VWDII�RXWVLGH�RI�WKH�VXSSRUW�SURYLGHG�
E\�WKH�0DWHUQLW\��3DWHUQLW\�DQG�$GRSWLRQ�/HDYH�3ROLF\��

�LL�� &RYHU�DQG�VXSSRUW�IRU�PDWHUQLW\�DQG�DGRSWLRQ�OHDYH��GXULQJ�OHDYH�
�
6WDII�DUH�HQWLWOHG�WR�XS�WR����.,7�GD\V��(QWLWOHPHQW�LV�KLJKOLJKWHG�ZKHQ�DUUDQJLQJ��
DQG�EHIRUH�JRLQJ�RQ�OHDYH��DQG�E\�PDQDJHUV�GXULQJ�OHDYH��

�
7KURXJK�UHJXODU�FRPPXQLFDWLRQV�YLD�OLQH�PDQDJHUV�RU�+5��VWDII�RQ�OHDYH�DUH�
NHSW�XS�WR�GDWH�ZLWK�FKDQJHV�WR�WKH�WHDP��DUHDV�RI�ZRUN�RU�DGYLVHG�RI�DQ\�
SRWHQWLDO�MRE�RSSRUWXQLWLHV�RU�SURPRWLRQV��

�
6KRUWO\�EHIRUH�UHWXUQLQJ��VWDII�DUH�LQYLWHG�WR�KDYH�D�GLVFXVVLRQ��LQ�SHUVRQ�RU�E\�
WHOHSKRQH��FRYHULQJ�DQG�VXSSRUW��GHYHORSPHQW�RU�WUDLQLQJ�DQ\�FKDQJHV�WR�
ZRUNLQJ�DUUDQJHPHQWV�UHTXLUHG��H�J��D�IOH[LEOH�ZRUNLQJ�UHTXHVW���7KH�PDQDJLQJ�
+5�SDUWQHU�LQLWLDWHV�WKLV�SURFHVV��7KLV�GLVFXVVLRQ�DOVR�KLJKOLJKWV�SUDFWLFDO�VXSSRUW�
VXFK�DV�FKLOG�FDUH�YRXFKHUV�DQG�VSHFLDO�OHDYH�SROLFLHV��

�
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�

�LLL��Cover and support for maternity and adoption leave: returning to work 
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�LY��Maternity return rate 
 

'DWD� IRU� PDWHUQLW\� UHWXUQ� UDWHV� �EHORZ��� KDV� EHHQ� DJJUHJDWHG� IRU� WKH� \HDUV�
����������������WR�HQDEOH�PHDQLQJIXO�DQDO\VLV��

�
7KH� PDMRULW\� RI� VWDII� UHWXUQ� DIWHU� PDWHUQLW\� OHDYH�� LQ� WKH� ODVW� �� \HDUV� RQO\� WZR�
DFDGHPLFV� DQG� RQH� SURIHVVLRQDO� VHUYLFHV� VWDII� PHPEHU� GLG� QRW� UHWXUQ�� 2I�
UHWXUQHUV����SURIHVVLRQDO�VHUYLFHV�VWDII�DQG���DFDGHPLF�UHGXFHG�WKHLU�)7(��

�
1R�LQFLGHQFHV�RI�FRQWUDFWV�QRW�EHLQJ�UHQHZHG�ZKLOH�RQ�PDWHUQLW\�OHDYH�KDYH�EHHQ�
UHFRUGHG�VLQFH����������

�
Table 36: Maternity return rates 2014/15 – 2016/17 

 
 
 
Category 

 
 

Returners 

Non- 
returners 

(left within 
6 months) 
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���Y�L�����)�O�H�[�L�E�O�H���Z�R�U�N�L�Q�J��

�2�X�U���I�R�U�P�D�O���I�O�H�[�L�E�O�H���Z�R�U�N�L�Q�J���D�Q�G���V�S�H�F�L�D�O���O�H�D�Y�H���S�R�O�L�F�\���R�I�I�H�U�V���H���J�����F�R�P�S�U�H�V�V�H�G���K�R�X�U�V����
�M�R�E���V�K�D�U�L�Q�J�����V�H�D�V�R�Q�D�O���K�R�X�U�V���Z�R�U�N�L�Q�J�����D�Q�G���I�O�H�[�L�E�O�H���V�W�D�U�W���D�Q�G���I�L�Q�L�V�K���W�L�P�H�V����

�0�D�Q�D�J�H�U�V���D�U�H���D�E�O�H���W�R���O�R�F�D�O�O�\���D�J�U�H�H���I�O�H�[�L�E�O�H���Z�R�U�N�L�Q�J�����H���J�����H�D�U�O�L
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2XU�VSHFLDO�OHDYH�SROLF\�SURYLGHV�PXOWLSOH�DUHDV�IRU�VXSSRUWHG�OHDYH�±�VXFK�DV�XS�
WR����SDLG�GD\V�OHDYH�LQ�DQ\����PRQWK�SHULRG�IRU�XQSODQQHG�FKLOG�FDUH��YROXQWDU\�
DFWLYLW\�DQG�VWDII�QHWZRUN�DWWHQGDQFH��

,QIRUPDWLRQ�RQ�IOH[LEOH�ZRUNLQJ�DQG�ZRUN�OLIH�EDODQFH�LV�SURYLGHG�DW�LQGXFWLRQ��,Q�
RUGHU�WR�HQVXUH�ZH�SURPRWH�RXU�IOH[LEOH�ZRUNLQJ�RSWLRQV�WR�SURVSHFWLYH�FDQGLGDWHV��
ZH�ZLOO�GHYHORS�D�µUHFUXLWPHQW�SDFN¶��ZKLFK�ZLOO�LQFOXGH�WKLV�LQIRUPDWLRQ��

Action 5.1.5: Create a recruitment pack detailing benefits of working at DMU, 
including: development support; flexible working provision; information on 
local area, e.g. nursery and schools provision. Nuanced version is used to 
promote benefits to existing staff. 

 
 
�YLL�� Transition from part-time back to full-time work after career breaks 

)OH[LEOH�ZRUNLQJ�UHTXHVWV�FDQ�EH�PDGH�DW�DQ\�WLPH��LQFOXGLQJ�LQFUHDVLQJ�KRXUV��
5HTXHVWV�IRU�UHWXUQ�WR�IXOO�WLPH�DIWHU�D�UHGXFWLRQ�LQ�KRXUV�FDQ�EH�UHTXHVWHG�RQ�D�
WHPSRUDU\�EDVLV��KRZHYHU�PDQ\�UHTXHVWV�WR�UHWXUQ�WR�IXOO�WLPH�ZRUN�DIWHU�D�
SUHYLRXV�UHGXFWLRQ�LQ�KRXUV�DUH�PHW��:H�ZLOO�LQYHVWLJDWH�ZKDW�JXDUDQWHHG�
SURWHFWLRQ�PLJKW�EH�DIIRUGHG��

Action 5.5.3: Amend process for requests to return to original contract 
hours to take account of reasons for the original reduction. Investigate and 
agree protection that can be afforded to guarantee re-instatement of 
original contract hours. 

 
 
�YLLL�� Childcare 

6WDII�DUH�PDGH�DZDUH�RI�DOO�DYDLODEOH�EHQHILWV�DV�SDUW�RI�WKH�LQGXFWLRQ�WKURXJK�LQLWLDO�
GLVFXVVLRQV��DW�.,7�GD\V�FORVH�WR�UHWXUQ�WR�ZRUN��DQG�UH�LQGXFWLRQ��

6XSSRUW� DYDLODEOH� LQFOXGHV� D� VDODU\� VDFULILFH� VFKHPH� IRU� FKLOGFDUH� ZLWKRXW� WKH�
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*HQGHU�HTXDOLW\�LV�HPEHGGHG�LQWR�'08�DW�WKH�KLJKHVW�VWUDWHJLF�OHYHO��2XU�6WUDWHJLF�
)UDPHZRUN�KDV�VSHFLILF�FRPPLWPHQWV�WR�UHGXFH�RXU�JHQGHU�SD\�JDS��DQG�ZH�KDYH�
UHFHQWO\�FRPPLWWHG�WR�EH�D�KXE�IRU�WKH�8QLWHG�1DWLRQV�6XVWDLQDELOLW\�)UDPHZRUN�
UHTXLULQJ�DQ�H[SOLFLW�FRPPLWPHQW�WR�JHQGHU�HTXDOLW\��

�
2XU�'08IUHHGRP�(',�FKDUWHU�������������ZDV�D�VWUDWHJLF�SURMHFW��VSRQVRUHG�E\�
WKH�([HFXWLYH�%RDUG��7KLV�HQVXUHV�VWDII�DQG�VWXGHQWV�KDYH�WKH�IUHHGRP�WR�EH��WR�
LQVSLUH� DQG� WR� VXFFHHG�� '08IUHHGRP� DOVR� VHWV� RXW� RXU� HTXDOLW\� REMHFWLYHV��
LQFOXGLQJ�DOO�VWDII�WR�KDYH�DQ�HTXDOLW\�REMHFWLYH��

�
7KH�(TXDOLW\�DQG�'LYHUVLW\�7HDP�UHJXODUO\�PHHW�ZLWK�0DUNHWLQJ�DQG�
&RPPXQLFDWLRQV�DQG�(YHQWV��0DUFRPPV���WR�HQKDQFH�RXU�LQFOXVLYLW\��(YHQWV�
KHOG�WKLV�\HDU�LQFOXGH��

x� &HOHEUDWLRQ�DQG�H[KLELWLRQ�LQ�WKH�FHQWUH�RI�WKH�FDPSXV�RQ�WKH�FHQWHQDU\�RI�
ZRPHQ�JHWWLQJ�WKH�YRWH��

x� $�µ:RPHQ�DW�'08¶�FRQIHUHQFH�RQ�,QWHUQDWLRQDO�:RPHQ¶V�'D\��KRVWHG�E\�
$VVRFLDWH�&KLHI�2SHUDWLQJ�2IILFHU��IHPDOH���ZLWK�FRQWULEXWLRQV��IURP�IHPDOH�
39&�'HDQV�DQG�IHPDOH�DOXPQL��

x� /DXQFK�RI�'08¶V�SROLF\�RQ�VXSSRUW�IRU�WUDQV�VWDII�DQG�VWXGHQWV��RQ�7UDQV�
'D\�RI�5HPHPEUDQFH��

�
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Networks 
 
$W� '08�� ZH� KDYH� D� QXPEHU� RI� QHWZRUNV� DQG� FHQWUHV� ZKLFK� VXSSRUW� WKH�
GHYHORSPHQW�DQG�VKDULQJ�RI�LQFOXVLYH�SUDFWLFH��

�

x� $�women’s professorial network, HVWDEOLVKHG�LQ�������

x� $�female professor's network in ADH IRFXVVLQJ�RQ�OHDGHUVKLS�GHYHORSPHQW��

x� 7KH�Women in Technology Network (WIT)��DOVR�HVWDEOLVKHG�LQ�������$�SDUW�
WLPH� SRVW� DQG� JUDGXDWH� LQWHUQ� DUH� HPSOR\HG� WR� VXSSRUW� WKLV�� 7KH\� KDYH�
GHYHORSHG�D�ZHEVLWH�DQG�EORJ��KDYH�D�VSHFLILF�SURMHFW�DQG�DUH�GHYHORSLQJ�DQ�
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DFDGHPLF� VWDII�� KRVWHG� E\� WKH� 9LFH�&KDQFHOORU�� LQFOXGLQJ� SUHVHQWDWLRQ� RI� WKH�
XQLYHUVLW\¶V�7HDFKHU�)HOORZVKLS�$ZDUGV�DQG�WKH�9LFH�&KDQFHOORU¶V�'LVWLQJXLVKHG�
7HDFKLQJ� $ZDUGV�� 'LVWULEXWLRQ� RI� WKH� DZDUGV� E\� JHQGHU� KDV� QRW� EHHQ�
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(iii) Proportion of heads of school/faculty/department by gender 
 
 

Table 39: Proportion of heads of school/faculty/department by gender 
 

 
TABLE 39 REDACTED 
 

:LWKLQ�$+66%/��ERWK�$'+�DQG�%$/�KDYH�UHFHQWO\�DSSRLQWHG�IHPDOH�'HDQV��$'+�
SUHYLRXVO\�KDG�D�)HPDOH�'HDQ���+RZHYHU��PHQ�FRQVWLWXWH�WKH�PDMRULW\�RI�+HDGV�
RI�6FKRROV��:LWKLQ�67(0��7(&+�KDV�FRQWLQXHG�WR�KDYH�PRUH�PHQ�LQ�OHDGHUVKLS�
UROHV�� DQG� ZKLOVW� +/6� KDYH� IHPDOH� +HDGV� RI� 6FKRROV�� WKH\� DUH� UHSUHVHQWHG� DW�
ORZHU�QXPEHUV�WKDQ�WKH�SURSRUWLRQ�RI�ZRPHQ�LQ�WKH�IDFXOW\��

:KLOH�+HDGV�RI�6FKRRO�DUH�SHUPDQHQW��QRW�URWDWLQJ��UROHV��ZH�DUH�VXSSRUWLQJ�WKH�
IXWXUH�GLYHUVLILFDWLRQ�WKURXJK�HQVXULQJ�WKDW�WKHUH�LV�D�SRRO�RI�ZHOO�VXSSRUWHG�ZRPHQ�
LQ�WKH�SLSHOLQH��

:H�KDYH�FUHDWHG�QHZ�$VVRFLDWH�'HDQ�UROHV�DQG�DSSRLQWHG�D�JHQGHU�GLYHUVH�PL[��
6XSSRUWLQJ� GLYHUVLILFDWLRQ� RI� IXWXUH� +HDGV� RI� 6FKRRO�� 2I� +HDGV�� 'HDQV� DQG�
$VVRFLDWH� 'HDQV� ��� RI� ��� UROHV� ZHUH� KHOG� E\� ZRPHQ� LQ� �������� ��� RI� ��� LQ�
����������+RZHYHU��PRUH�ZRUN� LV�UHTXLUHG��:RUN�XQGHUZD\� LQFOXGHV� OHDGHUVKLS�
GHYHORSPHQW�� HQFRXUDJLQJ� ZRPHQ� WR� DSSO\�� DQG� HQVXULQJ� RXU� UHFUXLWPHQW�
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(v) Representation of men and women on influential institution committees 
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�
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(vi) Committee workload 

:H�HQFRXUDJH�ZRUNLQJ�DFURVV� WKH� LQVWLWXWLRQ� WR�DFKLHYH�JUHDWHU�EDODQFH�ZKHUH�
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Table 43: Views on working at DMU: 2018 Athena SWAN survey findings 
(NB professional services were not surveyed on this in 2016, accordingly 
comparator results are unavailable) 

 

Area Female 
(academic) 

Male 
(academic) 

Female 
(prof 
serv) 

Male 
(prof 
serv) 

,�IHHO�UHDGLO\�VXSSRUWHG�E\�P\�OLQH�
PDQDJHU�ZLWK�P\�ZRUNORDG�
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,Q�6HSWHPEHU��ZH�LQWURGXFHG�GHPRJUDSKLF�PRQLWRULQJ�RI�VSHDNHUV�DQG�DWWHQGHHV�
IRU�FHQWUDOO\�RUJDQLVHG�HYHQWV��7KLV�ZLOO�EH�XVHG�WR�LQIRUP�IXWXUH�HYHQWV��ZH�DLP�
IRU�DW�OHDVW������IHPDOH�VSHDNHUV��DQG�����%$0(��

'08�DOVR�KDV�D�QXPEHU�RI�QRWDEOH�IHPDOH�DOXPQL�DQG�KRQRXUDQGV��ZKR�VXSSRUW�
RXU� HYHQWV�� DFW� DV� UROH� PRGHOV� DQG� PHQWRUV�� ,Q� DGGLWLRQ�� %DURQHVV� /DZUHQFH�
�'08¶V�&KDQFHOORU��SOD\V�DQ�DFWLYH�UROH�LQ�HYHQWV��,Q������WKH�FULWHULD�IRU�VHOHFWLQJ�
IXWXUH�KRQRXUDQGV�ZDV�UHIUHVKHG�ZLWK�DQ�HPSKDVLV�RQ�DFKLHYLQJ�D�JHQGHU�DQG�
HWKQLF�GLYHUVLW\��

,Q�������'08�KHOG�D�VHULHV�RI�HYHQWV�PDUNLQJ�WKH�FHQWHQDU\�RI�ZRPHQ¶V�ULJKW�WR�
YRWH��$V�SDUW�RI�WKHVH��WKH�9LFH�&KDQFHOORU�KDV�FRPPLVVLRQHG�D�'08�3URIHVVRU�
LQ�*HQGHU�WR�FXUDWH�D�JDOOHU\�RI�ZRPHQ�DW�'08�DQG�/HLFHVWHU��FUHDWLQJ�D�YLVLEOH�
GLVSOD\�RI�UROH�PRGHOV�IURP�ERWK�ZLWKLQ�'08��DQG�LQ�WKH�FRPPXQLW\��

�

�

�
�

7R�IXUWKHU�RXU�ZRUN�ZH�ZLOO�GHYHORS�RXU�ZHESDJHV�WR�SURPLQHQWO\�IHDWXUH�DQG�
FHOHEUDWH�QRWDEOH�ZRPHQ�RI�'08��

�
Action 3.2: Further develop and e
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6. SUPPORTING TRANS PEOPLE 
 

(xiii) Current policy and practice 

7KH� XQLYHUVLW\� KDV� UHFHQWO\� ODXQFKHG� LWV� QHZ� JXLGDQFH� µ3ROLF\� RQ� VXSSRUW� DQG�
SURFHGXUHV� IRU� WUDQV��JHQGHU� IOXLG�DQG�QRQ�ELQDU\�VWDII�DQG�VWXGHQWV¶��7KLV�ZDV�





 

�


