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Athena SWAN Bronze department award application  
 
Name of University: University of Exeter 
Department: Engineering 
Date of application: April 2015 
Date of University Bronze Athena SWAN award: November 2011. Re-accreditation application submitted to 
ECU for consideration in November 2014 (Bronze)  
Contact for application: Professor Steve Eichhorn 
Email: s.j.eichhorn@exeter.ac.uk 
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http://emps.exeter.ac.uk/mining-minerals-engineering/swan 
http://emps.exeter.ac.uk/renewable-energy 
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Athena SWAN Bronze Department awards recognise that in addition to University-wide policies the 
department is working to promote gender equality and to address challenges particular to the discipline. 
 
Not all institutions use the term ‘department’ and there are many equivalent academic groupings with 
different names, sizes and compositions. The definition of a ‘department’ for SWAN purposes can be found 
on the Athena SWAN website. If in doubt, contact the Athena SWAN Officer well in advance to check eligibility. 
 
It is essential that the contact person for the application is based in the department. 
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AL Academic Lead 

APn.n Action Point reference e.g. “AP1.1” refers to Action Point 1.1 
on the Action Plan 

ASWG Athena SWAN Working Group (groups exist at University, 
College and Department levels) 

CEG College Executive Group 

CEMPS College of Engineering, Mathematics and Physical Sciences 

Charter Athena SWAN Charter Mark 

CSM Camborne School of Mines 

ECA Early Career Academics (i.e. encompassing those staff at 
Grade E and F on Research, Education & Research and 
Education &Scholarship Career Paths) 

ECR Early Career Researcher (i.e. those staff employed at Grade E 
and F on the Research Career Path) 

EPSRC Engineering and Physical Sciences Research Council 

EASWG Engineering Athena SWAN Working Group 

E&D Equality and Diversity 

E&R Education and Research (career path) 

E&S Education and Scholarship (career path) 

HoD Head of Department 

HR Human Resources 

HRBP Human Resources Business Partner 

PGR Post Graduate Researcher (usually PhD or EngD students) 

PGT Post Graduate Taught (usually MSc students) 

PS Professional Services 

R Research only (career path) 

STEM/M Science, Technology, Engineering, Mathematics, Medicine 
subject groupings 

SWARM Simple Workload Allocation and Resource Management 

UG Undergraduate 

WISA Women in Science and Academia 
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1. Letter of endorsement from the Head of Engineering: Maximum 500 words 

An accompanying letter of endorsement from the head of department should explain how the SWAN action 
plan and activities in the department contribute to the overall department strategy and academic mission.  
The letter is an opportunity for the head of department to confirm their support for the application and to 
endorse and commend any women and STEMM activities that have made a significant contribution to the 
achievement of the departmental mission. 
 
 
 

 

Engineering 
 
Prof Stephen Eichhorn 
Head of Engineering 
North Park Road 
Exeter 
EX4 4QF 
UK 
Telephone: +44 (0)1392 725515 
Fax: +44 (0)1392 264111 
s.j.eichhorn@exeter.ac.uk 

 
 
29 April 2015 
 
Ms Sarah Dickinson 
Athena SWAN Manager 
Equality Challenge Unit 
7th Floor Queen’s House 
55/56 Lincoln’s Inn Fields 
London 
WX2A 3LJ 
 
Dear Ms Dickinson 
 
I strongly endorse and am personally committed to our Engineering Department’s Athena SWAN Bronze 
application.  Moreover, I see this as a commitment to changing our culture.   
 
I became Head of Department in 2014, having moved to Exeter in 2011.  Since 2014 I have been a committed 
member and chair of our Athena SWAN Working Group, carrying on this important role from the previous 
HoD.  When considering a chair, we were mindful of the multiple responsibilities held by the then few senior 
women in the department.  Therefore we have embedded the chairing of the group within the HoD role with 
the view to cultivating collaborative leadership and succession by more junior members in the future. 
 
As a Department we have much to do.  We have invested £10K to support our action plan in the last 18 
months (e.g. Aurora, Springboard, RoboGals, early career initiatives), with the intention to make this funding 
recurrent.  This is in addition to the University investment of £300k in the last 3 years which has provided 
support for departmental and University actions. 
 
Our self-assessment process began in September 2012.  The Charter enabled us to look at data in a different 
way and we were concerned that our gender balance for undergraduate students and staff was below the 
national average.  In particular, our senior posts were predominantly male and our pipeline was ‘leaky’, 
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particularly at an early career stage.   
 
Since commencing, we have held focus groups for staff and students and surveyed academic staff (including 
early career researchers) on: Education, Training and Outreach; Families, Caring and Work-life balance; and 
Careers, Promotion and Recruitment.  A further survey of female final year students obtained feedback, 
particularly on being in a male-dominated environment.  The results have defined and directly informed our 
actions.  We: 
 

● Introduced a policy of reviewing female staff CVs annually to encourage promotion (AP3.13). 
● Created Early Career Researcher Networks (ECRN) (AP3.9). 
● Introduced role models at every career/study stage (AP2.14, AP6.3, AP8.3). 
● Improved the images and publicity in Outreach Work – focussing on future female engineers and 

miners (AP8.1) 
● Made collaborative links to the University Technical College and positive student recruitment 

campaigns (AP8.2). 
 
There are signs of positive change; we are pleased that this approach has led to the appointment of our first 
female professor, Prof Meiling Zhu (Mechanical Engineering).  We are seeing more female applicants for 
lecturing posts, from our own research staff and externally.  We are pleased to see an increase in the number 
of female staff gaining promotion and external recognition, e.g. Professor Frances Wall, first female President 
of the Mineralogical Society. 
 
I feel ownership for this process and am committed to building on these initiatives to ensure we continue to 
change and give the department a voice at strategic meetings.  Gender equality is integral to our culture and 
I will ensure Charter principles remain at our core.  I see this as fundamental to achieving our mission of 
delivering outstanding research and education in Engineering. 
 
Yours sincerely 

 
Professor S.J. Eichhorn 
 
 
(Word count: 500/500) 
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2. The self-assessment process:  maximum 1000 words 

Describe the self-assessment process. This should include: 
 
A description of the self-assessment team: members’ roles (both within the department and part of the 
team) and their experiences of work-life balance. 
 
An account of the self-assessment process: details of the self-assessment team meetings, including any 
consultation with staff or individuals outside of the University, and how these have fed into the submission 
 
Plans for the future of the self-assessment team, such as how often the team will continue to meet, any 
reporting mechanisms and in particular how the self- assessment team intends to monitor implementation 
of the action plan. 

 
Following the University gaining Bronze Status, all STEM/M departments were invited to be involved in the 
Charter.  Our Department was keen to participate and, following an open invitation to all staff and students, 
the self-assessment team, internally called Engineering Athena SWAN Working Group (EASWG), was 
established in September 2012.  Membership was based on expression of interest to be involved (Figure 1) 
and since then, we have met once per month during term time.  We have links to the other ASWGs within 
the College and across the University to enable sharing of best practice (AP9.1).  Video conferencing is 
regularly used to facilitate cross-campus communication and meetings. 
 
Our members have varying, yet representative experiences, and are at different career and study stages 
across both our Streatham (Exeter) and Penryn (Cornwall) campuses.  Members are drawn from across all 
staff and student groups: undergraduate and postgraduate students, staff from each of our three career 
paths (Education and Scholarship (E&S), Education and Research (E&R), and Research-only (R)) and 
Professional Services (PS).  This means that there is a larger than usual group, but we feel it is key to be 
inclusive.  In addition to the core membership, we seek advice and support from others inside and outside 
the Department who attend meetings and sub-meetings as required.   
 
Figure 1: EASWG Membership 
 
* Indicates members with parent and/or caring responsibilities 

ASWG Member Career/Study 
Path and 
Gender 

Campus Title Charter Responsibilities 

Ms Helen Birch UG F Streatham Undergraduate Undergraduate (UG) student 
issues 

Dr Stephen Childe* E&R M Streatham Senior Lecturer Publicity champion; 
Organisation & Culture. 

Prof Christopher 
Edwards 

E&R M Streatham Professor Consultation feedback into 
action plan 

Prof Steve Eichhorn* E&R M Streatham Professor Chair of EASWG and Co-
Author of application, 
member of University ASWG 

Dr Raziyeh Farmani* E&R F Streatham Senior Lecturer Dual careers 

Prof Oana Ghita* E&R F Streatham Associate 
Professor 

Maternity/Paternity and 
Caring responsibilities 
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Prof Hylke Glass* E&R M Penryn Professor, Head 
of CSM1 

Co-Chair of EASWG for CSM; 
writing sub-group member; 
Penryn provision (to Feb 
2015) 

Ms Tessa Gordelia* PGR F Penryn Postgraduate Currently on maternity 
leave. Postgraduate 
Researcher/Taught 
(PGR/PGT) student issues 

Ms Julie Hargreaves* PS F Streatham HR Advisor Promotion and career 
development workshops 

Ms Natalie Hewitt PS F Streatham Athena SWAN 
Project Officer 

College Equality and 
Diversity Lead, member of 
College ASWG, writing sub 
group member 

Prof Kip Jeffrey E&R M Penryn Professor, Head 
of CSM1 

Member of College ASWG, 
writing sub- group member; 
Penryn provision (from Feb 
2015) 

Dr Prakash 
Kripakaran* 

E&R M Streatham Lecturer Outreach Officer and 
Mentoring Champion 

Ms Ailsa McGregor* PS F Streatham Assistant 
Director (HR)2 

Women in HE lead, 
University Charter lead, 
Aurora Champion 

Mr Andy Robertson n/a M INTO Engineering Programme 
Manager 

INTO representative 
(external body) 

Dr Maria Rosaria 
Marsico 

E&S F Streatham Lecturer Department E&D Co-
ordinator, Streatham Early 
Career Researcher (ECR) 
Network representative, 
RoboGals lead 

Dr Helen Smith E&R F Penryn Lecturer Penryn ECR network and 
WISA representative, writing 
sub-group member 

Dr Gavin Tabor* E&R M Streatham Senior Lecturer Writing sub-group member. 
UG provision. 

Dr Eleanor Van 
Veen* 

R F Penryn Research Fellow Penryn ECR network and 
WISA representative 

Prof Philippe Young* E&R M Streatham Professor Writing sub group member. 
Data analysis. Role models 
and alumni. 

1
 Hylke Glass was Head of CSM until 06/02/2015 when Kip Jeffrey took over this position. They are currently handing 

over duties. 2 Part-time member of the group. 
 
 
EASWG meetings commenced in September 2012 and sub-groups were established to focus on specific areas 
based on initial focus group findings, meeting between EASWG meetings.  In October 2014, following a survey 
of all staff (including ECRs), it was decided to refresh these groups to review key areas of our self-assessment: 
Families, Caring and Work-Life Balance; Organisation and Culture; Careers, Promotion and Recruitment and 
Other Areas.  Membership of the EASWG was refreshed in August 2014 as above.  20 workload hours are 
currently allocated to each member of the working group per year (AP6.8), with an additional allowance to 
women to be on interview panels for new appointments (AP 4.6).  This is being reviewed for the 2015/16 
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Academic Year.  Each member of the group is asked to hold office for 2 years, after which the membership is 
reviewed.  The UG and PGR/PGT representatives are expected to refresh over shorter time-periods, 
depending on their studies.  We obtained feedback from female UG students in their final years to 
supplement the UG surveys already carried out and to specifically focus on this element of the “leaky 
pipeline” e.g. transition into PGR/PGT – this is why it is so important to have student representation as part 
of the group. 
 
Leading up to submitting this application a writing sub group was formed, which met 9 times. 
 
Our reporting structure (Figure 2) enables us to contribute to and learn from others with the full support of 
College and University senior management (AP6.2, AP9.1).  Information is disseminated and discussed at all-
staff meetings (to which ECRs and student representatives are now invited (AP6.2)), with the Charter as a 
standing agenda item (AP6.2, AP9.2). We have a Department Charter web-page which profiles our 
membership and has a confidential feedback form which any staff or student can use.  The website also 
includes links to our networks and support available, and showcases departmental female role models, 
promoting changes being made and celebrating achievements (AP2.14, AP6.3). 
 

 
 
In addition to focus groups, Department and College resources are committed to consult widely with staff 
and students using a variety of techniques including: 
 

● A PhD student funded jointly by the College of Life and Environmental Science and the College of 
Engineering, Mathematics and Physics Sciences (CEMPS), studying gender in relation to the Charter 
principles.  As part of this, two surveys have taken place (2012/2014), recurrently over the period of 
the PhD study: one for staff and one for students. This allows us to review a range of relevant topics 
by Department and plot the impact of this throughout the research project (AP1.5). 

 
● An Athena SWAN Project Officer to work full-time supporting Charter work at a Department level 

and sharing best practice across the College. 

Figure 2:  Reporting Channels of the Engineering Athena SWAN Working Group and Sub-Groups

College of Engineering, 

Mathematics and Physical 

Sciences - Executive Group 

(CEG)

Engineering Athena SWAN 

Working Group (EASWG)

Engineering Athena SWAN 

Writing Group

University Athena SWAN 

Working Group

University Equality and 

Diversity Dual Assurance

Vice Chancellor's Executive 

Group

College Athena SWAN 

Working Group
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● Staff meetings, both formal (termly department meetings (AP6.2, 9.2), regular ECRN events (AP3.9)) 

- and informal weekly coffee mornings (AP3.11). 
 

● Staff Away Days - we are planning a staff away day in June 2015 which will have Charter issues as 
discussion topics. The main themes of the day will be around greater inclusivity and team-building 
(AP6.9). 

 
● Consultations on seminar speaker nominations (AP6.5), core hours, staff flexible working (AP7.2) and 

maternity, paternity and adoption leave (AP7.3-7.6, AP7.12). 
 
We consulted with colleagues at other Engineering Departments including Professor Andrew Long, 
Nottingham, and sought inspiration from Gold departments (Professor Tom Welton, Chemistry - Imperial), 
and would like to thank them for sharing their experiences and knowledge.  We would particularly like to 
thank Vikki Layton from Bristol and Professor Andrew Long from Nottingham for acting as our critical friends 
for this application.   
 
 

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

 
The EASWG will continue to meet monthly as an embedded group within our committee structure to 
implement and review current and planned actions and to identify new actions, and monitor the 
implementation of the action plan (AP1.3).  This will include a review of updated quantitative staff and 
student data sets (AP1.1), for which we have a rolling 5-year data repository.  We will continue to identify 
any additional quantitative and qualitative data requirements, and conduct surveys and focus groups to 
provide data to progress our plan (AP1.2, 1.4).  The Charter will remain a standing item on Department 
meeting agendas to ensure our working practices and culture is consistent with the Charter (AP9.2).  We will 
review the EASWG staff and student membership to ensure that we continue to reflect Department views 
and to bring new insights and approaches.  We will continue to share identified areas of good practice and 
gain insight from other Department and University ASWGs (AP6.2).  We will work with colleagues from other 
Engineering Departments through our various professional bodies to share best practice to maximise the 
retention of women within the Department (AP9.3, AP9.4). 
 
Word count: 984/1000 
 
 
 

3.  A picture of the Engineering Department: maximum 2000 words 

Provide a pen-picture of the department to set the context for the application, outlining in particular any 
significant and relevant features. 

 
 
The Department forms part of CEMPS, one of 3 STEM/M units (Figure 3):  
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The Department was established in 2010 bringing together Camborne School of Mines (CSM) with the 
Engineering department, with very diverse research and UG/PGT/PGR provision.  We are located across 5 
buildings: 2 on the Streatham Campus (Exeter) and 3 on the Penryn Campus (Cornwall), which are just under 
100 miles apart (circa 2 hours’ drive).  We have 192 academic staff (109 ECRs), 169 postgraduate taught (PGT) 
and 286 postgraduate research students (PGR).  60% of our staff are based at Streatham campus, along with 
42% PGT and 80% PGR students.  We use video conferencing between campuses to minimise travel and keep 
meetings within core hours. 
 
EASWG regularly reviews and develops the Action Plan and receives updates of data twice yearly.  Reports 
to the College Executive Group (CEG) are timed to occur prior to the next planning cycle.  The HoD links 
EASWG and the Department through to CEG, enabling data to be reviewed and influencing decisions on 
future plans (AP1.1-1.3). 
 
Data Collection 
 
Our data spans a 5-year period where possible (AP1.1). 
 
Quantitative data is coordinated by Central HR.  Each data set is arranged by gender, with staff data also 
indicating career path and grade. 
 
Qualitative Data: In addition to focus groups and surveys, informal feedback is received via staff and student 
meetings. 
 
 

Provide data for the past three years (where possible with clearly labelled graphical illustrations) on the 
following with commentary on their significance and how they have affected action planning. 

                                                                                                                                                                                                                                                                                                                      
We have used the Equality in Higher Education Statistical Report Students (2012-13) as our student 
benchmark. 
 
 

Figure 3: The department within the University structure
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Numbers of males and females on access or foundation courses – comment on the data and describe 
any initiatives taken to attract women to the courses. 

 
We work with an external partner, INTO, who deliver foundation provision for international students before 
they enrol on degree courses.  
 
Foundation Engineering Programmes have resulted in 11 students progressing to our Engineering 
programmes in 2012 and 9 students in 2013 (3 female).  In 2013/14 there were 35 students on the Foundation 
Engineering programme (9 female) and 24 on the Diploma in Engineering programme, with progression to 
Year 2 of the MEng/BEng (4 female).  We now have an INTO representative on EASWG to support our gender 
ambitions (AP2.4).  We are revising our publicity materials used by staff for overseas recruitment trips to 
include information on our gender equality work (AP2.1). 
 
 

Undergraduate male and female numbers – full and part-time – comment on the female: male ratio 
compared with the national picture for the discipline. Describe any initiatives taken to address any 
imbalance and the impact to date. Comment upon any plans for the future. 

 
Full-time undergraduate numbers have increased from 337 (2008/09) to 742 (2013/14) (Data Set 1) due to 
the 2010 merger with CSM and an increase in applications and offers year on year.  There has been a 
consistently positive increase in female student numbers to 112 FTE (20%; Benchmark 14%) in 2014 up 
from 36 FTE (15%) in 2008, a consistently higher applications to offers ratios for female applicants versus 
male applicants (27% for female versus 21% for male), and a related substantive increase in the percentage 
of female UG students (15% in 2014 versus 11% in 2008).   
  
Within 3 years we wish to reach a 20% female undergraduate body and related actions are: 
 

● A review of our advertising (AP2.1);  
● Female role models at Open and Offer Holder Visit Days (AP2.3); 
● Piloting a peer-to-peer mentoring scheme in response to female student feedback (AP2.10); 
● Working closely with the Student Guild and our Staff Student Liaison Committee. 

 
We have 13 part-time UG students (1 female) and now actively promote this study route for those who 

wish to take it. 
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Postgraduate male and female numbers completing taught courses – full and part-time – comment on 
the female: male ratio compared with the national picture for the discipline. Describe any initiatives taken 
to address any imbalance and the effect to date. Comment upon any plans for the future. 

 
There are 107 PGT students, 28 women (26%; benchmark 22%); the data shows a slow but largely 
consistent rise since 2009/10, taking into account the effect of reduced male numbers.  NB: The bar chart in 
Data Set 2 shows total figures; the table breaks this down into full time versus part time. 
 
We have taken steps to encourage female students to take a further degree: 
 
1. Inviting all UGs to research seminars to involve them in the research community (AP2.6). 

Female Male % Female

2008/09 Full Time 36 301 11%

Part Time 0 0.5 0%

2009/10 Full Time 77 485.5 14%

Part Time 0.5 1 33%

2010/11 Full Time 82 544 13%

Part Time 0 1 0%

2011/12 Full Time 102 588 15%

Part Time 0 2.5 0%

2012/13 Full Time 113.5 637.5 15%

Part Time 0.5 2.5 17%

2013/14 Full Time 111.5 630.5 15%

Part Time 0.5 6 8%

Data Set 1: The percentage of registered undergraduate students by 

gender over time.

Undergraduate students - part time and full time
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2. Offering Masters’ scholarships (or reduced fees) to retain existing Exeter UGs (AP2.5). 
3. Inviting all UGs to talks from existing female MSc students on their dissertation projects to raise the 

profile of MSc programmes (AP2.5).  
4. Inviting all UGs to the Postgraduate Promotions Fair drawing their attention to the PGT/PGR programmes 

(AP2.5). 
5. Including MSc programmes as part of the careers advice centre, ‘Career Zone’ (AP2.14). 
6. Reviewed publicity material to make this gender inclusive (AP2.1) and a building audit to review the look 

and feel of images shown (AP 6.4). 
  
Through focus groups we are identifying what attracted our current female PGT students, to build on this 
(AP1.4). 
 

 
 

Female Male % Female

2008/09 Full Time 2 9 18%

Part Time 1 1 50%

2009/10 Full Time 15 76 16%

Part Time 6 13 32%

2010/11 Full Time 21 74 22%

Part Time 1 6 14%

2011/12 Full Time 24 85 22%

Part Time 6.5 10 39%

2012/13 Full Time 22 82 21%

Part Time 5 8 38%

2013/14 Full Time 24 72 25%

Part Time 4 7 36%

Data Set 2:  The percentage of registered postgraduate taught students by 

gender over time.

PGT students - part time and full time

23% 19% 22% 24% 23% 26%
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77% 81% 78% 76% 77% 74%
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Postgraduate male and female numbers on research degrees – full and part-time – comment on the 
female: male ratio compared with the national picture for the discipline. Describe any initiatives taken to 
address any imbalance and the effect to date. Comment upon any plans for the future. 

 
Data Set 3 shows growth in PGR numbers from 46 to 79, with female percentages remaining above 20% in 
the last 3 years (average >24%) with no observable trends and consistently higher than the percentage of UG 
female students (15%).  The 2013/14 female PGR population (25%) compares favourably to the benchmark 
(22%).  The PGR pipeline from applications through to offer is more consistent without the drop off observed 
with female UGs in conversion from offer to accept.   
  
We have: 
 

1. Identified female PhD and ECR role models to explain the career stages and opportunities (AP2.14).  
2. Created physical and virtual (via Facebook and Twitter) noticeboards to promote academic careers 

and advertising PhD vacancies (AP5.3). 
3. Reviewed publicity materials (AP2.1) and introduced staff role models (AP2.1-3, AP2.14).   
4. All PhD students present at our Postgraduate Research Conference and we have an annual 

Postgraduate Research Showcase (AP3.5).  In 2013-14 at the Streatham Showcase 1 female out of 3 
won for posters and at the Penryn showcase 3 females out of 3 won prizes for oral presentation and 
1 female out of 3 for posters.  2 of these students have since won prizes at other prestigious external 
conferences.  

 
We are: 
 

1. Expanding our mentoring programme for PGRs to include all students (AP2.9, AP2.10). 
2. Ensuring all PhD mentors and Admissions Tutors have completed E&D training (AP6.7). 
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Ratio of course applications to offers and acceptances by gender for undergraduate, postgraduate 
taught and postgraduate research degrees – comment on the differences between male and female 
application and success rates and describe any initiatives taken to address any imbalance and their effect 
to date. Comment upon any plans for the future. 

 
Undergraduate 
 
The percentage of females applying has risen from 14% to 20% over the last 6 years, with a rise in offers 
from 15% to 20% (Data Set 4).  Offers to accept have remained static and systematically lower than for male 
counterparts.  We are canvassing our female students to establish what perceptions they hold of our 
recruitment process (AP2.1) and will investigate perceptions of our engineering course offering with female 
UG students who declined offers.  AP2.1-2.3 detail our measures to address differentials in conversion rates. 

Female Male % Female

2008/09 Full Time 10 31 24%

Part Time 2 3 40%

2009/10 Full Time 7.2 53.75 12%

Part Time 4 8 33%

2010/11 Full Time 11.95 55.4 18%

Part Time 1 5 17%

2011/12 Full Time 17 60 22%

Part Time 0 4 0%

2012/13 Full Time 23 58 28%

Part Time 1 6 14%

2013/14 Full Time 19 55 26%

Part Time 1 4 20%

Data Set 3:  The percentage of registered postgraduate research students by 

gender over time.

PGR students - part time and full time
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Applications Offers

Firm 

Accepts

App to 

Offer 

Offer to 

Accept 

Female 175                165             36         94% 22%

Male 988                907             269       92% 30%

% Female 15% 15% 12% 51% 42%

Female 208                175             37         84% 21%

Male 1,329             1,002          244       75% 24%

% Female 14% 15% 13% 53% 46%

Female 233                213             46         91% 22%

Male 1,479             1,210          343       82% 28%

% Female 14% 15% 12% 53% 43%

Female 320                298             60         93% 20%

Male 1,571             1,313          349       84% 27%

% Female 17% 18% 15% 53% 43%

Female 318                295             60         93% 20%

Male 1,667             1,448          372       87% 26%

% Female 16% 17% 14% 52% 44%

Female 398                352             68         88% 19%

Male 1,758             1,487          415       85% 28%

% Female 18% 19% 14% 51% 41%

Female 492                454             94         92% 21%

Male 1,987             1,763          451       89% 26%

% Female 20% 20% 17% 51% 45%

2012/13

2013/14

2014/15

Data Set 4: The percentage of undergraduate females who applied, who received 

offers, and who were accepted, by year.

Undergraduate applications, offers and accepts

2008/09

2009/10

2010/11

2011/12
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Postgraduate Taught 
 
PGT female applicants more than doubled from 149 (2011/12) to 319 (2013/14) (Data Set 5).  Numbers of 
applications decreased to 264 in 2014/15.  We believe this is related to the lack of loans to study, since male 
student numbers also decreased.  Female applications as a percentage of total rose from 20% to 32% (from 
2011/12 to 2013/14) falling to 28% (2014/15).  Our offer to accept conversions have systematically declined 
from 40% (2008/9) to 15% (2014/15).  Male conversion figures have also generally declined at a lesser rate 
from 2009/10 onwards, which could be linked to national PGT trends generally.  Overall applications to offers 
and offers to accept are similar for female and male applicants, suggesting that our application process is fair 
(although we will work to improve this (AP2.2)).  The imbalance reflects the relative numbers of female and 
male applicants, something that we will address (AP2.5).  Our PGR students do not require a PGT qualification 
to start a doctoral degree.  However, we recognise that a PGT degree may be a route to PhD and aim to 
address the issues regarding this downturn (AP2.5).  
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Applications Offers

Firm 

Accepts

App to 

Offer 

Offer to 

Accept 

Female 61.50 36.50 14.50 59% 40%

Male 324.50 204.00 58.00 63% 28%

% Female 16% 15% 20% 49% 58%

Female 78.00 55.00 18.00 71% 33%

Male 390.50 252.00 87.00 65% 35%

% Female 17% 18% 17% 52% 49%

Female 131.50 89.50 25.50 68% 28%

Male 502.00 324.00 91.00 65% 28%

% Female 21% 22% 22% 51% 50%

Female 148.50 95.50 25.50 64% 27%

Male 591.00 362.50 94.50 61% 26%

% Female 20% 21% 21% 51% 51%

Female 224.00 144.00 27.50 64% 19%

Male 660.50 384.00 90.50 58% 24%

% Female 25% 27% 23% 53% 45%

Female 371.50 183.50 32.00 49% 17%

Male 787.00 425.00 87.00 54% 20%

% Female 32% 30% 27% 48% 46%

Female 263.50 172.00 25.00 65% 15%

Male 671.00 370.50 96.50 55% 26%

% Female 28% 32% 21% 54% 36%

2012/13

2013/14

2014/15

Data Set 5:  The percentage of postgraduate taught females who applied, who 

received offers, and who were accepted, by year.

PGT applications, offers and accepts

2008/09

2009/10

2010/11

2011/12
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Postgraduate Research 
 
The changes in male: female ratios are volatile due to our small PGR numbers, therefore the number of 
applications is key (Data Set 6).  We need to narrow the gap between the absolute numbers of female to 
male students and therefore have:  
 
1. Updated our online prospectus with a link to our Charter work (AP2.1). 
2. Produced gender inclusive prospectuses and webpages (AP2.1; AP6.2). 
3. Introduced female role models/ambassadors at student recruitment events (AP2.2, AP2.3). 
 
Doctoral training centres commenced in the last 18 months and are a key route to funded PhDs.  We do not 
wish to overburden existing female staff, so the board(s) reflects our current staffing gender percentages.  
We are looking for other routes for gender inclusivity e.g. exploring with industrial partners their gender 
equality activities to provide a joined up coherent and supportive framework (AP9.4). 
 
A 2014 Athena SWAN-led review of the University PhD recruitment and marketing process identified a 
number of areas of potential unintentional bias which are being rectified (Figure 4) (AP2.7). 
 
 

 

Figure 4: PhD Marketing and Recruitment Working Group Overview
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Applications Offers

Firm 

Accepts

App to 

Offer 

Offer to 

Accept 

Female 9 6 6 67% 100%

Male 63.5 33.5 17 53% 49%

% Female 12% 15% 27% 56% 67%

Female 20 5 2 25% 40%

Male 162 53 40 33% 75%

% Female 11% 9% 5% 43% 35%

Female 28 14 10 50% 71%

Male 73.5 29 19 39% 66%

% Female 28% 33% 34% 56% 52%

Female 27 18 14 67% 78%

Male 91.5 41 32 45% 78%

% Female 23% 31% 30% 60% 50%

Female 28 11 6 39% 55%

Male 131 26 19 20% 73%

% Female 18% 30% 24% 66% 43%

Female 24 7 3 29% 43%

Male 99.5 48 20 48% 42%

% Female 19% 13% 13% 38% 51%

Female 29 15 13 52% 87%

Male 130 39.5 24 30% 61%

% Female 18% 28% 35% 63% 59%

2012/13

2013/14

2014/15

Data Set 6:  The percentage of postgraduate research females who applied, who 

received offers, and who were accepted, by year.

Postgraduate research applications, offers and accepts

2008/09

2009/10

2010/11

2011/12
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Degree classification by gender – comment on any differences in degree attainment between males and 
females and describe what actions are being taken to address any imbalance. 

 
Undergraduate 
 
In the last 3 years, between 75% and 88% of female students have been awarded a first or 2.1 degree, 
which is well above the benchmark (53%) (Data Set 7), showing a higher percentage of 1st and 2.1’s awarded 
to female graduates.  One exception is in 2012/2013 where marginally more male graduates obtained 1st and 
2.1’s; note that female graduates were still the recipients of more 1st degrees. 
 
Three years of our Destination of Leavers in Higher Education data shows a marked increase in STEMM 
destinations from 45% to 100% with excellent positions secured by female graduates (e.g. AECOM, Balfour 
Beatty, Dyson, IBM, Renishaw) (AP1.1). 
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Female Male % Female

1 6 16 27% Female Male

2:1 3 37 8% 2008/9 100% 73%

2:2 0 19 0% 2009/10 83% 67%

3 0 1 0% 2010/11 79% 79%

Total 9 73 11% 2011/12 88% 79%

1 8 31 21% 2012/13 75% 81%

2:1 11 43 20% 2013/14 77% 78%

2:2 2 30 6%

3 2 7 22%

Total 23 111 17%

1 7 40 15%

2:1 8 69 10%

2:2 4 28 13%

3 0 1 0%

Total 19 138 12%

1 11 36 23%

2:1 11 69 14%

2:2 3 24 11%

3 0 4 0%

Total 25 133 16%

1 3 38 7%

2:1 3 52 5%

2:2 2 17 11%

3 0 4 0%

Total 8 111 7%

1 12 62 16%

2:1 12 69 15%

2:2 7 33 18%

3 0 3 0%

Total 31 167 16%

2012/13

2013/14

Data Set 7:  The undergraduate degree classifications over time.

Undergraduate degree classifications Percentage of men and 

women achieving either a 1st 

2008/09

2009/10

2010/11

2011/12
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Postgraduate  
 
In 2013/14, 11 female students out of 22 received a distinction (29% of all distinctions), 10 a merit and 1 a 
pass.  This represents a significant improvement from 2009/10, both in overall numbers and distribution of 
awards.   
 

 

Female Male % Female

Distinction 0 5 0%

Merit 4 9 31%

Pass 0 5 0%

Total 4 19 17%

Distinction 0 6 0%

Merit 1 10 9%

Pass 0 9 0%

Total 1 25 4%

Distinction 0 2 0%

Merit 1 13 7%

Pass 1 6 14%

Total 2 21 9%

Distinction 5 26 16%

Merit 12 31 28%

Pass 1 6 14%

Total 18 63 22%

Distinction 11 27 29%

Merit 10 42 19%

Pass 1 3 25%

Total 22 72 23%

2013/14

Data Set 8:  The postgraduate degree classification over time.

PGT degree classifications

2009/10

2010/11

2011/12

2012/13
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Staff data 
 
We have used “Equality in Higher Education: Statistical Report 2014: Part 1: Staff” as our staff benchmark. 
 
We have 3 career paths (Figure 5) with published criteria for promotion for each career path, pro-rata for 
part-time staff (AP3.2).  It is possible to move between the career paths.   
 

 
 
 

Female: male ratio of academic staff and research staff – researcher, lecturer, senior lecturer, reader, 
professor (or equivalent). Comment on any differences in numbers between males and females and say 
what action is being taken to address any under-representation at particular grades/levels 

 
We have increased staff numbers from 52 to 162 (Data Set 9) with changes in the male: female ratio, but still 
a greater proportion of male staff across all grades.  Data Set 10 shows the positive changes in some career 
paths, notably in E&R from a zero starting point.  Our overall ratios hover between 16 and 20% (benchmark 
19%).  
 

Figure 5: Career paths, grades and titles

Grade
Education and 

Scholarship

Education and 

Research
Research

Professorial

H

G Senior Lecturer Senior Lecturer Senior Research Fellow

F Lecturer Lecturer Research Fellow

E Associate Lecturer
Associate Research 

Fellow

Professor

Associate Professor/Reader

Early Career Researcher Grades

Early Career Academic Grades
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Having analysed the data, we are working on 3 key themes: 
 

1. Attracting female applicants (page 31) 
2. Supporting our ECRs to gain full academic posts (pages 35-37) 
3. Providing career support to ECAs to reach their full potential (pages 39-40). 

 
We have increased the number of female ECRs from 5 to 17.  We recognised that, with overall growth, this 
is only an increase of 18-21%.  However, we now have an in-house female talent pool for future academic 

Year FTE Female Male % Female

Full-time 5 39 11%

Part-time 1 7 13%

All staff 6 46 12%

Full-time 10 60 14%

Part-time 4 13 24%

All staff 14 73 16%

Full-time 16 73 18%

Part-time 1 13 7%

All staff 17 86 17%

Full-time 23 86 21%

Part-time 2 16 11%

All staff 25 102 20%

Full-time 20 107 16%

Part-time 3 13 19%

All staff 23 120 16%

Full-time 22 123 15%

Part-time 6 11 35%

All staff 28 134 17%

Data Set 9:  Number of academic and research staff over time. 

2010/11

2011/12

2012/13

2013/14

Staff numbers and part-time and full-time

2008/09

2009/10

0%

10%

20%

30%

40%

50%

60%

70%

80%

90%

100%

Fu
ll-

ti
m

e

Pa
rt

-t
im

e

A
ll 

st
af

f

Fu
ll-

ti
m

e

Pa
rt

-t
im

e

A
ll 

st
af

f

Fu
ll-

ti
m

e

Pa
rt

-t
im

e

A
ll 

st
af

f

Fu
ll-

ti
m

e

Pa
rt

-t
im

e

A
ll 

st
af

f

Fu
ll-

ti
m

e

Pa
rt

-t
im

e

A
ll 

st
af

f

Fu
ll-

ti
m

e

Pa
rt

-t
im

e

A
ll 

st
af

f

Fu
ll-

ti
m

e

Pa
rt

-t
im

e

A
ll 

st
af

f

2008/09 2009/10 2010/11 2011/12 2012/13 2013/14 Benchmark

P
e

rc
e

n
ta

ge

Year and FTE

Staff numbers with a break down by part-time and full-time

% Female

% Male



   

25 
 

vacancies, which has resulted in a positive increase in female E&R staff from no female staff in this career 
path at any level (2008/9) to 9 female staff (14%) in 2013-14 (Data Set 10).  We achieved this by encouraging 
existing ECR staff to apply for E&R posts and by having a framework to support progression.  49 female staff 
have been successful in gaining full academic posts.  One is now a Lecturer on a supported career pathway 
to Senior Lecturer, 2 have achieved Senior Lecturer and 2 have been promoted to Associate Professor. 
 

 
   
 

Year Career Path Female Male % Female

E&R 0 21 0%

E&S 1 2 33%

R only 5 23 18%

E&R 1 36 3%

E&S 3 12 20%

R only 10 25 29%

E&R 2 40 5%

E&S 2 12 14%

R only 13 34 28%

E&R 5 44 10%

E&S 3 15 17%

R only 17 43 28%

E&R 5 48 9%

E&S 3 16 16%

R only 15 56 21%

E&R 9 54 14%

E&S 2 16 11%

R only 17 64 21%

2012/13

2013/14

Data Set 10:  Number of staff by career path

Staff by career path

2008/09

2009/10

2010/11

2011/12
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Our pipeline (Data Set 11a) shows unpredictability at Grade E, due to fixed-term contracts, and a drop-off 
point which affects engineering nationally.  We have positive movement at more senior grades with our 
first female Professor and a growing talent pool at Senior Lecturer and Associate Professor (Dataset 11b).   
To increase numbers of future female UG students, we are engaging and promoting Engineering careers to 
female secondary school students (page 45-46). 
 

 
 

Data Set 11a: Academic pipelines 2011/12 to 2013/14
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Data Set 11b: All staff by job salary grade breakdown over time.

Year Grade Female Male Total % Female

E 2 9 11 18%

F 2 14 16 13%

G 1 12 13 8%

H 0 4 4 0%

Professor 0 6 6 0%

E 7 22 29 24%

F 4 18 22 18%

G 2 17 19 11%

H 1 6 7 14%

Professor 0 10 10 0%

E 10 24 34 29%

F 3 28 31 10%

G 3 18 21 14%

H 1 5 6 17%

Professor 0 11 11 0%

E 14 31 45 31%

F 7 33 40 18%

G 3 18 21 14%

H 1 6 7 14%

Professor 0 14 14 0%

E 11 38 49 22%

F 8 35 43 19%

G 3 20 23 13%

H 1 6 7 14%

Professor 0 21 21 0%

E 11 42 53 21%

F 12 41 53 23%

G 2 22 24 8%

H 2 6 8 25%

Professor 1 23 24 4%

2013/14

Staff by grade

2008/09

2009/10

2010/11

2011/12

2012/13
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Turnover by grade and gender – comment on any differences between men and women in turnover and 
say what is being done to address this. Where the number of staff leaving is small, comment on the 
reasons why particular individuals left. 

 
Turnover is primarily due to fixed term externally funded contracts (Data Set 12a).  All leavers are invited to 
complete a University exit questionnaire with additional exit interviews offered to all academic leavers with 
the HoD and for researchers with their supervisors.  Take-up of this has been low, therefore the process has 
been reviewed to increase the rate of completion (AP3.7, AP1.2). 
 
Perception indicates that turnover among female academic staff seems to be higher than for male academic 
staff.  Anecdotally, we found that female staff have left to relocate with their academic partners.   
 
There are no trends by career path other than research (Data Set 12b). The University Researcher 
Development Team, offers ECRs additional support, 6 months before contracts end (AP5.9).   
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Data Set 12 a: Number of leavers by grade over time.

Year Grade Female Male % Female

E 1 5 17%

F 1 3 25%

G 0 0 n/a

H 0 0 n/a

Professor 0 1 0%

E 1 1 50%

F 0 1 0%

G 0 3 0%

H 0 1 0%

Professor 0 0 n/a

E 0 5 0%

F 0 0 n/a

G 0 1 0%

H 0 0 n/a

Professor 0 0 n/a

E 1 0 100%

F 0 0 n/a

G 0 0 n/a

H 0 0 n/a

Professor 0 0 n/a

E 1 5 17%

F 2 2 50%

G 0 1 0%

H 0 0 n/a

Professor 0 2 0%

E 2 1 67%

F 0 4 0%

G 0 0 n/a

H 0 0 n/a

Professor 0 0 n/a

2011/12

2012/13

2013/14

2008/09

2009/10

2010/11

Leavers by grade
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Word Count: 1978/2000 
 
 

Data Set 12b: Number of leavers by career path over time.

Year

Career 

Path Female Male % Female

E&R 1 3 25%

E&S 0 0 n/a

R only 1 7 13%

E&R 0 4 0%

E&S 0 0 n/a

R only 1 2 33%

E&R 0 0 n/a

E&S 0 2 0%

R only 0 4 0%

E&R 0 0 n/a

E&S 0 0 n/a

R only 1 0 100%

E&R 1 4 20%

E&S 0 1 0%

R only 2 5 29%

E&R 0 1 0%

E&S 0 1 0%

R only 2 3 40%

2013/14

Leavers by career path

2008/09

2009/10

2010/11

2011/12

2012/13
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4. Supporting and advancing women’s careers: maximum 5000 words 

Key career transition points - Provide data for the past three years (where possible with clearly labelled 
graphical illustrations) on the following with commentary on their significance and how they have 
affected action planning. 

Job application and success rates by gender and grade – comment on any differences in recruitment 
between men and women at any level and say what action is being taken to address this. 

 
In 2011 the University implemented e-Recruitment for E&S posts, expanding this in July 2014 to all posts 
(AP1.2).  We have a transparent selection process with template adverts, job descriptions and person 
specifications for all vacancies (AP4.2).  Each job also recognises education, pastoral and welfare roles. 
 
Data Set 13a shows, from 2011/12 to 2014/2015, the proportion of female applicants (8%-22%), females 
shortlisted (4%-41%) and subsequently appointed (11%-43%) increased significantly.  This resulted in an 
upward trend at all stages of recruitment giving a much improved picture. 
 

 
 
To attract female applicants we have: 
 
1. In 2012 enhanced the University’s “Working Here” web pages, with information on family friendly 

policies, staff profiles and testimonies and links to our Charter work. 
2. Charter information included on all advertisements (AP4.1). 
3. Supported unsuccessful internal applicants by offering the opportunity to speak about career plans 

(AP4.4). 
4. Encouraged ECRs to attend applicant presentations to gain an insight into the process (AP5.4). 

Data Set 13a: Total e-Applicants over time with success rates

Year Stage Female Male % Female

Applicants 9 75 11%

Shortlisted n/a n/a n/a

Appointed 0 4 0%

Applicants 13 156 8%

Shortlisted 1 22 4%

Appointed 1 8 11%

Applicants 20 137 13%

Shortlisted 2 20 9%

Appointed 1 9 10%

Applicants 8 55 13%

Shortlisted 3 10 23%

Appointed 2 1 67%

Applicants 21 75 22%

Shortlisted 7 10 41%

Appointed 3 4 43%

* Entered on the system up to 11/02/14

2014/15 *

E-recruitment

2010/11

2011/12

2012/13

2013/14
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5. Changed University chairs and interview panels’ guidance to include information on unintentional bias in 
recruitment and prompts for panels to reflect on (AP4.6). 

  
Data Set 13b shows an increasing trend of female appointments in ECR posts and within the E&R career 
pathway. 
 

 
 

Data Set 13b: Total New Starters by career path, grade and position over time

Year Career Path Grade Position Female Male Total % Female

E&R Grade F Lecturer 0 1 1 0%

E&S Grade F Lecturer 0 1 1 0%

Grade E Associate Research Fellow 2 9 11 18%

Grade F Research Fellow 0 2 2 0%

Grade F Lecturer 0 1 1 0%

Professor Professor 0 1 1 0%

Grade E Associate Lecturer 0 1 1 0%

Grade F Lecturer 0 2 2 0%

Grade E Associate Research Fellow 3 11 14 21%

Grade E Research Fellow 1 1 2 50%

Grade F Research Fellow (Proleptic) 1 0 1 100%

Grade F Lecturer 0 3 3 0%

Grade F Senior Lecturer 0 2 2 0%

Professor Professor 0 2 2 0%

E&S Grade F Lecturer (E&S) 1 1 2 50%

Associate Research Fellow 3 14 17 18%

Research Fellow 0 1 1 0%

Grade F Research Fellow 0 5 5 0%

Grade G Senior Research Fellow 1 1 2 50%

Grade F Lecturer 2 3 5 40%

Professor Professor 0 2 2 0%

Grade E Associate Lecturer 0 2 2 0%

Grade F Lecturer 1 3 4 25%

Grade G Senior Lecturer 0 1 1 0%

Associate Research Fellow 5 15 20 25%

Research Fellow 0 1 1 0%

Grade F Research Fellow 2 3 5 40%

Grade G Senior Research Fellow 0 1 1 0%

Grade F Lecturer 0 1 1 0%

Grade H Associate Professor 0 1 1 0%

Associate Dean (Research) 0 1 1 0%

Chair in RE/Clean Tech (ESI) 0 1 1 0%

Professor 0 3 3 0%

Grade F Lecturer 0 1 1 0%

Professor Professor 0 1 1 0%

Grade E Associate Research Fellow 6 21 27 22%

Grade F Research Fellow 1 4 5 20%

Grade G Senior Research Fellow 0 2 2 0%

Grade F Lecturer 2 5 7 29%

Professor Professor 1 1 2 50%

Grade F Lecturer 0 1 1 0%

Grade G Senior Lecturer 0 1 1 0%

Grade E Associate Research Fellow 5 20 25 20%

Associate Research Fellow 0 1 1 0%

Research Fellow 1 5 6 17%

2012/13

E&R

Professor

E&S

R only

2013/14

E&R

E&S

R only
Grade F

2010/11

E&R

R only

Grade E

2011/12

E&R

E&S

R only

Grade E

2008/09

R only

2009/10

E&R

E&S

R only
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Applications for promotion and success rates by gender and grade – comment on whether these differ 
for men and women and if they do explain what action may be taken. Where the number of women is 
small applicants may comment on specific examples of where women have been through the promotion 
process. Explain how potential candidates are identified. 

 
The Department holds data on applications considered under the promotion process and not for those who 
are not put forward.  With our support the percentage of female academic staff being considered is 
growing.  In the last two years 3 female staff have been promoted, compared to 1 in the preceding four 
years; 1 achieving Senior Lecturer, and 2 achieving Associate Professor (including 14/15 data).  
 
In 2014 the University reviewed the promotion process from Senior Lecturer through to Professor.  
Previously, applications could be made at any time, however staff asked for set application times.  This has 
been implemented, along with feedback from the EASWG to ensure gender inclusive promotion panels.   
 
An Academic Lead (AL) role was introduced in 2010, providing academic leadership.  In 2013 we changed the 
focus of this to provide support through mentoring, appraisals, managing workloads and supporting career 
progression.   
  
We ran 3 promotion workshops through August/September 2014 to encourage pro-active promotion 
planning (AP3.3).  Positive feedback was received and guidance/Q&As from each session are posted on the 
Charter webpages.  Further workshops are in development, specifically a female only workshop (AP3.3).  
Interview experience workshops were piloted in Streatham and Penryn and these will now be held annually 
(AP3.3). 
  
We have a range of support mechanisms to assist ECRs to progress, including developing ECRNs in Streatham 
and Penryn (AP3.9).  In response to staff feedback, informal discussion sessions are held fortnightly (AP3.11), 
providing opportunities for female staff and PhD students to discuss issues related to careers.  We now 
include ECRs in all AL meetings and at staff meetings (AP5.4). 
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Data Set 14: The number of promotions by grade over time.

Year Grade Female Male % Female

E - F 0 0 n/a

F - G 0 0 n/a

G - H 0 2 0%

H - Professor 0 0 n/a

E - F 0 0 n/a

F - G 1 2 33%

G - H 0 2 0%

H - Professor 0 0 n/a

E - F 0 1 0%

F - G 0 1 0%

G - H 0 0 n/a

H - Professor 0 1 0%

E - F 0 0 n/a

F - G 0 2 0%

G - H 0 1 0%

H - Professor 0 1 0%

E - F 2 0 100%

F - G 0 1 0%

G - H 0 2 0%

H - Professor 0 0 n/a

E - F 0 2 0%

F - G 0 0 n/a

G - H 1 0 100%

H - Professor 0 1 0%

Promotion by grade

2013/14

2008/09

2009/10

2010/11

2011/12

2012/13
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For each of the areas below, explain what the key issues are in the department, what steps have been 
taken to address any imbalances, what success/impact has been achieved so far and what additional 
steps may be needed. 

Recruitment of staff – comment on how the department’s recruitment processes ensure that female 
candidates are attracted to apply, and how the department ensures its short listing, selection processes 
and criteria comply with the University’s equal opportunities policies 

 
HR consulted with academic departments on the levels of academic roles, with template adverts, job 
descriptions and person specifications created for academic managers to ensure fair and equal criteria on 
which to select applicants (AP4.2).  Job advertisements and descriptions are independently checked by the 
College HR Business Partner (HRBP).  We have also: 
 
1. Required all Chairs of interview panels to complete recruitment and selection training.  All new staff will 

be asked to complete this before they recruit and by April 2015 24% of all staff (including ECRs) have 
completed this training (AP4.3). 

2. All panel members are asked to review applications against the published selection criteria and interview 
those who best match to ensure that we are not letting good female candidates slip through (AP4.6). 

3. We will have female representation on interview panels where possible (AP4.5) whilst ensuring balanced 
workloads for female staff (AP6.8).  

4. 79% of all our staff have completed the new enhanced Equality and Diversity online training (April 
2015) and all new staff will complete this as part of the induction programme (AP6.7).   

5. Applicants are given time at interview to speak informally to staff, and are encouraged to openly discuss 
flexible working and work life balance. 

 
 

Support for staff at key career transition points – having identified key areas of attrition of female staff 
in the department, comment on any interventions, programmes and activities that support women at the 
crucial stages, such as personal development training, opportunities for networking, mentoring 
programmes and leadership training. Identify which have been found to work best at the different career 
stages.  

 
Our development framework actions, below, are linked to our identified leaks in our pipeline data specifically 
an increase in female ECR staff and their subsequent career progression.  This is linked to our wish to increase 
female academic appointments, especially at Associate Professor and Professor.   
 

1. ECR Personal development training 
 
Our Researcher Development Programme supports ECRs and we actively worked with this team to ensure 
that training provision and support meets their needs (AP5.9).  During 2012/13 we contributed to a review 
of these programmes which were revised and enhanced with informed knowledge of our “pipeline” and 
feedback from focus groups and surveys.  The resulting engagement figures demonstrated an impressive 
increase from female ECRS: 80% female PGRs and 79% female ECRs accessed resources in 2012/13.  This year 
to date, we are seeing engagement at those levels after 1 term: 38% of female ECRs in Engineering against a 
College total of 36%, and 43% in Cornwall against a total 63%.  PGR engagement is also on the increase with 
67% females in Engineering against a College total 57%, and 63% females in Cornwall against a total 42%.  
 
The activities include: 
 

● Online induction session. 
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● Psychometric tests, to consider strengths, weaknesses and preferred learning/working styles. 
● ‘Researcher Career Explorer’ workshops. 
  

We have taken data from the University ECR survey (May 2013) to assess engagement: 78% of respondents 
reported feeling encouraged to engage in personal and career development (AP1.7).  The University 
Employment of Career Research Staff Survey 2013 (AP1.7) for the Code of Good Practice and for the HR 
Excellence in Research Award found:  

 
● The majority of respondents reported having seen details of their current post openly advertised. 
● 66% said they had received an appraisal. 
● Programmes like “Career Explorer” have proved highly successful, with 78% of respondents feeling 

encouraged to engage in personal and career development. 
  
We continue to promote these Programmes in newsletters and webpages (AP5.9, 6.2), and with support 
from the Engineering ECR Network (AP3.9).   

  
The University has implemented a “Researcher Toolkit” housing all research-relevant information, including 
e.g. female-only grants and training opportunities, guides for research staff taking family leave under the 
Research Council rules and a “returning to academia” in-house scheme (AP5.7). 

  
These results indicate an improving picture which reflects our increase in focus on ECRs and increased 
provision of learning and development (AP5.7, AP5.9). 
  

2. Other personal development training 
 

● We are funding an event entitled ‘Women in Science and Engineering Workshop’, which is being 
designed by one of our Researchers who has returned after a career break and a female academic 
who was an ECR (AP3.8). 

● We encourage staff in our E&S and E&R career paths to work towards a recognised teaching 
qualification (AP3.4). 

● We promote a Research First Week which provides ECRs with refresher sessions on support available 
for research grants (AP5.8). 

● Lecturers in the E&R pathway are appointed to a PDP of up to five years and their progression to 
Senior Lecturer status is confirmed upon successful completion of the programme.  Personal goals 
and objectives are agreed in line with a published framework (pro-rata for part-time staff). 

● Staff in the E&S career pathway have a defined and published criterion framework for progressing, 
linked to the Higher Education Academy Fellowship routes. 

  
3.  Opportunities for networking 

 

 A women’s early career network was piloted in 2012 in Penryn jointly between the Engineering, Bio-
sciences and Geography departments.  Following the pilot, the group expanded and is now open to 
men and women (AP3.9).  They organise social events, monthly meetings, workshops and training 
and promote training opportunities (AP 3.4) and resources available (AP5.7, AP5.9).  We have 
provided resource for this group to have a Twitter, Facebook and web presence. 

● We resourced informal networking sessions for female staff and PGR students (e.g. ‘Bring your mug’ 
and ‘Ask the Expert’) to encourage informal mentoring (AP3.11). 

● Networking events are held after seminar talks.  We found that female students and ECRs are more 
forthcoming in smaller groups.  Subject-specific networking also takes place at our annual PGR 
Conference. 

● The University’s Professorial Women’s Network is a cross-disciplinary network supporting retention 
of women in academia at all levels, including advice and support to those newly promoted and 
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established professors who have relocated from another Higher Education Institution.  Given our 
current small numbers of senior female staff, our active engagement with this group provides an 
ideal opportunity for peer networking (AP3.10). 

 
We will measure the effectiveness of these actions through a staff survey (AP1.5). 

  
4. Mentoring programmes 

 
Mentoring schemes for staff and students are advertised on our Charter webpages: 

 
● For undergraduates there is: peer student mentoring, “eXepert” which links students and graduates 

with Alumni for support; and career mentoring for students with experienced professionals as 
mentors (AP2.11). 

● In addition to mentoring support defined under Concordat and through Principal Investigators/ALs, 
ECRs obtain peer mentoring support via the ECR Networks. 

● PGR students’ mentoring (AP2.9).   
● To complement these, we consulted staff and students on whether a subject-specific scheme would 

be beneficial and we are introducing a new “One Step Beyond” peer mentoring scheme at all levels 
(UG-PGT-PGR-Staff) (AP2.10; AP3.6).  A mentoring champion has been appointed to take this forward 
as part of a College Mentoring Task and Finish Group.  We are also exploring the use of female 
mentors from our Industrial Advisory Group (AP8.3). 
 

5. Leadership training 
 

The Aurora leadership programme provides an opportunity for female staff to develop core leadership 
knowledge and skills.  We have invested resources in Aurora with one staff member attending in 2014 
with recurrent annual funding for this to continue (AP5.6). 

  
We are participating in a University ‘Leading Academics’ training programme to encourage and prepare 
female staff for leadership roles, e.g. Directors of Education/Research and HoD, to establish a gender 
inclusive talent pool for future leadership vacancies (AP5.6).  

  
6. Other 
 
We are actively engaged in the Springboard Programme (AP5.6) and are working as part of a University 
group to review the Sprint programme, following a pilot in autumn 2014 (AP2.17). 

 
 

CAREER DEVELOPMENT 

For each of the areas below, explain what the key issues are in the department, what steps have been 
taken to address any imbalances, what success/impact has been achieved so far and what additional 
steps may be needed. 

PROMOTION AND CAREER DEVELOPMENT – COMMENT ON THE APPRAISAL AND CAREER DEVELOPMENT PROCESS, AND 

PROMOTION CRITERIA AND WHETHER THESE TAKE INTO CONSIDERATION RESPONSIBILITIES FOR TEACHING, RESEARCH, 
ADMINISTRATION, PASTORAL WORK AND OUTREACH WORK; IS QUALITY OF WORK EMPHASISED OVER QUANTITY OF WORK? 

 
Promotion criteria are published online (AP3.2).  These criteria cover research, teaching, business and 
community relations, including outreach activities, widening participation, community engagement (e.g. 
open days, school visits, institute lectures) and, where applicable, staff pastoral roles (e.g. AL, mentor). 
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All staff are asked to complete a yearly appraisal, the Performance Development Review (PDR) (AP5.1).  We 
have improved completion rates from 36% (2013) to 70% (2014) and are delighted that amongst female 
staff, the uptake has positively improved from 19% (2013) to 70% (2014).  The Department recognises the 
work involved in and the value of conducting PDRs within our workload model (AP6.8).  Our PDR process was 
originally implemented across all career paths (including ECRs) in 2002.  It has been reviewed across the 
University three times since.  
 
To help staff in research grant applications, we run an internal grant application peer review process that 
provides experienced staff with feedback and advice from colleagues (AP5.5).  Our actions have resulted in 
3 ECRs achieving full-time academic staff positions.  
 
 

Induction and training – describe the support provided to new staff at all levels, as well as details of any 
gender equality training. To what extent are good employment practices in the institution, such as 
opportunities for networking, the flexible working policy, and professional and personal development 
opportunities promoted to staff from the outset? 

 
Induction is mandatory for new and existing staff moving to a new role (AP3.1).  Staff are informed on 
induction procedures in their appointment letters, allocated an induction facilitator and directed to the 
induction website prior to commencing.  Induction Facilitators are trained staff members working in the same 
location.   There are three levels to the induction process: University, College and job specific/Department. 
 
New staff members, including ECRs, have a ‘New Starter’ meeting with the HoD (AP3.1), with a follow-up one 
year later (AP3.1). 
 
There is a published code of practice, a 3 week induction timetable and checklist and supporting online 
documentation, which the Induction Facilitator and new staff member work through.  This is supplemented 
by an Information Guide which covers Organisation, Facilities, Policies and Procedures, campus specific 
information and to explain ‘university jargon’. 
 
All new staff (from ECRs to Professors) are invited to a University induction talk and lunch hosted by the Vice 
Chancellor and Deputy Vice Chancellors.  These provide an opportunity for staff to meet the senior team and 
hear first-hand the overarching strategic objectives of the University (A.P. 3.1), and to network.  
 
The monthly Research Speed Updating events promote networking of new staff by bringing together 
researchers and academics from across the University to exchange research ideas.  We are examining 
Department attendance by gender, getting feedback on its usefulness (AP3.12).  
 
At Department level:  
 
1. Our Charter initiatives are highlighted (AP3.1), including flexible working, core hours policy (AP7.2), 

family friendly policies (AP7.1, AP7.9-7.11) and support provided by the Parents’ and Carers’ Network 
(AP7.13).  

2. Our ECR network plays a helpful role in the induction process, enabling informal contact (AP3.9).  
3. New lecturers are invited to a termly informal buffet lunch with the College Dean (AP3.1).  
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Support for female students – describe the support (formal and informal) provided for female students to 
enable them to make the transition to a sustainable academic career, particularly from postgraduate to 
researcher, such as mentoring, seminars and pastoral support and the right to request a female personal 
tutor. Comment on whether these activities are run by female staff and how this work is formally 
recognised by the department. 

 
The University level ‘Career Zone’ (AP2.14) provides a range of support mechanisms from a dedicated careers 
team for students including: 
 

● Finding graduate-level jobs 
● Looking for part-time and casual work 
● Finding internship opportunities  
● Searching employability fact sheets and FAQs 
● Booking appointments with the careers service  
● Viewing upcoming careers drop-in sessions  
● Booking onto employability events 

 
Students are encouraged to take advantage of the ‘Profiling for Success’ scheme - an online personal and 
career development tool (AP2.14).  The main initiatives include: understanding values and learning style; 
evaluating career interests; identifying things students might find difficult and developing strategies to deal 
with these; and understanding how students relate to others in different situations (e.g. team work, 
leadership/management, socially).  
 
‘MyPGR’ (AP2.15) is an online tool for our PGR students which records meetings between students, 
supervisors and mentors.  ‘MyPGR’ specifies a minimum number of meetings (contact events) across the 
year.  The interface allows upload of documents and provides useful information about the students, drawn 
from the Student Records system.  
 
We now invite undergraduates to seminars of individual research groups, previously advertised only to staff, 
to promote interest in research careers (AP2.6).  We have an after-seminar Q&A session, where we 
particularly encourage female UGs to quiz female speakers on their career (AP2.6).  We have introduced a 
noticeboard dedicated to careers in academia (AP5.3), which is used to advertise vacancies for PhDs and 
lectureships.  Information on career pathways, including opportunities for research funding, such as for 
fellowships from within the UK and the EU, are provided. 
 
We are looking at our next steps to showcase more women’s events through our ECRN: staff returning from 
maternity leave; mock interviews for academic jobs and for RCUK and other research council panels (AP3.11).  
We will be surveying the group’s experiences of the network and obtaining feedback on possible future 
activities (AP3.9). 
 
In September 2012, CEMPS co-funded a female PhD student in Psychology to research our UG students 
(AP1.5).  The resulting data (March 2013 and March 2014) gave us results about ‘fit measures’, ‘perceived 
success’ and ‘reactions to Charter initiatives’.  These data have influenced our work.  In addition, a UG survey 
has been conducted to examine whether their study experiences depend on gender.  Our students reported 
less positive study experiences (e.g. being assigned gender specific roles in group projects) and career 
expectations as they progress through their studies, despite achieving better results in terms of degree 
classification.  In response, we have promoted role models from industry and academia both in the 
department and across the University (AP2.14, AP6.3, AP8.3).  We now issue guidance/information to all UGs 
at the start of each of their academic years to remind them of equality and diversity issues (AP6.10).  The 
most recent survey concluded that the initial pattern (i.e. female students’ experiences became less positive 
during the course of their degree) has considerably weakened and, in fact, did not reach statistical 
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significance for any of the variables.  This is evidence that our work on “fit” with staff and role modelling has 
positively and culturally changed, which has been shown as two very important predictors for advanced 
degree and career intentions. 
 
We will provide E&D training to all UG students (AP2.8) and are pleased to have anticipated this 
recommendation from the House of Commons review into ‘Women in Science’.  We utilise strong links to 
business both regionally, nationally and internationally e.g. Julie Hawkings, Head of Engineering at Centrax, 
regularly gives presentations to our third year students.  
 
 
Organisation and culture 
 

Provide data for the past three years (where possible with clearly labelled graphical illustrations) on the 
following with commentary on their significance and how they have affected action planning.  

Male and female representation on committees – provide a breakdown by committee and explain any 
differences between male and female representation. Explain how potential members are identified. 

 
Data Set 15 shows the composition by gender of our main committees.  Our CEG comprises academics and 
PS staff - academic staff serving on this group are the HoDs and Associate Deans (Education and Research).  
Under current University regulations these positions are occupied by Associate/full-Professors for a term of 
3 years.  We recognise that we have just in the last 18 months appointed/promoted females to these levels.  
When the roles next become vacant, we will be able to encourage applications from a wider pool. 
 
The appointment process for committees was previously through nomination by HoDs according to strategy 
(i.e. those who have experience and qualifications), with reference to the workload model to ensure fair 
loading (AP6.8).  From 1st August 2015 we will advertise positions annually (AP6.6).  Student-staff liaison 
committee (SSLC) representatives are monitored by the Associate Dean of Education and the HoD.  Student 
representatives on these committees are elected.  We note positively that the staff roles on the PGR and UG 
SSLCs are around a 50:50 gender split.   
 
The percentages of women reflect our work to provide female staff with opportunities at various stages in 
the pipeline to support their career progression.  Some of our committees are populated by post-probation 
staff and others require senior academic staff at Associate Professor/Professor levels.  As our female staff 
numbers grow, we will widen the pool of committee representatives. 
 
College Management Group is represented by staff at all levels.  In 2014 we appointed our first female AL.   
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Data Set 15: Committee Representation 2012-13 to 2014-15

2014-15 10 2 8 20%

2013-14 8 2 6 25%

2012-13 6 1 5 17%

2014-15 43 6 37 21%

2013-14 30 9 21 30%

2012-13 34 9 25 27%

2014-15 16 5 11 31%

2013-14 15 8 7 53%

2012-13 19 7 12 37%

2014-15 12 2 10 17%

2013-14 14 3 11 21%

2012-13 11 3 8 27%

2014-15 5 2 3 40%

2013-14 6 2 4 33%

2012-13 8 3 5 38%

2014-15 22 9 13 41%

2013-14 13 7 6 54%

2012-13 n/a n/a n/a n/a

2014-15 18 7 11 39%

2013-14 22 7 15 32%

2012-13 15 7 8 47%

2014-15 18 2 16 11%

2013-14 20 3 17 15%

2012-13 21 4 17 19%
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For each of the areas below, explain what the key issues are in the department, what steps have been 
taken to address any imbalances, what success/impact has been achieved so far and what additional 
steps may be needed. 

Female: male ratio of academic and research staff on fixed-term contracts and open-ended 
(permanent) contracts – comment on any differences between male and female staff representation on 
fixed-term contracts and say what is being done to address them. 

 
Increase in staffing between 2008/09 and 2012/13 reflect changes in the structure of the Department, 
expansion of research areas and subsequent grant awards (Data Set 16).  We have seen a significant positive 
improvement as a result of our actions, with the percentage of open-ended contracts awarded to women 
rising from 8% in 2008/09 to 15% in 2013/14.  We recognise that the percentage of females on open ended 
contracts is low, with more men in senior permanent positions.  There are more male staff on fixed term 
contracts, consistent with the gender ratio of ECAs.  Our career support for female staff applying for open 
ended vacancies is detailed on pages 35-37.  
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For each of the areas below, explain what the key issues are in the department, what steps have been 
taken to address any imbalances, what success/impact has been achieved so far and what additional 
steps may be needed. 

Representation on decision-making committees – comment on evidence of gender equality in the 
mechanism for selecting representatives. What evidence is there that women are encouraged to sit on a 
range of influential committees inside and outside the department? How is the issue of ‘committee 
overload’ addressed where there are small numbers of female staff? 

 
The primary committee for strategy and resources within the College is CEG.  The key issue in the Department 
is that CEG representation is narrow (see page 40).  We will be introducing a shadowing role to encourage 
the smaller number of female staff to engage in strategic decisions (AP6.6).  All staff participate in decision 

Data Set 16: Contract type for each gender over time.

Year Contract Female Male % Female

Fixed-term 4 23 15%

Open-ended 2 23 8%

Fixed-term 11 37 23%

Open-ended 3 36 8%

Fixed-term 12 34 26%

Open-ended 5 52 9%

Fixed-term 16 48 25%

Open-ended 9 54 14%

Fixed-term 15 63 19%

Open-ended 8 57 12%

Fixed-term 16 66 20%

Open-ended 12 68 15%
2013/14

Staff by contract type 

2008/09

2009/10

2010/11

2011/12

2012/13
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making via departmental staff meetings, now including ECRs (AP5.4).     
 
To address ‘committee overload’, the University revised its committee structure in 2007/08 and, as a result, 
various areas of University business, which had previously been governed by committee, are now governed 
through the new mechanism “dual assurance”.  This model minimises time spent in Committees whilst 
providing  assurance to Council that activity is well-managed and decisions have been reached following due 
process and consultation.   
 
 

Workload model – describe the systems in place to ensure that workload allocations, including pastoral 
and administrative responsibilities (including the responsibility for work on women and science) are taken 
into account at appraisal and in promotion criteria. Comment on the rotation of responsibilities e.g. 
responsibilities with a heavy workload and those that are seen as good for an individual’s career. 

 
We use an electronic workload planner to simplify workload management (AP6.8).  The system calculates 
each staff member’s workload across the academic year and presents the data against others, breaking 
workload down by research, teaching, supervision, mentoring, pastoral duties, and administration roles.  
Staff can be confident that their work is recorded and can compare their level of work against an average.  
Pastoral care and outreach work are recognised in the model, as well as during the appraisal process.  New 
Lecturers have a reduced teaching load for their first three years to allow them to establish their research 
and complete a teaching qualification. We assign additional workload hours to female staff members who 
have recruitment panel responsibilities as part of our drive to improve the gender balance during the 
appointments process (AP4.5).  Workload is pro-rata for part-time staff and workload for all staff is managed 
on a flexible basis for those with caring responsibilities.  
 
Most roles within the Department are rotated on a 3 year basis, in line with the HoD’s term of office.  Since 
August 2014 the HoD has appointed deputy roles to the Directors of Education and Research.  We now look 
closely at promotion candidates’ collegiality, asking them to demonstrate evidence, and recognise a wider 
range of roles within the Department.  AL positions are typically precursors to taking on higher administrative 
offices (HoD, Associate Dean).  We recognise the need to appoint more female ALs to enable better gender 
balance at senior management level and will pursue this through our promotion of leadership training 
schemes (AP5.6).   
 
 

Timing of departmental meetings and social gatherings – provide evidence of consideration for those 
with family responsibilities, for example what the department considers to be core hours and whether 
there is a more flexible system in place. 

 
All meetings and committees are, where possible, scheduled between 10am and 4pm (AP7.2).  Video 
conferencing is used extensively to include all staff whilst minimising travel time across geographical 
locations.  Where travel is required between campuses, meetings are scheduled between 11am and 3pm 
where possible (AP7.2).  We have altered our policy of holding all inaugural lectures in the evening by allowing 
staff to present at lunchtimes. 
 
There are regular social events with staff at all levels attending, such as weekly coffee mornings, Christmas 
lunch and summer barbecue, as well as team away-days to collectively canvass opinion and explore in a 
neutral environment directions for the Department.  All social gatherings are scheduled before 5pm. 
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Culture –demonstrate how the department is female-friendly and inclusive. ‘Culture’ refers to the 
language, behaviours and other informal interactions that characterise the atmosphere of the 
department, and includes all staff and students.  

 
As mentioned in Section 3, there is a different and equally positive culture across the campuses.  In Streatham 
there is a common room, used for all Departmental coffee mornings and ECR events.  In Penryn the physical 
layout of the campus means there are various smaller common areas which are used by multiple academic 
departments to enable networking internally.  
 
One key feature of the culture on both campuses is to celebrate success in all its forms.  This includes: 
announcements of PhD students who have successfully defended theses; news of research success by staff 
who have won awards; recognition on LinkedIn/Twitter; social events; and the announcement of new family 
members to enable all staff to send their good wishes and to recognise male and female staff with caring 
roles.  The HoD and Dean regularly contact people upon promotion to notify all staff of success.  The HoD 
makes regular visits to the Penryn campus and holds a monthly Skype meeting with all staff based there.  The 
HoD also has an open door policy, and makes himself available 1 lunchtime a week in the common room for 
open chat sessions. 
 
The Department uses social media to support research publicity and networking activities.  Our Press Office 
began reporting to Colleges the stories it features on the University website and the gender of the 
staff/students involved (AP6.3).  The first data-set between May 2013 and October 2014 showed 20% of 
stories showcased a female staff member or student – the College during this time had on average 27% 
combined female staff/students.  This has made us more aware that we need to highlight the achievements 
of female staff and students as role models (AP6.3).  
 
We implemented a formal Working Practices Policy in January 2015 (AP7.2).  We foster a supportive culture 
that recognises caring responsibilities are faced by both men and women, staff and students and caring can 
include caring for relatives as well as dependants and children.  In arranging internal and external events and 
conferences we incorporate E&D practices into a minimum standard checklist to encourage inclusivity.  In 
addition we have issued a clear statement on emails sent out of core-hours and that staff should be under 
no obligation to respond during these times.  
 
Looking beyond our internal culture to external influences, we are pleased to see others recognising the 
importance of women in key roles at every stage of the pipeline.  We were delighted to celebrate the 
appointment of Professor Frances Wall as the first female president of the Mineralogical Society of Great 
Britain and Ireland.  It is the second time she has been the first female to take on a prominent lead role, 
following her recent term as Head of CSM.  Prof Wall has said that she is “delighted and honoured” to be 
selected as the president of the Mineralogical Society and stated “I am surprised we haven’t had a woman 
president before – there are lots of excellent women scientists in the Society, but nevertheless it is a real 
honour.” 
 

Outreach activities – comment on the level of participation by female and male staff in outreach activities 
with schools and Colleges and other centres. Describe who the programmes are aimed at, and how this 
activity is formally recognised as part of the workload model and in appraisal and promotion processes. 

 
We recognise the value of outreach activities and have for many years seen outreach as a key way to 
encourage women into engineering.  Outreach activities are considered at all PDRs and promotion panels.  
This is reflected in the additional resource of a lead academic responsible for outreach (AP8.1) who 
coordinates activity and is supported by our PS Education Team.  Examples include:  
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1. Annual Future Engineers event, with Flybe and Exeter College, attracting 200 students from 20 
schools.  We are actively reviewing the gender balance of this event. 

2. We ran our third F1 in Schools this year.  We consciously promote female academic staff and 
students within the promotion material and are pleased to see an increase in female school pupils 
participating. 

3. Annual “Science in the Square” is a free multi-disciplinary event on the Penryn campus for children 
of all ages (and their parents) to experience science first-hand.  2 female scientists have taken the 
lead role in some of the interactive events for Engineering.  This community engagement engages 
children and parents in science and reinforces science careers as an option for females. 

4. Annual Big Bang South West – As with F1, we consciously promote female role models and are also 
seeing an increase in female school pupils participating. 

5. South Devon University Technical College (UTC), a partnership with South Devon College to create a 
UTC focusing on engineering, water and the environment for up to 600 students aged 14 – 18.   We 
believe this will increase the number of students progressing to Engineering and Science 
departments at Exeter by dispelling the myths surrounding traditional perceptions of Engineering 
career paths and showing the range of opportunities available (AP8.2).  

6. Participation in the third year of the Sidmouth Science Festival: CEMPS has allocated funding to 
working in partnership with the festival, particularly to celebrate ‘Ada Lovelace Day’ by profiling 
female scientists. 

7. We have invested £4,800 this term in start-up funding to introduce a RoboGals Exeter Chapter.  
This student-run organisation aims to increase female participation in engineering, science and 
technology through fun and educational initiatives aimed at girls in primary and secondary school 
(AP8.1). 
 

We plan to increase our engagement with female alumnae as role models, through our colloquia seminars 
(AP8.3; AP6.5). 
 
 

Flexibility and managing career breaks 

Provide data for the past three years (where possible with clearly labelled graphical illustrations) on the 
following with commentary on their significance and how they have affected action planning. 

Maternity return rate – comment on whether maternity return rate in the department has improved or 
deteriorated and any plans for further improvement. If the department is unable to provide a maternity 
return rate, please explain why. 

 
The policies for maternity leave are governed by employment legislation and University policy.  We ensure 
that staff and managers are aware of and actively promoting and supporting these, including: 
 

● Childcare vouchers (AP7.9) 
● Keeping in Touch Days (AP7.3) 
● Online maternity calculator (AP7.5) 
● Participation in the Parents’ and Carers’ Network (AP7.13) 
● Occupational Health support for pregnant staff, particularly those working in laboratories (AP7.7) 

 
The EASWG has been part of a University review (2012/13) of maternity and parental leave.  Following focus 
group feedback, enhanced provisions were implemented in January 2014.  As well as matching statutory 
Adoption Pay to University Maternity Pay, we now offer full pay for both weeks of Paternity Leave.  In our 
feedback to the University, we focussed on ECRs in relation to maternity leave, given services breaks due to 
fixed term contracts, and this resulted in the University policy being changed.  Qualifying service for 
University Maternity Pay has been reduced from 52 to 12 weeks.  We anticipate this will be most beneficial 
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for ECRs/ECAs. 
  

● Individual meetings are offered (and taken up) with the HRBP prior to commencing maternity leave 
(AP7.3) 

● Staff are offered the opportunity to meet with the Dean and/or HoD to discuss any aspect of their 
leave (AP7.4).  

 
Since commencing our Charter activities we are pleased to see an increase in maternity leave with a 100% 
return rate (Data Set 17).  Our actions have seen positive outputs – one returning staff member gaining 
promotion, another gaining an Associate Professor post. 
 

 
 
 

Paternity, adoption and parental leave uptake – comment on the uptake of paternity leave by grade and 
parental and adoption leave by gender and grade. Has this improved or deteriorated and what plans are 
there to improve further. 

 
As with maternity leave, since commencing the self-assessment process we have seen an increase in the 
number of paternity and parental leave uptake.  This demonstrates the knowledge level of leave options for 
both men and women and the Department is supportive of both parents taking time to be with their child. 
 
We are conscious of the challenges of childcare and fed into a University review of nursery provision.  
We have a nursery on the Streatham campus and an off campus nursery for Penryn, and are awaiting the 
outcome of a review into expanding provision.  
 

Data Set 17: Maternity leave over time

2008/09 0

2009/10 1

2010/11 0

2011/12 1

2012/13 2

2013/14 2
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Numbers of applications and success rates for flexible working by gender and grade - comment on any 
disparities. Where the number of women in the department is small applicants may wish to comment on 
specific examples. 

For each of the areas below, explain what the key issues are in the department, what steps have been 
taken to address any imbalances, what success/impact has been achieved so far and what additional 
steps may be needed. 

Flexible working – comment on the numbers of staff working flexibly and their grades and gender, 
whether there is a formal or informal system, the support and training provided for managers in 
promoting and managing flexible working arrangements, and how the department raises awareness of 
the options available. 

Data Set 18: Parental leave over time (Maternity/Paternity/Adoption).

Maternity

Year Career Path Grade F F M F M

2008/09 0 0 0 0 0

2009/10 R only Grade G 1 0 0 0 0

2010/11 0 0 0 0 0

E&R Grade G 0 0 1 0 1

R only Grade F 1 0 0 0 0

E&R Grade G 1 0 0 0 0

R only Grade E 0 0 1 0 0

E&R Grade F 0 0 1 0 0

R only Grade E 1 0 1 0 0

2011/12

2012/13

2013/14

Parental leave taken

Paternity Adoption
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Our ‘Working Here’ web pages promote flexible and part time working to potential applicants and we 
promote support available via several avenues, including the College Intranet and during induction (AP3.1).   
Our HoD leads this culture from the front, openly discussing the importance of family time and demonstrating 
this in his own actions. 
 
As part of the self-assessment, we reviewed data on part-time working, adjustments to teaching for carer 
responsibilities (our informal process for flexible working) as well as maternity return rates.  In addition to 
formal changes to their working pattern under employment legislation, staff have the option to adjust their 
teaching timetable to fit in with caring responsibilities, providing year on year flexibility.  This year we have 
been able to get data on this latter option which shows it is more favoured by male staff, with female staff 
opting for flexible working through part-time hours (Data Set 19).  As this is the first year we have this data, 
no conclusions have yet been reached. 
 

 
 
 

Cover for maternity and adoption leave and support on return – explain what the department does, 
beyond the University maternity policy package, to support female staff before they go on maternity leave, 
arrangements for covering work during absence, and to help them achieve a suitable work-life balance on 
their return. 

 
Work cover is arranged by the line manager in consultation with the employee prior to leave.  Open 
discussions, regarding opportunities for part-time or flexible working on return from leave, take place both 
prior to and after leave (AP7.3). 
 
Conscious of the complexity of Maternity, Paternity and Adoption Leave and Pay for staff RCUK funded 
grants, we have published guidance on this and there is a transparent procedure to requesting grant 
extensions and/or backfilling positions (Figure 6).   
 
We will be canvassing staff who have returned from maternity/paternity/adoption leave to collate feedback 
which will be used to inform future actions (AP7.4). 
 

Data Set 19: Working patterns and timetabling changes

F M F M F M F M

22 125 4 11 26 136 15% 8%

F M F M

11 66 0 2

All Engineering academic staff (snapshot at July 2014)

Full-time Part-time Total staff % Part-time

0% 3%

Timetabling – approved flexible working for those teaching

Total staff
Staff with flexible 

working

% staff with flexible 

working

F M
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Word Count: 4983/5000 
 
 
 

5.  Any other comments (Maximum 500 words) 

Please comment here on any other elements which are relevant to the application, e.g. other STEMM-
specific initiatives of special interest that have not been covered in the previous sections. Include any 
other relevant data (e.g. results from staff surveys), provide a commentary on it and indicate how it is 
planned to address any gender disparities identified. 

 
Supporting & advancing women's careers 
 
We are aware that the mobile nature of grants (including fellowship grants) is under debate at present, 
following the House of Commons Science and Technology Committee: Women in scientific careers HC 701 
(February 2014), in which the report stated "International collaboration brings the benefits to science but 
requiring researchers to relocate is not the only way to promote it. We suggest that research funders should 
remove from fellowship conditions any requirements for researchers to move institutes or country and 
instead providing funding for shorter visits to other institutes for collaboration purposes. We recommend 
that researcher funders work with Higher Education Institutions to create funding for permanent post-doc 
positions."  Until the nature of research funding changes we will endeavour to ensure that we provide the 
maximum support and training to encourage international female colleagues to progress in their academic 
careers. 
 
Linked to this we are focusing our attention on data related to our research grants (applications and awards). 
We are now monitoring research grant applications and awards by investigator and have gender data 
spanning four years.  We will analyse this data by grade and career path to identify whether there are any 
trends and what action should be taken.  This links to supporting those in early career stages where it is 
particularly important to have opportunities to join research teams, applying for funding and to progress to 

Figure 6: Support for grant funded staff
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the stage of being Principal Investigators on grant applications and full academic posts.  We strongly 
encourage this and will be considering what further work we need to do in this area. 
 
Word Count: 257/500 
 
 
 

6. Action plan (see appendix) 

Provide an action plan as an appendix. An action plan template is available on the Athena SWAN 
website. 
The Action Plan should be a table or a spreadsheet comprising actions to address the priorities 
identified by the analysis of relevant data presented in this application, success/outcome 
measures, the post holder responsible for each action and a timeline for completion. The plan 
should cover current initiatives and your aspirations for the next three years. 
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Appendix:  Action plan 
 
College of Engineering Mathematics and Physical Sciences, Engineering- Athena SWAN Action Plan 2014 – 2018 
 
Introduction  
 
This action plan forms part of the Engineering Athena SWAN Departmental Bronze Award application. This document is more than an appendix to the 
application; it is a road map that Engineering will use to track, monitor and review the progress and impact of agreed measures. The action plan will be 
updated three times per year for discussion at the Engineering ASWG.  Additionally the overall plan will be submitted to the College’s Senior Management 
Team annually and reported through the University ASWG to the Equality and Diversity Dual Assurance Committee and ultimately to the Vice Chancellor’s 
Executive Group.  
 
Consultation  
 
There have been a number of methods of staff and student consultation; recurrent and single events. These include focus groups and staff/student surveys. 
Those actions marked ** are as a direct result of consultation arising from Engineering ASWG work since September 2012. 
 
Objectives  
 
As part of the self-assessment process nine broad objectives were identified.  
1.    Gathering and Assessing data  
2.    Supporting Undergraduate and Postgraduate students  
3.    Providing Support around Key Career Transition Points  
4.    Ensuring Fairness, Transparency and Competence in relation to Staff Appointments  
5.    Supporting Career Development Opportunities for Staff  
6.    Ensuring a Fair and Open Departmental Organisation and Culture  
7.    Providing Quality Maternity/Adoption/Paternity/Carer and Flexible Working Opportunities 
8.    Ensuring a Gender Balance in Outreach Activities  
9.    Providing Good Communication Channels and Opportunities to Share and Adopt Best Practice     
 
The action plan is constructed around these nine objectives.  
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Ref Action 
 
Specific: 
Issue/gap/objective 
requiring action 

Progress to date 
 
Achievable: clearly stated and 
communicated widely 

Responsibility 
 
Specific: 
ownership 

Date (to be) 
implemented 

Recurrent / 
review date  
(if required) 

Success Measure  
(monitoring mechanisms and 
indices of success) 

1 Gathering and Assessing Data 

1.1 Monitoring of data to 
reflect on the impact of 
interventions, identify 
possible problems and 
assess the impact of 
strategies put in place. 
 

Initial data gathering completed 
in September 2012. 
 
EASWG has received 4 data 
packs. 
 
We now monitor the 
Destination of Leavers in Higher 
Education (DLHE) data  
 
 

E&D Data 
Administrator 
 
EASWG with 
Chair ensuring 
reflection takes 
place 
 
 

September 
2012 

Data updated 
twice per 
year 2013-
2017 

Monitoring mechanism: 
Report to CEG on findings. 
 
Indices of success: 
Clear data available on all 
elements of the pipeline. 
 
Annual checks that the 
measures implemented are 
having the positive impact we 
anticipated and, if not, 
reflecting on what changes 
need to be made.  

1.2 Identify areas where 
more data is needed and 
ensure this is available in 
the future. 

Data now provided on e-
recruitment of researcher posts 
(from July 2014) and timetabling 
adjustments for parents and 
carers (October 2014). 

EASWG/E&D 
Data 
Administrator 
 

 

September 
2012 

Data updated 
twice per 
year 2014-
2017 

Monitoring mechanism: 
Data analysed by EASWG 
 
Indices of success: 
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Increased granularity of data 
enabling identification of 
gender issues. 
 
Ability to target key issues on 
the basis of data. 
 
Enhanced monitoring of gender 
ratios throughout the 
Department. 

1.3 Interpret, monitor and 
report the progress of the 
Action Plan with 
recommendations for 
future change and 
improvement.  

Successful flagged actions to 
secure budget allocations to 
implement 

Chair of 
EASWG/HoD  

January 2013 Twice per 
year for the 
Engineering 
EASWG with 
an  annual 
report to 
CEMPS CEG 

Monitoring mechanism: 
Annual report to CEG 
 
Indices of success: 
Recommendations allocated to 
the action plan are included in 
the CEMPS business plan and 
that progress is being made on 
the action plan. 
 
Policy changes enacted by CEG 
and communicated to all staff. 

1.4 
** 
 
 

Develop targeted focus 
groups with staff and 
students in response to 
the analysis data. 

Focus groups set up: 
Education, training & outreach; 
families, caring & work-life 
balance; careers, promotion and 
recruitment.   
Female final year students; 
feedback on their experiences, 

EASWG December 
2013 
 
November 
2014 Penryn 
staff focus 
group, review 

December 
2014 and 
December 
2016 

Monitoring mechanism: 
Focus group leads to provide 
summary report to EASWG. 
 
Indices of success: 
Focus groups successfully 
established. 
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particularly on being in a male-
dominated environment. 

document 
created 

Feedback incorporated into 
future recommendations and 
action plan. 

1.5 
** 

Review the data from the 
two Athena SWAN 
surveys to interpret data 
and identify relevant 
recommendations for 
Engineering. 
 

Initial survey data collected and 
reviewed in March 2013. 
Follow up survey launched in 
January 2014 with data received 
March 2014. 
 
New student survey issued Feb 
2015 and staff survey in March 
2015. 

Thekla 
Morgenroth, 
Psychology PhD 
Student / 
EASWG 
 

September 
2012 

September 
2015 

Monitoring mechanism: 
AP1.1 
 
Indices of success: 
Identify gender priorities (see 
AP1.2) 
 
Provision of comparison data 
from across the institution.  
 
Communication of outcomes to 
staff and students in place.  

1.6 Perform regular Equal 
Pay Audits to monitor any 
gender pay gap. 

Equal pay audits carried out 
annually since 2006. 
 
Outcomes reporting through 
E&D committees and to Deans.  
Additional information now 
provided to Remuneration 
Committee. 

Director of HR 2006 
(Reviewed 
2012)   

Embedded Monitoring mechanism: 
EASWG receive and review 
annual report from HR 
 
Indices of success: 
Equal pay has reduced the 
overall pay gap to 2.95%. 
 

1.7 Perform a University 
wide survey of research 
fellows to assess how 
effectively the University 
is implementing the Code 
of Good Practice for the 

First survey completed in May 
2013 and analysed by HoD.  
Upcoming survey in 2015 will be 
examined by EASWG.  
 
 

Assistant 
Director 
(Learning and 
Development) 

May 2013 May 2015, 
May 2017 

Monitoring mechanism: 
Report on survey feedback to 
EASWG. 
 
Indices of success: 
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Employment of Career 
Research 

Provision of findings for 
consideration by the EASWG to 
identify future actions. 
 
Increase in applications from 
existing fellows for permanent 
positions. 

2 Supporting Undergraduate and Postgraduate Students 

2.1 
 

Improve promotional 
material in prospectuses 
to attract female 
applicants to 
undergraduate and 
postgraduate courses. 
 
 
 

Support and interaction with 
other female students was 
viewed as important in the UG 
survey. 
 
Prospectus reviewed for 
unintentional bias and updated 
January 2014. 
Guidelines given to Marketing 
team for future publications 
including use of images/role 
models. This is informed in part 
by the responses from the 
Athena SWAN UG survey. 
 
Outward-facing web pages 
reviewed in January 2013 and 
updated to demonstrate 
commitment to the Athena 
SWAN Charter. 
 

Associate Dean 
of Education 
and College 
Marketing 
Manager 

January 2013 Annually 
thereafter 
April 2014-
2018 

Monitoring mechanism: 
All promotional material 
reviewed at a fixed time during 
the year at the EASWG and via 
AP1.1. 
 
Current female UGs canvassed 
to establish what positive and 
negative perceptions they hold 
of our recruitment process. 
 
Indices of success: 
Increase in applications from 
prospective female students: 
UG numbers to 20% by 2017 
(currently 15%); PGT numbers 
to 30% by 2017 (currently 26%) 
and PGR numbers to 30% 
(currently 25%). 
 
Better feedback on recruitment 
process from female students. 
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Creation of publicity information 
and posters around the 
department. 

2.2 Grow female 
undergraduate 
conversion rates from 
offer to accept to address 
gender balance. 

More female ambassadors and 
academic staff involved on Offer 
Holder Visit Days.  
 
All female prospective students 
are interviewed by a female 
member of staff (taking into 
account workload allocation).  
 
UG offer packs include Athena 
SWAN references, female 
alumnae profiles and support 
available to female.  

Admissions 
Tutors 

May 2013 Reviewed 
annually to 
2017 

Monitoring mechanism: 
Open Day feedback forms. 
 
Indices of success: 
Target of 50% female-friendly 
images in all publicity material 
by 2016. 
 
At least one female member of 
academic staff available at 
Open Days and Offer Holder 
Visit Days; at least 30% female 
undergraduate ambassadors on 
these occasions.  
 
Increase in percentage of 
accepts to 25% (currently 21%) 
by 2017. 

2.3 
** 

Ensure an inclusive 
culture at Open Days and 
Offer Holder Visit Days by 
showcasing female role 
models through the range 
of career and study 
pathways. 

Athena SWAN display stand at 
Open Days with related  
publicity materials. 
 
‘Women in Engineering through 
the ages’ at events.  
 
 

Student 
Recruitment 
Manager / 
Admissions 
Tutor 

August 2013 Annual 
Review to 
2017 

Monitoring mechanism: 
Open Days’ and Offer Holder 
Visit Days’ programmes taking 
into account Athena SWAN 
issues reviewed by student 
recruitment team. 
 
Indices of success: 
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Increase in applications from 
prospective female students: 
UG numbers to 20% by 2017 
(currently 15%); PGT numbers 
to 30% by 2017 (currently 26%) 
and PGR numbers to 30% 
(currently 25%). 

2.4 Work with INTO on 
Foundation degree 
recruitment to improve 
gender balance. 

INTO representative invited to 
join EASWG.  
 
All material for college 
recruitment (INTO-related 
overseas trips, meetings with 
INTO country representatives) 
will include Athena SWAN 
information. 

Associate Dean 
of Education / 
INTO Rep 

Sept 2009 Review 
September 
2014, then 
annually. 

Monitoring mechanism: 
Report on data and activities 
from INTO representative. 
 
Indices of success: 
Increased numbers of female 
INTO students progressing to 
Engineering programmes to 
85% (currently 78%) by 2017.  

2.5 Improve numbers of 
female Exeter 
undergraduates taking up 
Masters (MSc) 
programmes at Exeter. 

Scholarships/reduced fees 
offered via the Postgraduate 
Support Scheme and gender 
balance is enforced for panels 
awarding scholarships. 
 
Postgraduate Promotion Fair 
highlighting PGT/R programmes. 
UGs invited and female MSc 
students participate by 
discussing their dissertation 
project. 

Assistant 
College 
Manager 
External Affairs 
 
MSc course 
leaders 

Sept 2011  Annually in 
December. 

Monitoring mechanism: AP 1.1 
 
Indices of success: 
All UG students aware of 
opportunities and support 
mechanisms for further study. 
 
Increase in female applications 
to 30% by 2017 (currently 26%). 
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2.6 
 

Increase engagement 
with research 
communities to 
encourage more female 
students to consider an 
academic career. 

All UG students are now invited 
to research seminars. 
 
After seminar Q&A session in 
place, where we particularly 
encourage female UGs to quiz 
female role models on their 
career 

Academic Leads March 2014 Annually in 
March 2015-
2017 

Monitoring mechanism: 
Feedback through attendance 
screening and focus groups. 
 
Indices of success: 
Attendance registration process 
implemented. 
 
Increased attendance by female 
UGs at research seminars. 

2.7 Monitor the ongoing 
recruitment process for 
PhD opportunities to 
ensure a gender blind 
process and encourage 
UGs to apply for 
opportunities. 

We have reviewed the 
recruitment process for PhD 
opportunities (part of a 
University-wide review of the 
process) in May 2014. 

EASWG, 
University 
EASWG, 
University 
Graduate 
Faculty 

Review 
commenced 
May 2014 

Annual 
monitoring in 
July 2015-
2018.  

Monitoring mechanism: 
Adverts collated throughout the 
year and reviewed by EASWG. 
 
Indices of success: 
Improved gender balance of 
PhD students in the 
department: increase in 
females to 30% (currently 25%) 
by 2018. 

2.8 Provide equality and 
diversity training to 
undergraduate students 
for greater awareness of 
issues. 

E&D training will be provided as 
part of professional skills 
training in first and second years 
(modules ECM1101 and 
ECM2112). 
 
The online E&D training course 
for staff is currently being 
reviewed to assess online 
learning for students. 

Module leaders 
 
 
 
 
 
Central E&D 
Team 
 

Academic 
year 
2015/2016 
 
 
 
January 2015 

Modules will 
run each year 
 
 
 
 
January 2016 

Monitoring mechanism: 
Report received by EASWG on 
completion rates from Module 
Leaders. 
 
Indices of success: 
Exeter graduates are able to act 
as agents of change in their 
future careers.  
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100% completion of training 
and levels of engagement 
amongst undergraduates. 

2.9 
** 

Implement a mentoring 
scheme for PGR students 
to support their career 
development. 

Every PGR has a mentor. From 
Autumn 2014 each new PGR 
student is required to find a 
suitable mentor with help from 
the PGR co-ordinator. 

PGR coordinator September 
2014 

Annually 
September 
2015-2018 

Monitoring mechanism: 
‘MyPGR’ updated with 
mentoring report. 
 
Feedback monitored by EASWG 
in association with Research 
Committee. 
 
Indices of success: 
All PGRs assigned a mentor. 
Option to access a female 
mentor available. 
 
Better communication between 
staff and a greater 
understanding of possible 
careers in academia. 

2.10
** 

Implement a peer 
mentoring system for 
Undergraduate and 
Postgraduate Taught 
students to support their 
development. 

Identify and implement peer 
mentoring (“one-Step-Beyond”) 
for students. 

Mentoring 
Champion  

August 2014 
 
 
 

August 2015 
with Annual 
review 2016-
2018 
 

Monitoring mechanism: 
Progression figures monitored.  
 
 
Indices of success: 
Data captured on uptake. 
 
Feedback gained from mentors 
and mentees via questionnaire. 
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2.11 Encourage female 
students to make use of 
the Career Mentor 
Scheme. 

Career Mentor Scheme 
implemented.  
 
 

Careerzone / 
EASWG 

May 2013 Annual 
review in 
October 
2015-18 

Monitoring mechanism: 
Report from DARO on uptake 
data reviewed by EASWG. 
 
Indices of success: 
Positive impact on female 
student career progression in 
academia. 
 
Continue to increase in 
applications from students. 
2012-13 11 students applied to 
the scheme (8 male; 3 female) 
which increased in 2013-14 to 
59 students (34 male; 25 
female).   

2.12 
 
 

Review Induction 
materials for UG and PG 
students. 
 

We have added information in 
the induction materials 
specifically on Harassment, 
Athena SWAN programme and 
SPRINT and Springboard 
Development Programme. 

Programme 
Directors and 
Student Services 
Manager 

September 
2014 

Annual 
review in 
November 
2015-2018 

Monitoring mechanism: 
Feedback collated by EASWG 
and reviewed. 
 
Indices of success: 
Clear information provided on 
the support for female students 
and career path options. 

2.13 
 

Ensure information on 
support mechanisms is 
easily accessible to UG 
and PG students who are 
balancing studies and 
family responsibilities. 

Promote the Parents’ and 
Carers’ Network during 
Welcome Week 

Student Services 
Manager /  
Admissions 
Tutor 
 

Welcome 
Week 
2014/15 

Recurrent 
event 

Monitoring mechanism: 
Information reviewed by 
EASWG. 
 
Indices of success: 
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 Director of 
Education 

Positive feedback from students 
from focus groups 

2.14
** 

Promote careers for 
women in Engineering at 
all levels. 
 

“Profiling for Success” career 
planning development tool. 
 
Profiles of female role models at 
every career stage on the 
website, in publicity and 
celebration events e.g. 
International Women’s Day 
 
Details of the MSc programmes 
as part of the careers advice 
centre ‘Careerzone’. 
  
 
A celebration of women in 
science on the Penryn Campus 
March 2015. 

Employability 
Team, Personal 
Tutors, PGR Co-
ordinator, 
Directors of 
Education 
 
 
 
Careerzone 
 
 
 
 
WISA 
 

October 2014 
 
 
 
 
 
 
 
 
October 2013 
 
 
 
 
March 2015 

Annual 
monitoring to 
2017 
 
 
 
 
 
 
Annually 
reviewed in 
March 2015-
2018 
 
Annually in 
March 2016-
2018 

Monitoring mechanism: 
Report on uptake received by 
EASWG. 
 
Promotion information 
reviewed by EASWG. 
 
Indices of success: 
Better information for females 
looking for careers in 
Engineering, take up of tools 
provided to aid this.  

2.15 Ensure PGR students are 
supported and 
monitored. 
 

‘MyPGR’ system implemented 
as an online mechanism for 
monitoring and support. 

Director of PGR 
/ Postgraduate 
Student Team 

August 2012 Annual 
monitoring 
each 
September 

Monitoring mechanism: 
Report from Research 
Committee on Charter Issues 
arising from MyPGR received by 
EASWG. 
 
Indices of success: 
100% of students use the 
system 
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Enhanced monitoring and 
tracking of the supervision and 
support for PGR students.   
 
Improved quality of supervision 
and completion rate for PhD 
students. 

2.16 
 

Promote programmes to 
female students by 
underlining non-
traditional engineering 
routes in course content. 
 

Currently in process of 
reviewing UG and PGT courses. 

Directors of 
Education / HoD 

September 
2014 

Annually June 
2015-2018 

Monitoring mechanism: 
Course content reviewed by 
EASWG 
 
Indices of success: 
Increase in applications from 
prospective female students: 
UG numbers to 20% by 2017 
(currently 15%); PGT numbers 
to 30% by 2017 (currently 26%) 
and PGR numbers to 30% 
(currently 25%). 

2.17 Pilot the Sprint Student 
Programme 

Sprint: professional 
development programme for 
undergraduate women. 
 

EASWG / 
UASWG 

September 
2014 

September 
2015 

Monitoring mechanism: 
Feedback gathered from Sprint 
Pilot. 
 
Indices of success: 
Recurrent funding secured and 
scheme rolled out to all female 
students 

3 Providing Support at Key Career Transition Points  
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3.1 Provide a formal 
University/Departmental 
induction for all new 
staff, to promote 
inclusivity and sense of 
belonging in institution.   

Induction Facilitator allocated to 
all new staff. 
 
Meetings with the HoD; new 
starter meetings with the Dean; 
informal buffet lunch for new 
lecturers and lunch with the 
Vice Chancellor.   
 
Charter initiatives highlighted in 
inductions and online materials. 

HRBP 
 
 
HoD, Dean 
 
 
 
 
 
Athena SWAN 
Officer 

September 
2003 
 
September 
2012 
 
 
 
 
August 2014 

Annual 
review in 
November 
2015-18  
 
 
 
 
 
Annual 
review in 
August 2015-
2018 

Monitoring mechanism: 
Induction feedback evaluated 
for any gender specific issues by 
the EASWG. 
 
Indices of success: 
Newly appointed staff surveyed 
on probation on their induction 
experiences. 
 
 

3.2 Publish promotion 
criteria for each career 
path. 

Promotion criteria published. 
 
Promotion criteria currently 
being reviewed.  EASWG have 
provided feedback as part of 
University consultation. 

Central HR 
 
Central HR in 
consultation 
with College(s) 

October 2006 
 
April 2014 

Embedded 
 
April 2015 
consultation 
with staff on 
phase one. 

Indices of success: 
Transparent promotion criteria 
 
Positive feedback from next 
Employee Engagement Survey. 

3.3 
** 
 

Support for promotion 
with annual workshops  
focussing on: 
(a) Interview experience 
(b) promotion criteria 

and process 
 
 
 
  

Pilot an interview experience 
workshop.  Positive feedback 
received and will now be rolled 
out annually. 
 
3 promotion workshops took 
place in August/September 
2014. 
  

Dean 
 
 
 
 
HRBP / ECRN 

October 2013 
(Streatham) 
Feb 2014 
(Penryn) 
 
July 2014 

Annually in 
October 
2015-2018 
 
 
Annually July 
2015-18 

Monitoring mechanism: 
Uptake and feedback from 
attendees. 
 
Indices of success: 
Increase in the number of 
female staff applying for and 
attaining promotion. 
 
Improved knowledge about the 
interview process and 
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promotion criteria, feedback 
obtained from 

3.4 Promote the resources 
available for those 
choosing the education 
career path, targeting 
ECAs. 

Information sessions for 
postgraduates and ECAs 
implemented on the options for 
teaching qualifications. 

Educational 
Enhancement 
Unit/EASWG 

April 2013  Annually 
April 2015-18 

Monitoring mechanism: 
Training reports to encourage 
uptake.  
 
Indices of success: 
Greater take-up of training 
events for and the attainment 
of teaching qualifications. 
 
Increased uptake of support for 
staff at critical career points. 

3.5 Implement an Annual 
Postgraduate Research 
Showcase to improve PGR 
skills and confidence. 
 
 

Implemented. All PGRs students 
are invited to attend and to 
submit posters. 

Director of PGR April 2013 Annual 
review in 
April 2014-17 

Monitoring mechanism: 
Gender monitoring of applicant 
by EASWG.  
 
Indices of success: 
In the Penryn showcase 3 (out 
of 3) females won prizes for 
Oral presentation category and 
1 (out of 3) for Posters. 2 of 
these students have gone on to 
win prizes at other prestigious 
external conferences. 

3.6 
** 

Implement a mentoring 
system for staff to 
develop staff careers and 
assist them in promotion. 

Mentoring champion appointed 
for peer mentoring scheme. 

EASWG / 
Mentoring 
Champion  

Implementati
on for 
2015/16 

Annual 
review in 
August 2016-
18  

Monitoring mechanism: 
Feedback and uptake of the 
scheme assessed by EASWG. 
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Academic 
Year 

Indices of success: 
Fit for purpose mentoring 
scheme in place for academic 
year 2015/16. 
 
Females mentors available. 

3.7 Implement and promote 
exit questionnaires to 
every leaver to identify 
any gender related issues. 

Reviewed questionnaire and 
procedures were implemented 
in January 2014. 

HR Policy 
Advisor 

Revised 
process April 
2014 

Annual 
Monitoring in 
May 2015-18  

Monitoring mechanism: 
Questionnaires summarised 
and any issues raised 
anonymously with EASWG. 
 
Indices of success: 
An enhanced understanding of  
reasons for staff leaving 
Identification of any gender or 
work-life balance issues leading 
to staff leaving. 

3.8 
** 

Establish, promote and 
maintain a ‘Women in 
Science and Academia’ 
(WISA) network to 
promote networking 
amongst female 
academics at all levels and 
provide opportunities to 
learn from experiences of 
senior colleagues. 
 

Pilot network implemented in 
Penryn. Positive feedback 
received and activities set up, 
including workshops. 
  
Expand Network to Streatham 
Campus. 

WISA network 
leaders 
 
 
 
Athena SWAN 
Project Officer 

November 
2012 
 
 
 
June 2016 

June 2015-18 
 
 
 
 
 
 
 
 
 

Monitoring mechanism: 
Report received on activities of 
WISA at EASWG meetings. 
 
Indices of success: 
Positive feedback obtained and 
new activities developed. 
 
Ongoing activities and future 
workshops developed. 
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3.9 Establish, promote and 
maintain an Early Career 
Researcher Network 
(ECRN) to provide 
networking, career 
development and social 
activities. 

Network implemented and 
active with face to face 
meetings/events (including 
women only events) and social 
network presence. 

ECRN 
committees at 
both campuses, 
including 
Engineering rep 

Pilot (Penryn) 
launched July 
2013 
 
Streatham 
launch June 
2014 
 
 
 
 
 
 
 
 
 

Embedded Monitoring mechanism: 
Report received from ECRN rep 
by EASWG. 
 
Indices of success: 
Resources allocated in the 
business plan. 
 
Time allocated to ECRN reps in 
the workload model. 
 
Thriving ECRNs on both 
campuses providing events and 
support for ECRs. 
 
Increased career transition 
support for ECRs. 

3.10 Participate in the 
‘Professorial Women’s 
Network’. 

Encourage engagement with 
department staff. 
 

Profs Britten 
and Ryan 

March 2014 Embedded 
 
 

Monitoring mechanism: 
Uptake reviewed by EASWG. 
 
Indices of success: 
Better sharing of best practices 
and experiences amongst 
female staff. 
 
Support to increase number of 
female professors in 
department from 4% to 8% by 
2018. 
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3.11
** 

Hold informal sessions for 
women 
researchers/academics to 
enable socializing and 
networking. 

10 informal events held (e.g. 
coffee mornings) for all female 
staff from PhD to professorial 
level each term. 
 

ECRN Dec 2013 Annual 
review of 
event June 
2015-18 

Monitoring mechanism: 
Report received by EASWG 
from ECRN rep. 
 
Indices of success: 
Increased networking at all 
levels amongst female staff, 
enhancing the formal support 
provided within the 
department. 

3.12 Improve gender balance 
at Research Speed 
Updating event and 
monitor feedback. 

 EASWG June 2015 Annual 
review in 
June 2016-18 

Monitoring mechanism: 
Gender balance uptake 
reviewed by EASWG. 
 
Feedback reviewed from new 
starters on usefulness of the 
event. 
 
Indices of success: 
Improved gender balance of 
existing staff members. 

3.13 Review female staff CVs 
to encourage applications 
for promotion. 
 
 
 

New policy agreed by CEG to be 
implemented in 2015.Female 
staff CVs reviewed by HoD. 
 
 
 

HoD 
 
 
 
 

July 2015 Annual 
review in July 
2016-18 

Monitoring mechanism: 
AP1.1 
 
Indices of success: 
Raised awareness amongst all 
staff of the criteria and 
opportunities for promotion 
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Increase in the number of 
female staff applying for and 
attaining promotion through all 
career paths. 

4 Ensuring Fair, Transparent and Competent Staff Appointment Procedures  

4.1 Promote Charter 
activities in all job adverts 
to encourage female 
applicants. 
 

All adverts updated with Charter 
text. 

HRBP January 
2013 

Annual 
monitoring in 
June 2015-18 

Monitoring mechanism: 
Adverts collated and 
throughout the year and 
reviewed by EASWG. 
 
Indices of success: 
100% of job adverts in all career 
paths have reference to the 
Charter and links to support 
mechanisms. 

4.2 Ensure the criteria for 
selecting applicants for 
vacant posts is consistent, 
fair and adheres to 
Equality Policies. 
 

Template adverts, job 
descriptions and person 
specifications are in place for all 
appointments, including ECR 
posts, providing transparent 
selection criterion.   

HR Services and 
recruiting 
academic line 
managers 

June 2011 Annual 
review in 
June. 

Monitoring mechanism: 
Policies monitored by EASWG 
and any issues raised and 
reported to CEG. 
 
 
Indices of success: 
100% of vacancies (all career 
paths) have published 
transparent criterion for 
selection. 
  
Staff surveyed on their 
understanding of processes. 
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Proportion of female 
appointments compared to 
applications monitored. 

4.3 
 
 

All members of staff on 
recruitment panels to 
undertake ‘Recruitment 
and Selection’ training. 
 

Increased number of female 
staff involved in recruitment 
panels and decision making 
 
 

CEMPS 
HRBP/EASWG 

Sept 2013 Quarterly 
reviews 2015-
18 

Monitoring mechanism: AP1.1 
 
Indices of success: 
Completion rates have 
improved from 13% in Sept 
2013 to 24% April 2015.  
 
Increase training completion 
rates to 30% of all staff by 2016 
(currently 24%). 
 
100% completion rate for all 
panel members. 

4.4 
** 

Arrange feedback 
sessions for unsuccessful 
internal interviewees 
following job 
applications. 

We are reviewing how to 
promote these widely and 
monitor uptake. 

Chair of 
interview panels 

May 2015 Reviewed 
annually May 
2015-18. 

Monitoring mechanism: 
Uptake of sessions monitored. 
 
Indices of success: 
Increased visibility of feedback 
sessions (online and interview 
pack). 
 
Increase in success rate for 
internal candidates for 
positions internally (and 
externally). 
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4.5 
** 
 

Ensure gender inclusion 
on interview panels 

20 hours in SWARM workload 
model for female staff 
undertaking appointment 
panels. 

CEMPS HRBP/ 
Dean/ HoD 

January 2013 Annual 
review in 
January 
2014-18 

Monitoring mechanism: 
SWARM 
  
Indices of success: 
One female member of Gender 
inclusive academic staff on all 
interview panels (without over 
burdening female staff). 

4.6 Provide guidance on 
unconscious bias in 
recruitment processes.   

Unintentional bias guidance in 
recruitment and prompts for 
panels to reflect on. This is being 
amended currently and will 
change for the whole University. 

EASWG / 
UASWG 

May 2015 Annual 
review in May 
2016-18. 

Monitoring mechanism: 
Recruitment feedback. 
 
Indices of success: 
Guidance for panels and chairs 
updated. 
Unconscious bias guidance 
issued and highlighted to 
panels. 

5 Supporting Career Development Opportunities for Staff  (please also see section 3) 

5.1 Ensure that all staff have 
a formal appraisal in the 
form of a Performance 
Development Review 
(PDR).  

PDR completion figures now 
received by EASWG. Any issues 
raised with HoD. 
 
 

HR Services in 
consultation 
with CEMPS 

April 2002 Annual 
review May 
2015-18. 

Monitoring mechanism: 
PDR completion figures.  
Any issues raised with HoD. 
 
Indices of success: 
PDR rates increased; 33% of 
academic staff (2013) increased 
to 67% (2014) 
100% completion by September 
2016.  
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5.2 All PDR appraisers to 
have received training 
prior to carrying out an 
appraisal. 
 

Training highlighted to all 
appraisers 

HRBP Sept 2013 Annually in 
October 
2014-2017 

Monitoring mechanism: 
Report from HRBP. Any issues 
raised with HoD. 
 
Indices of success: 
HoD ensures that appraisers 
complete training to carry out 
PDRs. 
 
100% completion rate by 
September 2016 (currently 9%). 

5.3 
** 

Implement and maintain 
physical and virtual 
noticeboards for 
academic careers to 
highlight opportunities in 
the College. 

Opportunities posted on the 
ECRN website and noticeboards 
on Streatham and Penryn 
campuses.   

HR Services /  
RKT / EASWG 

July 2014 Annually in 
August 2015-
18 

Monitoring mechanism: 
Report received by EASWG on 
inspection of noticeboards. 
 
Indices of success: 
Increased awareness of 
opportunities and support 
mechanisms. 

5.4 Increase engagement of 
ECRs within the College to 
broaden the gender 
representation and social 
inclusion at decision 
making events. 

ECRs invited to all Academic 
Lead and staff meetings. 
 
ECRs encouraged to attend 
academic applicant 
presentations for vacancies. 
 
ECRs, in particular those female, 
are encouraged to attend 
meetings of external 
professional organisations and 

HoD / Academic 
Leads 

September 
2014 onwards  

Annual 
review in 
October 
2015-18 

Monitoring mechanism: 
Attendance register in place 
 
Indices of success: 
All ECRs invited. 
 
Good attendance at meetings 
by ECRs and engagement in 
decision making and discussion. 
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specialist groups where 
relevant. 

5.5 Implement internal peer 
review process for 
research grant 
applications that will 
enable ECRs and 
academics to get feedback 
on their applications prior 
to submission. 

Peer review process in place. 
 
 

Associate Dean 
for Research 

Jan 2014 Embedded Monitoring mechanism: 
Monitor uptake and successful 
grant applications. 
 
Indices of success: 
ECR grant applications 
strengthened by support from 
more experienced colleagues. 
 
Improved grant award success 
rate. 

5.6 Create a gender inclusive 
talent pool and 
encourage female staff to 
progress to academic 
leadership roles by 
promoting attendance on: 
Aurora, Springboard and 
‘Leading Academics’ 
training programmes. 

Investment in Aurora and 
Springboard secured 
recurrently. 
 

HoD / EASWG June 2014 Annually June 
2015-18 

Monitoring mechanism: 
Feedback from attendees 
gathered and reviewed by 
EASWG.  
 
Indices of success: 
Gender inclusive talent pool 
established to ensure a wider 
pool for future for future 
leadership vacancies. 
 
Increased numbers of female 
staff in leadership positions. 

5.7 Promote the Research 
and Knowledge Transfer 

Promoted to staff via Charter 
website 
 

Research and 
Knowledge 
Transfer 

December 
2012 

Annual 
review in 

Monitoring mechanism: AP1.1 
 
Indices of success: 
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‘Researcher Toolkit’ to 
female ECR staff  

All new ECR staff provided with 
training on the toolkit. 
 

December 
2014-18 

Increase in number of female 
applicants for internal and 
external funding opportunities, 
and in particular ECRs. 

5.8 Implement an annual 
Research First Week to 
give all staff the 
opportunity to engage in 
the research environment. 
 

Inaugural Research First Week 
April 2015 

Research Office  April 2014 Annually in 
April 2015-
2018 

Monitoring mechanism: 
Review uptake and gender 
balance of activities. 
 
Indices of success: 
Female staff participation 

5.9 Ensure all PGRs and ECRs 
are aware of and engaged 
in the Researcher 
Development 
Programme. 

Researcher Development 
Programme promoted. 
 
Engagement of ECRs in the 
programme has increased to 
3184 in 2013/14 from 1882 in 
2012/13. 

Employability 
and Graduate 
Development 

September 
2012 

Annual 
review in 
November 
2015-2018 

Monitoring mechanism: AP1.1 
 
Indices of success: 
Promoting the information 
about the programme more 
widely. 
 

6 Ensuring a Fair Department Organisation and Culture  

6.1 Publicise the Protection 
of Dignity at Work and 
Study Policy and 
Reporting Incidents of 
Discrimination Procedure 

Review of Dignity and Respect 
Advisors role took place in 
October 2014 and was 
expanded. 

Equality & 
Diversity Reps 

April 2013 Embedded Monitoring mechanism: 
E&D Dual Assurance 
  
Indices of success: 
Feedback via employee 
engagement survey 

6.2 Ensure that Charter 
updates are 
communicated to all staff 

Chair of EASWG sits on UASWG 
and CEG (as HoD).  
 

EASWG / HoD October 2013 Ongoing Monitoring mechanism: 
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and students and there 
are ongoing opportunities 
to contribute feedback 
and ideas 

Dedicated gender item at staff 
meetings. 
 
Early Career researchers and 
student representatives now 
invited to all staff meetings. 
 
Athena SWAN webpages 
reviewed in August 2014.  
 
Dedicated Charter news page on 
the website created January 
2015. 

EASWG meetings minuted, 
circulated and posted on the 
website. 
 
Indices of success: 
Change in qualitative data to 
reach/exceed benchmarks 
(where available) and positive 
cultural change measured via  
EASWG to monitor online 
updates regularly. 
 
 

6.3 Improve media and web 
profiling of women in 
Engineering to give better 
gender balance and 
visibility to role models. 

Women in HE@Exeter strapline 
in development along with 
banners produced to promote 
the collective initiatives of 
SWAN, GEM and our Gender 
Equality Group. 
 
 

CEMPS 
Marketing Team 
and Central 
Marketing Team 

May 2013 November 
2014, March 
2015-2017 

Monitoring mechanism: AP1.1 
 
Indices of success: 
The balance of female images in 
all publicity information to have 
a 50:50 balance. 
 
Increased profile of female 
academic and student 
work/achievements.  

6.4 
 

Implement and maintain 
regular visual audits of 
department buildings to 
ensure gender balance of 
images. 

Monitor our physical spaces to 
ensure no unintended gender 
bias e.g. displays, noticeboards 
etc. and report to EASWG. 
 

Chair of EASWG 31st July 2015 
Formal 
Inspection 

Annually in 
August 2016-
17 

Indices of success: 
Positive feedback from staff 
and student focus groups 



   

25 
 

6.5 
** 

Achieve a gender balance 
of internal and external 
speakers for events, 
colloquia and Seminars to 
improve role model 
visibility. 

Implemented a policy of a 30% 
target for female speakers at 
events.  

Seminar 
organisers/HoD 

October 2013 Annual 
review in 
October 
2014-2017 

Monitoring mechanism: AP1.1 
 
Indices of success: 
Cornwall cluster of the women 
in mining group established in 
December 2013 has networking 
meetings involving students, 
academics and women who 
work in mining 
 
Four women speakers at the 
IOM3/Cornish Institute of 
Engineers lecture program in 
2014 
 
Gender balance of 30% female 
speakers rising to 50% by 2017. 

6.6 Ensure gender 
representation on 
Committees to ensure all 
voices are heard at a 
departmental level. 

Women developed for 
management (see AP5.8). 
 
Policy in place to advertise 
positions available to all staff on 
an annual basis. 
 
Implement shadowing role on 
key committees. 

HoD 
 
 
HoD 
 
 
 
HoD 

August 2014 
 
 
July 2015 
 
 
 
September 
2015 
 

Annually in 
August 2015-
2018 

Monitoring mechanism: 
Committee membership 
reviewed by EASWG. 
 
Indices of success: 
Increased number of female 
committee members with the 
aim to focus on committees 
with <20% to reach/exceed 20% 
by 2018. 

6.7 All staff to complete 
equality and diversity 
training  

Resource gained to improve 
E&D training and create a new 
online module. 

HoD Sept 2013 Quarterly 
reports 2014-
18 

Monitoring mechanism: 
Quarterly reports received by 
EASWG 



   

26 
 

 
UG/PG Admissions Tutors and 
PhD Mentors to have completed 
E&D training prior to 
appointment to the role.   
 
 

 
Indices of success: 
Improvement in completion 
rates from 52% (March 2014) to 
79% (April 2015) 
 
100% completion rate of online 
module for existing staff by 
April 2016 (currently 79%) 

6.8 
** 

Record workload 
allocations and flexible 
working on SWARM 
(Simple Workload 
Allocation and Resource 
Management) to ensure 
balanced workloads.  

Time allocated on SWARM for 
Charter activities each year. 

HoD Sept 2012 Annual 
review in 
September 
2014-18 

Monitoring mechanism: 
Annual review of workload and 
update on SWARM 
 
Indices of success: 
No unintentional bias when 
assigning workload allocation. 
 
20 additional hours allocated 
for female staff for 
representation on recruitment 
panels. 
 
Greater engagement by staff in 
Athena SWAN initiatives. 

6.9 Organise an annual Staff 
Away Day to promote 
inclusivity, changing 
culture and teamwork. 

Items for discussion include 
changing culture, inclusivity and 
teamwork. 

HoD June 2015 Annually in 
June 2016-
2018 

Monitoring mechanism: 
Feedback collated and reviewed 
by EASWG. 
 
Indices of success: 
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Results and feedback from 
away day will form positive 
actions going forward. 

6.10 Address inappropriate 
gender language by 
students in their e-
feedback forms 
 

Inappropriate language from 
students (against female staff) 
identified, changes are now 
being implemented with clear 
guidelines on suitable use of 
language which is issued at the 
start of each of their academic 
years. 

Directors of 
Education/ 
EASWG 
 

September 
2009 

Once each 
Term 

Monitoring mechanism: 
Any gender issues to the 
EASWG summarised in annual 
report. 
 
Indices of success: 
Inappropriate language not 
used by students. 

7 Providing Quality Maternity/Adoption/Paternity/Carer and Flexible Working Opportunities 

7.1 Increase awareness of 
University policies on 
maternity, adoption, 
paternity and carer 
responsibilities. 

All policies and documents 
available through the University 
HR web pages and department 
pages. 

HR Policy and 
Reward Team 

August 2012 Embedded Monitoring mechanism: 
Online availability of policy 
information monitored by 
EASWG. 
 
Indices of success: 
Staff have a clear route to 
access information and support, 
and know where this is 
available. 

7.2 Provide a flexible and 
accessible working policy 
for staff.  
 
 
 

University-wide flexible working 
policy in place and publicised.  
 
 

HR Policy and 
Reward Team 
 
 

December 
2013 
 
 
March 2013 
 

Annual 
review in 
June 2015-18 
 
Annually 
2014-18 

Monitoring mechanism: 
AP1.1 
 
Indices of success: 
Increased numbers of staff 
taking flexible and family leave. 
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Policy in place for staff to 
request timetabling changes or 
restrictions.   
 
Working practices policy 
implemented.  Informal Core 
hours’ policy for all meetings 
(10:00-16:00).   
Meetings/courses that require 
cross-campus travel restricted 
to the hours of 11am - 3pm.  
 
Currently reviewing introduction 
of a standard format for 
inaugural evening lectures. 

Timetabling 
office/Central 
HR 
 
HoD / EASWG / 
Meeting 
organisers 
 
 
 
 
 
HoD / CEG 

 
 
 
January 2015 
 
 
 
 
 
 
September 
2015 
 

 
 
 
Annual 
review in 
September 
2016 
 
 
 
Annual 
review in 
September 
2016-18  

 
Positive feedback in Employee 
Engagement Survey. 
Increased engagement in 
events. 
 

7.3 Implement and promote 
confidential 
maternity/adoption 
meetings to ensure staff 
are fully aware of their 
options and support 
available as early as 
possible. 

One to one confidential 
meetings in place to explain 
parental leave policies, discuss 
support prior to and on return 
from leave, use of ‘Keeping in 
Touch’ Days.  Including a 
discussion of adjustments in 
hours on return to work. 
 
 

HRBP / Dean / 
HoD 

February 
2002 

Annual 
review in 
February 
2014-18 
 
 

Monitoring mechanism: 
Anonymous feedback reported 
by HR and reviewed by EASWG. 
 
Indices of success: 
Meetings in place and offered 
to all staff with HRBP. 
 
Positive feedback received on 
level of support, satisfaction 
and confidence for staff that 
had maternity/adoption leave. 
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7.4 Provide positive support 
network to people during 
and after maternity leave 
to facilitate the return to 
work process. 

Support provided to those on 
maternity leave to assist 
supervision of their research 
group, provide teaching cover 
etc. 

College 
HRBP/CEMPS 
Dean/HoD 

August 2015 Annual 
review in 
February 
2016-2018 

Monitoring mechanism: 
Annual report to EASWG on 
take-up of support. 
 
Feedback from staff. 
 
Indices of success: 
Staff return to their role 
following maternity leave. 
 
Returning staff canvassed for 
feedback on policies and 
support.  Returning staff feel 
supported and able to 
comfortably re-integrate into 
their role.  

7.5 Provide an online 
maternity leave and pay 
calculator to enable staff 
to access key financial 
information prior to 
formal meetings. 
 

Staff who are pregnant or 
planning pregnancy can 
calculate their leave and 
associated pay.   

HR Policy and 
Reward Team 

April 2009 Embedded Monitoring mechanism: 
Feedback from staff reviewed 
by EASWG. 
 
Indices of success: 
Positive feedback received from 
staff.  

7.6 Run a departmental 
survey on maternity, 
paternity, adoption and 
other childcare/carer-
related issues to gain 
feedback from all staff. 
 

 EASWG April 2015 Annually in 
February 
2016-2018 

Monitoring mechanism: 
Survey results reported to 
EASWG. 
 
Indices of success: 
Increased numbers of staff 
taking flexible and family leave. 
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7.7 Provide confidential 
occupational health 
support for staff, 
ensuring, for example, 
that women can access 
appropriate support 
during pregnancy. 

Review of current provisions 
scheduled for July 2015. 

Occupational 
Health Team 

February 
2012 

Review in July 
2015 

Monitoring mechanism: 
Adjustments to workload. 
 
Indices of success: 
Supported maternity risk 
assessments in place, via an 
online form. This has seen an 
increase in informal 
adjustments to workload for 
pregnant staff, especially those 
who are laboratory based 

7.8 Implement and promote 
designated car share 
spaces across all 
campuses 

Spaces increased in January 
2014.  Feedback from staff 
indicates that this has supported 
staff that drop children off at 
nursery/school with parking.  

Transport 
Management 
Group 

November 
2012 

Annual 
review of 
feedback in 
November 
2015-2018 

Monitoring mechanism: 
Feedback from Employee 
Engagement Survey. 
 
Indices of success: 
Car share parking scheme in 
place. 
 
Positive feedback from staff. 

7.9 Salary sacrifice scheme 
for childcare vouchers 

Childcare voucher scheme 
implemented 
 
Information on government 
changes (autumn 2015) 
published to allow staff time to 
compare new Tax Free Childcare 
Scheme v Childcare Vouchers. 

HR Policy and 
Reward Team 

September 
2005 

July 2015 and 
annually 
thereafter 
2016-2017) 

Monitoring mechanism: 
Feedback in Employee 
Engagement Survey. 
 
Indices of success: 
Positive feedback from staff. 
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7.10 Review Nursery Provision 
at all campuses. 

Review complete at Streatham 
and Penryn with enhanced and 
increased nursery provision for 
staff and students proposed. 
 
 

Campus 
Services   
(Streatham) and 
FXPlus (Penryn 
 
 
 
 

August 2013 2015/16 
implementati
on 

Monitoring mechanism: 
Outcome of review received 
through EASWG. 
 
Indices of success: 
Enhanced and increased 
nursery provision for staff and 
students.   

7.11 Sports Holiday Camps for 
children in Exeter run 
during vacation time to 
support staff and students 
with parental 
responsibilities during 
holiday periods. 

Provision in place for children 
between 4-14 years with flexible 
booking. 

Exeter Sport September 
2008 

Embedded Monitoring mechanism: 
Employee Engagement Survey 
feedback. 
 
Indices of success: 
Positive feedback on 
effectiveness of provision from 
staff and students. 

7.12 Review maternity, 
paternity and adoption 
provision/pay 

The provision of adoption and 
maternity pay was reviewed 
leading to positive impacts, 
especially for ECRs, as the 
qualifying period was reduced to 
12 weeks. 
 
Improved paternity leave 
entitlement introduced in Dec 
2013. 

Central HR and 
University 
ASWG 

December 
2013 

Annually in 
September 
2015-2018 

Monitoring mechanism: 
Take up data included in AP1.1 
 
Indices of success: 
Enhancement of previous 
provision.  
 
Positive feedback from staff, 
especially ECRs. 

7.13 Implement and maintain 
a Parents and Carers’ 

Network established. Parent and 
carer guidelines published 
online. 

Central HR 
 
 

January 2014 
 
 

Review June 
2015 
 

Monitoring mechanism: 
Feedback from employee 
engagement survey. 
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Network to provide 
informal support to staff. 

   Indices of success: 
Positive feedback received in 
staff surveys. 

8 Ensuring Gender Balance in Outreach Activities  

8.1 
** 

Run outreach 
engagement events and 
actively target female 
student involvement 
 
 

Dedicated resource - Lead 
academic responsible for 
outreach identified (“Outreach 
Champion”). 
 
RoboGals chapter established 
with £4800 start-up funds 
allocated. 
 
 
 
Focus on future female 
engineers and miners in 
Outreach images and publicity. 
 
  
Reviewed activities to identify 
further scope for engagement 
with women (and girls) in 
engineering. 

Outreach Co-
ordinator 
 
 
 
ECRN Rep  
 
 
 
 
 
Outreach 
Coordinator / 
Athena SWAN 
Project Officer 
 
Outreach 
Coordinator / 
Athena SWAN 
Project Officer. 

Dates 
throughout 
each  academi
c year 
 
October 2014 
 
 
 
 
 
February 
2015 
 
 
 
March 2015 
 
 

Annual 
review of 
activities 
2014-2017 
 
Annual 
review of 
activities 
October 
2015-18 
 
Annually each 
February 
2016-2018 
 
 
Annually in 
March 2016-
2018 
 

Monitoring mechanism: 
Outreach co-ordinator to 
monitor number and impact of 
outreach events, where 
possible with attendance at 
events monitored and gender 
breakdown data captured.  
 
Indices of success: 
Year on year increase in 
engagement with female pupils. 
 
Increase in female applications.  

8.2 Partnership with South 
Devon College to create a 
University Technical 
College focusing on 
engineering, water and 

To create a University Technical 
College focusing on engineering, 
water and the environment for 
up to 600 students aged 14 – 18 
in the South West. 

HoD / EASWG Official 
Opening 
Sept 2015 

Annual 
review in 
September 
2016-2018 

Monitoring mechanism: 
Take-up and level of 
engagement by all pupils 
actively monitored to adapt 
programme and ensure it is 
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the environment for up 
to 600 students aged 14 – 
18 in the South West. 

appealing to a broad range of 
pupils, in particular female and 
other under-represented 
groups in engineering.  
 
Indices of success: 
Female student profiles 
featured on admissions pages 
of the College 
 
Athena SWAN ambassadors 
visit the College on an annual 
basis. 



   

34 
 

8.3 Engage with female 
Alumni to increase 
engagement with the 
Engineering alumni to 
secure female role models 
and mentors. 
 

Showcase female role models 
through open day activities and 
events, online publicity, 
interviews etc. 
 
Ensure representation on the 
industrial advisory group (IAG) 
from female alumni.   
 
 
Feature female alumni in Mining 
in quarterly CSM association 
newsletter.  
 

Development 
and Alumni 
Team 
 
 
HoD 
 
 
 
 
Head of CSM 
 

September 
2011 
 
 
 
March 2015 
 
 
 
 
July 2015 

Annual 
review 
September 
2015-2018 
 
Annually in 
September 
2016-18 
 
 
Quarterly 
review 2016-
2018 

Monitoring mechanism: 
Visibility of female role models 
in marketing material and 
activities monitored by EASWG. 
 
Indices of success: 
Gender Balanced 
representation in marketing 
material. 
 
At least one alumni talk by 
female alumnus in industry per 
annum with opportunity for 
female UG students to discuss 
issues/challenges particular to 
women in engineering. 
    
30% female representation on 
the Industrial Advisory Group 
by 2017. 

9 Providing Good Communication Channels and Opportunities to Share and Adopt Best Practice 

9.1 Share best practice at 
University and College 
Level to ensure match of 
gender policy up and 
down the institution. 

Representation on College and 
University Committees in place. 

Chair of EASWG 
/ Athena SWAN 
Project Officer 

March 2012 Ongoing Monitoring mechanism: 
Minutes shared. 
 
Indices of success: 
EASWG annual reporting of 
progress against action points 
to University ASWG. 
Action Plan on track. 
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9.2 Implement and maintain 
a standing agenda item 
for Athena SWAN issues 
at Department meetings 
to keep the issues 
prominent at a 
management level. 

The opportunity for people to 
submit items (anonymously if 
preferred) prior to the meeting. 

HoD/Chair 
of  the EASWG 

March 2012 Ongoing Monitoring mechanism: 
Updates and agendas 
monitored by EASWG. 
 
Indices of success: 
Termly reporting of progress 
against action points. 

9.3 Collaborate with other 
members of the Athena 
SWAN Charter. 

Attendance at University, 
regional and national Charter 
events 
 
HoD met with Nick Tyler, 
University College London in 
December 2014. 
 
Visit from Prof Andrew Long 
from Nottingham University to 
meet with EASWG in February 
2015. 

HoD / EASWG/ 
Athena SWAN 
Officer 

September 
2012 

Annually 
2015-18 

Monitoring mechanism: 
Meetings minuted and 
circulated to EASWG. 
 
Indices of success: 
Annual invitation to external 
representatives to discuss 
issues and best practise. 

9.4 Explore with industrial 
partners their gender 
equality activities to join 
up with them and provide 
a coherent and supportive 
framework. 

HoD liaising with IAG (national), 
Exeter  Initiative for Science and 
Technology Group (local) and 
Exeter Science Park (regional) to 
identify a range of gender 
activities in industrial setting. 

EASWG March 2014 Annual 
review in 
March 2015-
2018 

Monitoring mechanism: 
Athena SWAN as standing 
agenda item on Industrial 
Advisory Group. 
 
Indices of success: 
Involvement in at least one 
industrially-led activity per year. 
 

 
 


