Institution Application
Bronze and Silver Award

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

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

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

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

Institution application

Silver

Word limit

12,000

Used

Recommended word count
1.Letter of endorsement

500

820

2.Description of the institution

500

524

3. Self-assessment process

1,000

1077

4. Picture of the institution

3,000

3115

5. Supporting and advancing women’s careers

6,000

5785

6. Supporting trans people

500

377

7. Further information

500

290

TOTAL WORD COUNT

11988
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Name of institution

The University of
Liverpool

Date of application

November 2016

Award Level

Silver

Date joined Athena SWAN

2010

Current award

Date: November 2013

Contact for application

Sally Middleton

Email

sallyjm@liv.ac.uk

Telephone

0151 7946834

Level: Bronze Renewal

LIST OF ABBREVIATIONS

Abbreviation or
Acronym
AS
SAT
EPVC
SCE
HLS
HSS
T&R
R
T&S
PS
CPS

Explanation
Athena SWAN
Self-Assessment Team
Executive Pro-Vice-Chancellor
Faculty of Science & Engineering
Faculty of Health & Life Sciences
Faculty of Humanities & Social Sciences
Teaching & Research – academic career pathway
Research – academic career pathway
Teaching & Scholarship – academic career pathway
Professional Services
Central Professional Services departments

Please note that data throughout the application is Full Person Equivalent, not Fulltime Equivalent.
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1. LETTER OF ENDORSEMENT FROM THE HEAD OF INSTITUTION
Recommended word count: Bronze: 500 words | Silver: 500 words 820 words used
An accompanying letter of endorsement from the vice-chancellor or principal should be included. If
the vice-chancellor is soon to be succeeded, or has recently taken up the post, applicants should
include an additional short statement from the incoming vice-chancellor.
Note: Please insert the endorsement letter immediately after this cover page.

5

6

7

2. DESCRIPTION OF THE INSTITUTION
Recommended word count: Bronze: 500 words | Silver: 500 words 524 words used
Please provide a brief description of the institution, including any relevant contextual information.
This should include:
(i)

Information on where the institution is in the Athena SWAN process

The University of Liverpool values diversity and is an inclusive institution. This is
championed from our VC outwards, in key messages to staff and students.
Our Strategy 2026 which sets out the direction and priorities of the University, was
developed after intensive consultation with staff and students. It affirms our
commitment to being an institution driven by strong values and ethics including high
expectations for equality and diversity.
The University renewed its Bronze award in 2013. Since then we have significantly
advanced engagement with this agenda throughout the institution and made excellent
progress against our action plan. We’re proud that Athena SWAN awards are held by
every one of the 10 Schools within our STEMM Faculties), 5 at Silver level.
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Figure 1: University structure indicating dept. AS Awards. Please note that the Institute of
Learning & Teaching will from January 2017 be split into three institutes, each of which have
their own new AS teams.

We welcome the expansion of the award to include AHSSBL and professional services
(PS) staff. The 4 schools within our Faculty of Humanities & Social Sciences have
established Self-Assessment Teams with a view to achieving awards in 2017/18. PS
staff have been actively involved in Athena SWAN since 2009 (41 staff across
University SATs). We look forward to representing their perspectives and
contributions more explicitly in our ongoing work.
Strong support from our senior leadership ensures that our commitment is reflected
in operational and strategic planning; for example, diversity indicators are included in
our Strategic Performance Indicators used in reporting to the University Council. We
regard Athena SWAN as being about the creation of a culture which allows every
staff and student member to fully contribute and develop their career.
A timeline of our AS awards progress is shown below, along with plans for future
awards.
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Figure 2: Timeline of awards achieved and planned.
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Achievements and Impact
In 2013, we had 2 Bronze and 2 Silver awards. In 2016, we have 10 awards of which
5 are at Silver level.
We recognised that to help drive progress on our ambitious aims for equality and
diversity we needed relevant KPIs to be considered in existing processes. We have
therefore from 2016 included student and staff diversity measures at
departmental level as Strategic Performance Indictors and will monitor these
annually.

Silver Action Points:
AP 1: Progress the AS agenda at departmental level across the University, and by
2020 obtain 3 gold awards in Health and Life Sciences, 4 silver awards in Science
and Engineering and 4 bronze awards in Humanities and Social Sciences, and an
institutional gold award.
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(ii)

Information on its teaching and its research focus

We are a global institution; one of only two UK HEIs to have a campus in China, have
opened a new campus in London and are the largest provider of wholly online degrees
in Europe. Our research expertise spans a range of disciplines. We were ranked 20th in
the Research Excellence Framework (REF), with 7 subjects in the top 10; Chemistry,
Computer Science, Engineering, Archaeology, Agriculture, Veterinary & Food Science,
Architecture, and English. We have a national profile for our contribution to widening
participation, placing us in the top four Russell Group universities for this (HESA 201314). We offer a wide breadth of programmes of study; medicine, dentistry, veterinary
science, medical research supporting postgraduate study, a full range of scientific and
engineering courses, and arts and humanities programmes from business studies to
music.
(iii)

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

(iv)

the total number of departments and total number of students

(v)

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

We employ 6201 staff; 3019 academic staff and 3182 PS staff. We have 16 academic
schools in three faculties where 25,562 students undertake undergraduate,
postgraduate research and taught programmes. These distributions are given below.



Our Schools or Institutes are equivalent and composed of academic units referred to as
Departments. Departmental SATs are at School/Institute level.
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Figure 3: staff and student numbers by area
13

3. THE SELF-ASSESSMENT PROCESS
Recommended word count: Bronze: 1000 words | Silver: 1000 words 1077 words used
Describe the self-assessment process. This should include:
(vi)

a description of the self-assessment team

The University established an Athena SWAN Steering Group in 2013 which has
overseen the implementation of the Bronze action plan.
A year ago the steering group oversaw the formation of a task and finish Working
Group with the remit to develop our Silver application. Following a call for volunteers,
members were chosen to ensure representation of gender, role type and University
area as well as expertise e.g. management information.
Some members sit on both groups. This has enabled close communication regarding
application progress and action plan development.
Executive Pro Vice Chancellor (EPVC) Professor Ken Badcock chairs the Steering Group,
which acts as central governance for Athena SWAN. The Steering Group provides
support to departments with their activities through sharing action plan progress
reports and using meetings to find solutions to any barriers.
This group has representatives from all departmental SATs and reflects different
academic and PS staff career stages. We have invited attendance from others for
specific actions, for example Director of HR. We recognise that greater female
participation in SATs means that our steering group currently has a predominance of
women. Going forward we will better reflect the new charter by encouraging men and
BAME staff to fill vacancies.
Ken Badcock sits on many University senior committees and can therefore use his
position to raise issues coming out of the steering group. This has included
contributions such as ensuring that gender equality (e.g. monitoring by gender) are
built into the University Workload Model.
Professor Susan Wray was appointed University Director of Athena SWAN (0.4 FT) in
2013 and holds the AS budget (£12k pa). This role was created to ensure that there
was a holistic overview of progress and to champion the AS agenda internally and
externally. For example, she has:


Spoken at ECU organised workshops, been an AS panel chair and Aurora role
model.
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Been an invited guest AS lecturer at Queen’s Belfast and Edge Hill
Universities.

Sally Middleton was appointed Gender Equality Officer in 2015. Her position within
HR and experience (10 years in HE equalities work), enable her to be both proactive
in furthering the AS agenda and a source of information to the SATs.

Achievements and Impact
Previously AS activity at local level was not easily shared throughout the institution and
actions requiring resolution by senior management did not have a champion. By having
both the EPVC and Director of Athena SWAN on the steering group, direct communication
to senior management and fast resolution to questions raised became possible. This has
led to additional resources provided to benefit the AS agenda (e.g. resourcing a fulltime
administrator for gender/equalities data provision) and provided support for all AS leads
and SATs.

Silver Action Points:
AP 2: Given the changes in the AS awards and our new actions, we will ensure the Steering
Group remains effective, and will increase representation by annually reviewing
membership, co-opting members and producing an annual account of activities and
progress against our action plan. Our first action will be to recruit. We undertake to
increase male membership, and obtain direct input from early career researchers, our
BAME staff and broaden the range of professional services representatives.
1. AP 3.1: We will set up a Self-Assessment Team for Central Professional Services
Departments as PS staff within academic departments are included in AS work through
departmental activity. Although currently not able to apply for awards, consultation has
highlighted the need for a structured approach to work in this area.
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Figure 4: Steering Group membership
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Figure 5: Working Group membership
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(vii) an account of the self-assessment process

Meetings
The Working Group met every month in 2016. The Steering Group meets 3 times a
year. For both groups, availability is canvassed and meetings held on different days of
the week to accommodate working patterns.
Communication (both within and between groups) also takes place via email or
between individuals working on specific projects, e.g. HR representatives met to
discuss HR based activity.
The Steering Group took the following role in the self-assessment process:







Approving the Silver action plan.
Responsibility for progressing our previous action plan
Providing senior leadership involvement, connection to senior management
and governance structures.
Sharing of good practice between departments.
Holding workshops on specific topics e.g. early career researchers,
promotion.
Ensuring a programme of speakers for relevant events.
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Figure 6: Examples of gender equality event publicity materials.

To complement this, the Working Group was responsible for:






Analysis of data to inform application and action plan.
Consultation to inform application and action plan.
Collating good practice examples of activity from across the University.
Writing application and action plan.
Liaising with individuals/departments about the action plan.
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Consultation
Consultation was used to inform the application and action plan. This included:










Focus group for staff parents – an open invitation to all staff, informed
development of a family friendly information section on the HR website.
Survey to all part-time staff (29% response rate, 372/1300 staff), leading to
Silver actions to improve staff ability to increase/reduce working hours and
job share opportunities.
Survey to academic staff promoted in last 3 years (62% response rate,
143/233 staff). Progress made regarding transparency and mentoring was
viewed positively.
Survey to staff with caring responsibilities provided insights into what works
well (e.g. flexible working) and improvements needed (e.g. signposting
information).
Chair of our LGBT Staff Network contributed to the application with focus on
supporting trans staff and students.
We sought anonymous input online so that staff concerned about being open
with their views could contribute (7 responses). Positive changes were noted;




Filling leadership positions via open advertisement
Transparent professorial pay scale
Transparency around promotion.

Negative responses mirrored concerns raised through other consultation and
are reflected throughout the application and action plan;
 ability to increase hours if part-time
 desire to see University workload model in place
 Career progression for PS staff.


Senior Women and ECRs views obtained at University led network events.
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Figure 7: Our Senior Women’s Networking Event, 2016
We worked with external colleagues to share best practice. This has involved:





AS lead speakers from other universities; e.g. Professor Jane Norman who led
Edinburgh’s successful Silver application.
Longstanding participation in the North West Equal Opportunities Network –
ECU facilitated group where good practice is shared.
Our Gender Equality Officer set up an online shared space for peer support
for universities applying under new AS criteria.
Our internal review panel provided feedback on an institutional application
from another North West HEI.
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Sarah Dickinson (ECU) spoke with AS teams on making good applications
silver and gold level applications.

Figure 8: Prof Jane Norman with Prof Susan Wray at Athena SWAN best practice
talk and a talk from Prof Vvedensky.
(viii) Plans for the future of the self-assessment team

The Working Group will stand down in 2017; a new group will form in 2019 to work on
our next AS application. Responsibility for action plan implementation will continue to
reside with the Steering Group which will assess progress at each meeting and ensure
barriers to progress are removed (i.e. through members other roles e.g. SMT or
expertise e.g. communications). The group will continue to meet three times a year.
The existing lines of two-way reporting, resourcing and seeking buy-in are working
very well and there are no plans to change these. As mentioned, an action is to review
and refresh the composition of this group in 2017 to widen representation.
Engagement with the wider community will continue via SAT team leads, focus groups,
workshops and events. As our institutional AS activity continues to develop and
mature, one area of emerging focus will be to develop our communication strategy
both externally and particularly internally. There are some pleasing indicators of
recognition of the importance of this agenda e.g. HLS SAT teams won a University
internal staff award.
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Figure 9: Celebrating Success award for supporting Athena SWAN in HLS

Silver Action Point;
AP 4: Strengthen dissemination of our achievements, on-going activities and
engagement by producing an AS newsletter for all staff and students.
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4. A PICTURE OF THE INSTITUTION
Recommended word count: Bronze: 2000 words | Silver: 3000 words 3115 words used
4.1.
(i)

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

Achievements and IMPACT:
Having recognised that females were under-represented at senior level, we
had several actions in our bronze award which we have now achieved. These
included increased leadership training for women and improvements to our
processes around promotion. This has resulted in us having increased female
staff in senior academic roles, specifically between 2013 and 2016:










An increase in the proportion of female professors from 18% to 24%.
We have promoted 31 women to chairs and 30 to readerships, have
doubled female clinical professors (from 7% to 14%), and appointed our
first two female chairs on our newly developed teaching and
scholarship pathway.
The numbers of male and female part-time professors have doubled.
This can be attributed to improved greater awareness of flexible
working options and a cultural shift due to awareness of the
University’s Athena SWAN aims.
In the Faculty of Health and life sciences the percent of women with
chairs increased from 25% to 33% and is above the sector benchmark of
25%.
In 2016 in the faculty of Science and Engineering we promoted three
women to Chairs and five to readerships.
In the Faculty of Humanities and Social sciences female professors now
make up 32% of staff (up from 26%) and at grade 9, the proportion of
women has increased from 34% to 37% over this period.
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Academic staff fit into three main career pathways;





Teaching & Scholarship (grades 6- 10/professor) = 480 men, 419 women.
Teaching & Research (grades 7-10/professor) = 737 men, 337 women.
Research (Grades 6-10/professor) = 432 men, 355 women.
Clinical (Separate grade structure, based in Faculty of Health & Life Sciences
only therefore included in information provided for that faculty) = 145 men,
109 women.
Graph 1: Female academic staff by role and grade 2013-16 (%)
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Table 1: Women and Men in academic roles, 2013-16 (numbers)

Teaching
and
Scholarship

Research

Teaching
and
Research

Grade 6
Grade 7
Grade 8
Grade 9
Professorial
Grade 6
Grade 7
Grade 8
Grade 9
Professorial
Grade 7
Grade 8
Grade 9
Professorial
Total

2013
2014
2015
M
F
M
F
M
F
131 123 126 142 174 160
55
69
63
54
72
73
44
83
57
97
53
97
30
29
31
30
37
35
0
0
1
3
2
3
67
83
60
64
62
61
258 213 285 227 288 235
69
42
76
38
75
38
19
8
22
8
20
9
0
0
0
0
1
0
32
23
35
28
31
26
192 116 193 119 190 117
234
94 247 107 249 110
236
51 246
59 241
66
1367 934 1442 976 1495 1030

2016
M
283
77
72
45
3
56
281
80
14
1
54
172
269
242
1649

F
193
80
104
42
0
69
240
37
9
0
31
105
124
77
1111

In the last 4 years, female staff at Grade 9 increased from 131 to 175 and at
Professorial level from 51 to 77 women. Whilst there are still more males than
females in senior Teaching & Research and Research roles there is no shortage in
STEMM and AHSSBL of female role models and mentors, and the female trajectory is
vibrant. At 40% female, our Teaching & Research Staff gender balance slightly
exceeds the national benchmark of 37% (HESA data, 2014-15). Our Research staff
are 45% female, again slightly higher that the national benchmark of 43% (HESA data
2014-15).
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Graph 2: Female T&R G9 and Professorial staff 2013/16
(%)
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Gender balance occurs in staff on our teaching and scholarship roles with women in
40-60% of roles across grades. This fits the sector benchmark (48% F in full-time
teaching roles, HESA 2014/15). This pathway has always attracted female academics
and we have excellent senior role models (examples shown below). Women have
consistently made up 50% of Grade 9 staff, and with the greater clarity we created
regarding promotion criteria for these staff on the Teaching and scholarship path,
chair promotions are occurring. Gender balance is improving on our Teaching and
Research pathway due both to promotion and recruitment, but does not yet match
our Teaching and Scholarship pathway.

Figure 10. From l-r: Professor Kristyan Spelman Miller, Associate Pro-ViceChancellor (Education) in HSS, Professor Helen O’Sullivan, Associate PVC for Online
Learning, Professor Eileen Thornton CBE Associate PVC Education HLS and Professor
Liz Sheffield, Associate Pro-Vice-Chancellor (Education) in Science and Engineering.
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STEMM Pipeline
Within our STEMM areas, the pipeline pictures vary; in the Faculty of Health
& Life Sciences (HLS), a very positive change can be seen especially in terms of
the increased proportion of women on senior grades (2013 = 25% female
professors, 2016 = 33%, higher than the sector benchmark which is 25% - ECU
data 2013/14 based on the average % of female professors in relevant subject
areas).

Graph 3: Faculty of Health & Life Sciences, Female academic staff (%),
2013/16
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Table 2: Faculty of Health & Life Sciences, men and women in academic roles, 201316 (numbers)
HLS

Teaching
and
Scholarship

Research

Teaching
and
Research

Clinical

Grade 6
Grade 7
Grade 8
Grade 9
Professorial
Grade 6
Grade 7
Grade 8
Grade 9
Professorial
Grade 6
Grade 7
Grade 8
Grade 9
Professorial
Lecturer
Senior Lecturer
Teacher
Senior Teacher
Reader
Research
Fellow
Professor
Total

2013
2014
2015
2016
M
F
M
F
M
F
M
F
19
28
15
37
16
38 27
46
12
23
13
13
12
10
12
13
29
72
34
82
31
81
44
84
23
26
24
25
24
28
29
32
0
0
1
2
2
2
2
0
26
72
26
53
26
50
26
60
112 160 129 162 134 165 128 172
26
35
25
29
25
29
28
27
3
5
4
5
4
7
4
7
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
0
3
6
5
8
1
7
3
7
57
48
63
56
64
56
60
53
83
43
83
47
78
43
79
46
74
23
80
29
76
33
75
35
17
15
23
18
22
18
21
20
30
19
36
21
35
17
35
17
21
49
18
47
19
40
23
37
1
5
1
5
2
6
2
6
4
2
3
2
4
3
2
4
24
57
62
1

23
6
66
0

14
52
649

22
6
66
9

13
50
638

22
7
66
2

15
47
66
2

17
8
69
1

30

50

Graph 4: HLS Female Grade 9 and Professorial staff 2013/16
(%)
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In HLS, we also have staff on clinical (NHS) contracts. HLS SATs have worked to
address the specific needs of female clinical academics that are sector wide
(Medical Research Council highlighted greater concern raised by women around
family commitments and access to mentors in their Early Career Clinical Review
2015) but also brought to light via our SATs (i.e. difficulties around work/life
balance and clinical hours). Activities focussed on role models, mentoring,
career guidance, and unconscious bias training. The impact of University actions
has seen the proportion of female clinical staff in all senior research grades
consistently increasing, (explaining the decrease in females at SL grade) with
the number of female clinical chairs having doubled (from 7 to 14%) in the last 3
years. This also has been contributed to by turnover, with more opportunities
opening as clinical male staff retire. This change, whilst positive, still leaves us
slightly below the UK average of 18% of clinical professors being female (HESA
data 2014/15), so more work is planned around mentoring, leadership training,
networking events and use of role models.
Liverpool is better than the sector average for clinical lecturers (50:50 M:F at
Liverpool, 60:40 in UK, HESA data 2014/15), and we have a greater pool of
junior talent on which we will draw when promoting or recruiting to senior
roles. We have the same gender balance as the UK average for Reader and
Senior Lecturer roles (ECU benchmark data). Clinical teaching roles remain
dominated by women; 60% of teacher and 80% of senior teacher roles. We
assume this is because of the attractiveness of teaching to women (perhaps due
to clinical teaching roles having fixed hours and enabling better work/life
balance than research roles) but need to test this, and will explore this is in our
action plan.
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Silver Action Points for Faculty of Health and Life Sciences
AP 28.1: Further increase the number of female clinical academics by mentoring,
leadership training, networking events and use of role models.
AP 28.2: Investigate reasons for discrepancy between genders in clinical teaching
and research roles.
AP 28.3: Initiate further specific actions to enable progression for men and
women from grade 9 to chair on teaching and scholarship path and clinical
teachers to progress to senior teachers.

Work in our Faculty of Science & Engineering is progressing well, but due to historic
gender differences throughout this sector it is taking longer to see impact.
Nevertheless, positive changes can be seen due to activity to improve transparency
and support for promotions alongside departmental activity such as holding briefing
sessions on mentoring;


Female professors have nearly doubled from 5 to 9, with 3 promotions to chair
in 2016. At 8.6%, we are below the sector benchmark (10.6% of professors are
female in relevant subject areas, ECU data 2013/14) however progress is being
made and our pipeline of women in Teaching & Research roles is healthy
showing increasing proportions at senior levels;



Women have increased considerably at Grade 9 (F:14 in 2013 to F:19 in 2016).
There is a proportional decrease of women at Grade 7 Teaching & Research,
however this is due to an increase of male staff, female staff decreased by 2
people.



Increases can be seen in Teaching & Scholarship roles at grades 6, 7 and 9. This
will be used by us as an opportunity to mentor and provide developmental
opportunities for progression and retention.

This Faculty has found it harder to attract female applicants than other areas of the
University, however we are confident that once women do start work in this area they
are supported to progress their careers. You can see throughout this application that
their female staff are supported to apply for promotion elected to sit on the University
Senate and funded to take part in leadership training.
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Graph 5: Faculty of Science & Engineering, Female academic staff (%),
2013/16
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Table 3: Faculty of Science & Engineering, men and women in academic roles,
2013/16 (numbers)

SCE
2013
M

2014

F

M

2015

F

M

2016

F

M

F

Grade 6

27

8

23

16

59

32

151

59

Grade 7

7

5

7

4

4

4

5

6

Grade 8

7

3

9

4

10

5

14

6

Grade 9

5

1

5

1

7

1

7

2

Professorial

0

0

0

0

0

0

1

0

Grade 6

34

5

29

8

31

8

25

2

Grade 7

138

46

150

56

150

62

143

54

Grade 8

40

6

47

8

48

9

51

10

Grade 9

13

1

16

1

14

1

7

1

Professorial

0

0

0

0

1

0

1

0

Grade 7

12

8

12

6

12

3

18

6

Teaching

Grade 8

74

23

69

24

70

23

67

19

and Research

Grade 9

74

14

80

15

80

20

85

19

Professorial

99

5

101

5

98

5

101

9

Teaching
and Scholarship

Research
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Graph 6: SCE Female Grade 9 and Professorial staff
2013/16 (%)
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Silver Action Points for Faculty of Science & Engineering
AP 10: Use this increase of female fixed term staff to improve the pipeline
in Science & Engineering and use positive action to encourage them to
apply for roles within the Faculty.
AP 26: Further increase the number of senior female academics by
mentoring, leadership training, networking events, and use of role models.
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AHSSBL Pipeline

The Faculty of Humanities & Social Sciences (AHSSBL) presents a positive picture. In
particular;


Faculty led by one of our female Pro-Vice Chancellors, Professor Fiona
Beveridge.



Female professors made up 26% in 2013; increased to 32% in 2016. We note
that we are below the benchmark of 36% for female professors and have
therefore set this as a target.



Grade 9, the proportion of women has increased from 34% to 37% over this
period.



The proportion of staff on fixed term contracts has decreased and the
proportion who work part-time (men and women) has increased.
Graph 7: Faculty of Humanities & Social Sciences, Female academic
staff (%), 2013/16
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Table 4: Faculty of Humanities & Social Sciences, men and women in academic
roles, 2013/16 (numbers)

2013

2014

2015

2016

M

F

M

F

M

F

M

F

Grade 6

33

18

29

21

36

21

Grade 7

23

21

37

28

42

31

45

36

Grade 8

7

8

13

11

12

11

14

14

Grade 9

2

2

2

4

6

6

9

8

Professorial

0

0

0

0

0

0

0

0

Grade 6

7

6

5

3

5

3

5

6

Grade 7

8

7

6

9

4

8

10

14

Grade 8

3

1

4

1

2

0

1

0

Grade 9

2

2

1

2

1

1

2

1

Grade 7

17

9

18

14

18

16

33

18

Teaching

Grade 8

61

45

61

39

56

38

45

33

and Research

Grade 9

77

36

84

44

91

46

104

58

Professorial

61

21

62

24

65

27

65

30

34

16

Teaching
and Scholarship

Research
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Graph 8: HSS Female Grade 9 and Professorial staff
2013/16 (%)
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Silver Action Points for Faculty of Humanities & Social Sciences:
AP 8, 9, 10 and 12: Improve the pipeline in HSS to the teaching and
research pathway.
AP 14.2 and AP 26: Further increase the number of female senior
academics in teaching and research grade by mentoring, leadership
training, networking events and use of role models, and have a least 36%
female chair holders.
AP 7.1: Explore reasons for low recruitment onto the teaching and
scholarship path for females.
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Intersectionality
Graph 9: BAME non-clinical academic Staff 2016 (%)
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Graph 10: White British non-clinical academic Staff 2016 (%)
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Academic staff from BAME backgrounds tend to make up a smaller proportion of all
grades compared to White British staff. While we do meet the national average of
benchmark (14% at University of Liverpool, 13.9% (HESA, 2014/15) and our BAME
female professors are, at 2.6% higher than the national benchmark of 1.8% (HESA,
2014/15), there is still much work needed. It apparent that career trajectory for
BAME staff is not the same as their White colleagues. It is notable that where White
men tend to increase in proportion at higher grades, BAME men decrease. BAME
women are less well represented at all grades compared to White British staff and
BAME men, however their career pipeline tends to follow the same pattern as their
White female colleagues.
Alongside resourcing of Aurora leadership training, the University has also funded
places on the Stellar HE leadership programme for BAME staff. This has resulted in 1
man and 2 women undertaking the programme in the last 3 years. Feedback from
these staff has been mixed. We will continue to fund places, but will also use positive
action to encourage more BAME women to take part in Aurora.

Silver Action Points
AP 26.1: Increase the proportion of BAME female professors from 9 to 15 (2.4% to
5%).
AP 7: Undertake further research and consultation to understand how to attract
more BAME staff, and in particular BAME women, to roles throughout the
pipeline.
AP 7: Investigate why BAME women, while at low levels of representation, do not
seem to be subject to the same ‘pipeline’ effect as white women are.
AP 7.4: Continue to evaluate the impact of BREXIT and identify any actions
needed to support our EU staff and maintain our position as an attractive
prospect to international staff.
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(ii)

Academic and research staff on fixed-term, open-ended/permanent and zero-hour contracts
by gender
Comment on the proportions of men and women on these contracts. Comment on what is
being done to ensure continuity of employment and to address any other issues, including
redeployment schemes.

45

Graph 11: Academic Staff by Contract Type 2013-16 (% of all staff per
year)
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Table 5: Academic Staff by Contract Type, 2013-16 (Numbers)

Permanent

Fixed

Zero Hours

Male

Female

Male

Female

Male

Female

Y2013

961

541

447

388

44

33

Y2014

1007

577

462

406

49

34

Y2015

1003

589

472

408

82

46

Y2016

1039

617

485

424

181

78
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The number of staff on Zero Hours contracts has increased. The main reason for this
is the change in 2015/16 to the way that casual staff contracts were managed. Casual
staff who worked for more than 8 weeks at the University were placed onto formal
Zero Hour contracts at the University, rather than as previously, rolling casual
contracts. Zero Hour contract roles include PhD students who have
teaching/demonstrator roles (71% of this group, 183 students) - this is particularly
the case in the Faculty of Science & Engineering where student numbers have greatly
increased. We consider it is a positive advantage to our PhD students that they
have teaching opportunities. The remaining staff hold roles such as teaching short
courses on our lifelong learning courses.
If Zero Hours contracts are excluded, it is evident that proportions of men and
women on permanent and fixed term contracts have remained nearly static for the
period. However, there has been a small increase in the proportion of women on
permanent contracts. This positive change can be linked the increase of women on
senior grades which tend to be permanent positions.
Graph 12:Permanent and Fixed Term Academic Staff 2013-16 (%)
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The majority of staff on Fixed Term Contracts are on Grade 6 and 7. There is no gender
imbalance and approximately the same numbers of men and women have made up
these staff group for the last 4 years.
All University policies apply to all staff. Training and development opportunities are
open to all staff, apart from leadership development which may be restricted to staff
above a certain grade/to those with line management responsibilities.
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Our Redeployment Policy applies to all staff with over 12 months employment. Staff are
invited to join the redeployment register which means that hear about and get
opportunities to apply for roles before they are advertised. We provide training (if
needed), support and paid time off for interviews. If staff move to a lower grade job,
they are eligible for pay protection.

Silver Action Points
AP 16: Monitor and assess the success of our pilot schemes, Education Leadership,
Entrepreneurialism training, Career Coaching programme and roll out across the university.
AP 21.1: Task and Finish group to review recruitment and retention of ECRs and the
responsibilities of both PIs and researchers for career development.
AP 21.2: Monitor impact of measures to better support our postdocs biannually and ensure
both genders are equally benefitting.

43

(iii)

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

Graph 13: Female Academic Staff by Role Type, 2013/16 (%)
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Table 6: Academic Staff by job grade (Contract Function), 2013-16 (numbers)

Teaching
and
Scholarship

Research

Teaching
and
Research

Grade 6
Grade 7
Grade 8
Grade 9
Professorial
Grade 6
Grade 7
Grade 8
Grade 9
Professorial
Grade 7
Grade 8
Grade 9
Professorial
Total

2013
2014
2015
M
F
M
F
M
F
131 123 126 142 174 160
55
69
63
54
72
73
44
83
57
97
53
97
30
29
31
30
37
35
0
0
1
3
2
3
67
83
60
64
62
61
258 213 285 227 288 235
69
42
76
38
75
38
19
8
22
8
20
9
0
0
0
0
1
0
32
23
35
28
31
26
192 116 193 119 190 117
234
94 247 107 249 110
236
51 246
59 241
66
1367 934 1442 976 1495 1030

2016
M
283
77
72
45
3
56
281
80
14
1
54
172
269
242
1649

F
193
80
104
42
0
69
240
37
9
0
31
105
124
77
1111

Teaching & Scholarship roles tend to employ more women than men; however, the
proportion of women is starting to decrease especially at Grade 6. Women have
progressed to the professoriate and have gone on to occupy senior university
management positions. The number of staff in Teaching & Scholarship roles has
increased significantly across all grades for both men and women; this can be linked to
an increase in student numbers.
Research Grades 6 and 7 are predominantly research assistants and postdocs; there is
approximate gender equality in these grades. Grade 8 and above are senior postdocs
or fellowship holders; fewer of these posts are held by females
In Teaching & Research roles, women now make up 40-45% of this staff group at
Grade 8. A steady increase in women at grade 9 and 10 is clearly seen, and can be
attributed to our actions on leadership training and activities around promotion.
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Achievements and Impact
Teaching and scholarship roles were much more likely to be held by women throughout the
university and career progression perceived as difficult. We reviewed and communicated
promotion criteria and provided positive messages about the value the institution placed on
having excellent teachers. This has led to an increase in men recruited into this career path
and the progression of women already on this path to senior grades in Teaching & Research
roles.

Silver Action Points
AP 17: Review career development support and promotion out comes for staff on the T&S
career path.
AP 26: Continue work to increase number of women recruited to and promoted in Teaching
& Research and obtaining senior Research fellowships.
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(iv)

Academic leavers by grade and gender

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

Table 7: Turnover of academic staff, 2013-2015
2012/13

Teaching and
Scholarship

Research

Teaching and
Research

Clinical

2013/14

2014/15

Male% Female% Male% Female% Male% Female%
Grade 6
1.10
1.20
2.80
1.50
1.80
1.10
Grade 7
0.40
0.40
0.30
0.40
0.30
0.20
Grade 8
0.10
0.10
0.10
0.10
0.10
0.20
Grade 9
0.10
0.10
0.10
0.10
0.10
0
Professorial
0
0
0
0
0
0
Grade 6
0.50
0.80
0.60
0.60
0.70
0.40
Grade 7
1.60
1
1.20
0.80
1.20
1
Grade 8
0.10
0.10
0.10
0.10
0.10
0.10
Grade 9
0
0
0.10
0
0
0
Professorial
0
0
0
0
0
0
Grade 6
0
0
0
0
0
0
Grade 7
0.10
0.10
0.10
0
0.10
0.10
Grade 8
0.20
0.10
0.20
0.10
0.20
0.10
Grade 9
0.20
0.10
0.20
0
0.20
0.10
Professorial
0.30
0.10
0.30
0
0.40
0.10
Lecturer
0
0
0.10
0
0.10
0.10
Senior
Lecturer
0
0
0
0.10
0.10
0.10
Teacher
0.10
0.20
0
0.10
0.10
0.10
Senior
Teacher
0
0
0
0
0
0
Reader
0
0
0
0
0
0
Research
Fellow
0.30
0.20
0.10
0.10
0.10
0.10
Professor
0
0
0.10
0
0.10
0
Total
5.10
4.40
6.50
4.20
5.60
3.90

Please note that some levels of turnover were lower than 0.1% and have not been
included.
Female academic turnover has gone down overall, male staff turnover has risen.
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In terms of grade and staff category, the highest turnover can be seen at Grade 6
Teaching & Scholarship roles and Grade 7 Teaching & Research roles. The majority of
leavers on these grades each year are staff on fixed term contracts; 82% of leavers in
2012/13, 84% in 2013/14 and 79% in 14/15.
Of staff on lower grade fixed term contracts, 59% of T&S Grade 6 leavers were male
over the 3 years and 55% of T&R Grade 6 and 7 staff were male over this period.

Table 8: Reasons for academic staff leaving by Faculty 2013, 2014 and 2015

HLS

HSS

SCE

M

F

M

F

M

F

Death

0

2

0

0

0

0

Dismissal

3

2

1

0

1

0

End of contract

108

179

140

82

292

100

Retirement (standard
or due to ill health)

31

16

8

2

11

0

Redundancy

3

9

3

5

2

1

Voluntary
Redundancy

3

5

4

5

7

0

Resignation

100

111

50

25

86

25

Other

16

20

16

16

53

25

Total

264

344

222

135

452

151

48

35

Graph 14: Academic Staff and Reason for Leaving, 2013, 2014 and 2015
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The main reason that staff leave is end of contract or resignation. Our data on reasons
for staff resignations is incomplete and thus we do not know how many are occurring
for positive as opposed to negative reasons.

Achievement and IMPACT
Our bronze action plan identified career development specifically for female staff and the
need to improve family friendly policies. We achieved these actions and from this we have
seen a decrease proportion of female turnover.

Silver Action Points
AP 33: Find out reasons for staff resignations and include a new category of “internal or
external career move”.
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(v)

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

The University undertook a gender pay gap analysis in 2014. The following figures are
based on the analysis of all members of staff:



A 28.1% Gender Pay Gap if part-time staff are included. When only full-time
staff are considered this is 18.4%.
A -15.71% Ethnicity Pay Gap (including White staff who are not White British)
and a -9.24% Ethnicity Pay Gap (Excluding White).

An audit group was set up to look at the reasons for the pay gap. This uncovered that
the main reasons were the higher proportion of women on part-time contracts and the
gender imbalance at senior roles which means that women tend to receive less pay
overall than men.
Our priorities and actions are;

Silver Action Points
AP 5 and 26: Increase the number of women in senior roles through promotion and
recruitment.
AP 31: Make it easier for staff to move from part-time to full time/increased hours, if they
wish to do so. This will be done through encouraging managers to discuss and support
changes to working hours.
AP 9: Work to increase part-time or flexible roles at senior level roles so that all staff can
plan for career progression. All jobs will be advertised as possible part-time or job share
roles and senior part-time or job share staff will be highlighted as role models so that staff
can see that career progression is possible.
AP 6.5 Set a target to decrease the gender pay gap after our next audit in 2017. At this
point UCEA will provide tailored benchmarking data so we will have a fuller
understanding of our position.
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Bronze actions were taken to ensure that female staff are encouraged to apply for
promotion, that the process is transparent, that potential bias in promotion panels is
reduced, and that promotions are celebrated. This approach has been effective
(described in section 5.1 iii) and will continue.
A survey of part-time staff has been undertaken to ascertain whether staff feel ‘stuck’ in
part-time roles, which for women often results from a change in hours based on
childcare responsibilities (45% of female survey respondents gave this as their reason to
change to or apply for a part-time role compared to 4% of male respondents). 58% of
female respondents and 56% of male respondents felt that it would be impossible or
difficult to request a return to full-time or an increase in hours. Section 5.5 vii) covers
these results in more detail and planned actions.
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4.2.

Professional and support staff data

(i)

Professional and support staff by grade and gender

Look at the career pipeline across the whole institution and between STEMM and AHSSBL subjects.
Comment on and explain any difference between women and men, and any differences between
STEMM and AHSSBL subjects. Identify any issues at particular grades/levels.

66% of our Professional Services (PS) staff are women. Benchmarking ourselves against
other North West universities, we have a slightly higher proportion of female staff as on
average 62% of PS staff in the region are women (HEIDI data 14/15). Liverpool John
Moore’s University, our closest similar employer, has a 64% female PS workforce. It may
be that these roles are more appealing to women living in or close to Liverpool than
perhaps smaller universities in the region.
PS staff are grouped into the following roles;





Clerical (Grades 1-6 only) = 196 men, 897 women
Professional & Specialist Management and Administration (PMSA) (Grades 6-10 only)
= 365 men, 530 women.
Manual (Grades 1-5 only) = 132 men, 352 women
Technical (Grades 1-9) = 381 men, 325 women

52

Graph 15: Female Professional Services Staff, 2013-16 (%)
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The majority of PS staff (60%) are based in Central Professional Services, in departments
such as Human Resources. Manual staff (includes cleaning staff, Residences support
staff, security staff) are normally based centrally. Staff who work in academic
departments tend to be clerical, technical or PMSA staff.
63% of technical staff are based in STEMM departments, 34% are based centrally and 2%
are based in AHSSBL departments. Within STEMM departments, women make up 66% of
technical staff in HLS, however they made up 25% of technical staff in SCE in 2016 - an
improvement as women were 20% of technical staff in this Faculty in 2013. We have a
University HR award winning apprenticeship scheme; recruitment materials for this
show apprentices in roles where they are typically underrepresented, e.g. images of
women in technical roles. Our apprentices often become permanent staff and we
celebrate them via an Apprentice of the Year category in our annual staff awards. In
2013, this was won by Katherine Parkes who was an apprentice in Chemistry and is now
a technician in Engineering.
Although technical roles go up to Grade 8 and 9, there are very few staff at this level
(only 1-2 each year). The highest grade with a substantial amount of staff is Grade 7 (43
staff, 44.2% female in 2016).
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Figure 11: Katherine Parkes,
Apprentice of the Year 2013

Clerical roles have historically been dominated by female staff at all grades. In 2013,
82.1% of clerical staff were female; this decreased slightly in 2016 to 81.8%.
59% of PMSA staff are female, however this majority tends to decrease in higher
grades; at Grade 10, currently 41% of staff are female. Women made up 58% of this
grade in 2015 (2 female staff left the University for senior roles elsewhere and 2
retired). Also, as can be seen in section 5.4 iii) the University’s professional services
leadership now has gender balance with women as 5 out of 10 department heads.

Silver Action Points;
AP 8: Develop a series of 20 staff profiles to be added to the externally facing recruitment
webpages. These would feature real staff and would showcase their diversity (in terms of
protected characteristics) as well as highlight staff in roles where their gender is
underrepresented e.g. male clerical staff, senior female T&R staff, senior p/t staff.
AP 15: Develop job shadowing, rotation and secondment policy to provide further
development opportunities.
AP 3: Work with PS staff (from existing SATs and the planned Central Professional
Services SAT) to develop further plans around recruiting men to clerical roles and career
progression for all PS staff.
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Professional Services and Intersectionality
Graph 16: Clerical Staff by Gender and Ethnicity, 2016 (%)
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Graph 17: Manual Staff by Gender and Ethnicity 2016 (%)
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Graph 18: PMSA Staff by Gender and Ethnicity 2016 (%)
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Graph 19: Technical Staff by Gender and Ethnicity 2016 (%)
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5.4% (170) of our PS staff are from BAME backgrounds; 2% are male and 3.4% are
female. The sector benchmark is 10.3% (ECU data, 2013/14). We clearly have
significant work to do to increase our male and female BAME staff numbers in all
roles. As with BAME female academic staff, BAME PS women do not seem to drop
out of the pipeline at any career stage; the main issue is that numbers are very low.
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Silver Action Points:

AP 7: Undertake further research and consultation to understand how to attract more
BAME staff, and in particular BAME women, to roles throughout the pipeline.
AP 7: Investigate why BAME women, while at low levels of representation, do not seem
to be subject to the same ‘pipeline’ effect as white women are.
AP 11: For professional services apprenticeships, attract men, women and candidates
from BAME backgrounds to roles where they are currently underrepresented, through
aligning the recruitment activity of HR and Widening Participation departments.

(ii)
Professional and support staff on fixed-term, open-ended/permanent and zero-hour
contracts by gender
Comment on the proportions of men and women on these contracts. Comment on what is being
done to ensure continuity of employment and to address any other issues, including redeployment
schemes.

In contrast to some academic areas, PS departments overwhelmingly employ permanent
rather than fixed term staff; for Jan 2016, 2476 of 2929 staff (or 85%) of staff were on
permanent contracts. We will continue to monitor this to ensure the vast majority of staff
enjoy permanent contracts.
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(iii)

Professional and support staff leavers by grade and gender

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

Turnover for PS staff tends to be low, however has increased overall by 1.2% for female
staff and 0.2% for male staff over the last 3 years. We will monitor this going forward.
Table 9: PS Staff Turnover 2013-16 (as % of all staff)

Clerical

Manual

PMSA

Technica
l

Grade 1
Grade 2
Grade 3
Grade 4
Grade 5
Grade 6
Grade 1
Grade 2
Grade 3
Grade 4
Grade 5
Grade 6
Grade 7
Grade 8
Grade 9
Grade 10
Grade 1
Grade 2
Grade 3
Grade 4
Grade 5
Grade 6
Grade 7
Grade 8
Grade 9
Total

Male
%
0.30
<0.1
0.30
0.30
0.10
0
0.20
0.10
<0.1
0
0
0.20
0.10
0.10
0.10
<0.1
0
0
<0.1
0.10
0.10
0.10
0.10
0
0
2.20%

2012/13
Female
%
0.30
0.10
0.30
0.30
0.30
0.10
0.30
0.10
0
0
0
0.10
0.10
0.30
<0.1
<0.1
<0.1
<0.1
<0.1
0.20
0.20
0.10
0
0
0
3%

Male
%
0.10
0.20
0.10
0.10
0.10
<0.1
0.10
0.10
<0.1
0
0
0.20
0.10
0.20
0.10
0.10
0.10
<0.1
0.10
0.10
0.20
0.10
<0.1
0
0
2.30%

2013/14
Female
%
0.10
0.30
0.30
0.60
0.50
0.10
0.40
0.10
0
<0.1
0
0.10
0.20
0.30
0.10
<0.1
<0.1
0
0.10
0.10
0.10
<0.1
0
0
0
3.80%

Male
%
0.20
<0.1
0.10
0.20
0.20
0
0.20
0.10
<0.1
0
0
0.20
0.20
0.10
0.10
0.10
<0.1
<0.1
0.10
0.30
0.20
0.20
0.10
0
0
2.40%

2014/15
Female
%
0.10
0.30
0.30
0.50
0.40
0.20
0.40
0.20
0
0
0
0.40
0.50
0.20
0.10
0
0.10
0.1
0.10
0.10
0.20
0.10
0.10
0
0
4.20%
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Graph 20: PS Staff and Reasons for Leaving, 2013, 2014 and 2015 (%)
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PS staff are more likely to have permanent contracts, therefore a higher proportion of
Professional Services staff resign from their roles compared to academic staff and a higher
proportion of female staff resigns. Anecdotally, we know that our PS staff do leave roles for
positive reasons; to progress their careers internally or outside of the University or to follow
alternative career paths. Some examples include;





2 apprentices left the Institute of Ageing & Chronic Disease during, 1 woman to take
up a permanent role in our Facilities Management department and 1 man to study
computer science.
In the Management School, a male member of staff left to complete a PGCE and now
works as a primary school teacher.
A male technical member of staff left Engineering to join a local oceanographic
research centre as it provided fulfilling travel opportunities.
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Silver Action Points;
AP 33: Analyse exit interview data to better understand reasons for staff resignations. Add
a new category to indicate internal or external move.
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5. SUPPORTING AND ADVANCING WOMEN’S CAREERS
Recommended word count: Bronze: 5000 words | Silver: 6000 words 5785 words used
Key career transition points: academic staff
Recruitment
Break down data by gender and grade for applications, long- and shortlisted candidates,
offer and acceptance rates. Comment on how recruitment processes ensure that women
(and men in underrepresented disciplines) are encouraged to apply.

We have improved gender balance in our recruitment of academic staff. Applications
from women increased from 39% in 2013 to 42% in 2015 and appointments from 42%
to 46%; 139 to 152 women and 190 to 180 men recruited.
The introduction of e-recruitment (from 2017) will further improve the quality of our
shortlisting data as recruiters will be required to complete shortlisting to progress the
process.
Staff completing recruitment and section training have increased annually since our
Bronze award, from 68 staff in 2012 (21 M, 47 F) to 393 in 2015 (107 M, 206 F). The
Diversity & Equality team also conducted face-to-face Unconscious Bias training;
targeted at staff with decision making responsibilities around staff and student
recruitment.

Graph 21: Teaching & Scholarship Recruitment (%)
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Applications for Teaching & Scholarship roles have become more gender balanced
year-on-year with more men being shortlisted and appointed. We attribute this to the
changes we made in training, especially Unconscious Bias, and better gender balance
on recruitment panels, in this traditionally female-dominated career path.

Graph 22: Research Recruitment (%)
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A positive picture can be seen for Research staff. In 2013, women were appointed at
nearly half the rate of men, but by 2015 appointments are gender balanced. The
imbalance seen at application and shortlisting has also reduced significantly. As with
Teaching & Scholarship improvements, this change may be attributed to gender
balanced or representative panels as well as Unconscious Bias training

62

Graph 23: Teaching & Research Recruitment (%)
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Teaching & Research roles remain the least balanced of our academic staff categories, but
improvements can be seen;
 Increased proportion and number of women recruited.
 At professorial level, the proportion of women recruited increased from 10% to 31%.
 In Science & Engineering, efforts such as guest females visiting from industry to
broaden networks are paying off; in 2013, 58 women applied and 1 appointed, in
2015, 131 applied and 6 appointed.
Actions to further improve recruitment are detailed below; our actions to increase part-time
and job share opportunities should increase the number of female applicants.

Achievements and Impact
Our specific actions to recruit more women have been successful, as detailed
above, but more can still be done.

Silver Action Points;
AP 9: All roles to be advertised as part-time or job share to increase attractiveness
to men and women but we anticipate this will be particularly helpful to women.
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AP 7: We will use our new e-recruitment system to improve our records and the
quality and depth of data.
AP 10: Use the increase of female fixed term staff to improve the pipeline in
Science & Engineering. E.g. sending targeted to emails about opportunities to this
staff group, inviting interested staff to meet with the recruiting department.
AP 12: All shortlists to include at least 1 appointable candidate of each gender
(depending on which gender is underrepresented in the department/role in
question).
AP 8: Develop a series of externally facing case studies showing a diverse range of
staff in all roles to attract candidates who may not understand the full breadth of
job types with a job category or realise that they could do a job part-time etc.

(ii)

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

The University believes that providing new employees with a welcoming and inclusive
introduction is crucial to embedding values, understanding culture, commitment to
organisational practices, and demonstration that those responsible for supporting wellbeing and performance are supportive of all staff. Thus we provide:


Dedicated intranet section which includes guidance for international staff on aspects
of UK life e.g. schooling. This section provides information on the onsite childcare
centre, parking for carers, and family friendly policies.



VC invites all new starters to welcome events where she demonstrates that we are all
working towards the same common goal, need to respect differences, and that
leadership occurs at all levels.



New starters hear from the senior management team about the University, its strategy
and meet with representatives of University departments (e.g. D&E, HR and Employee
Assistance Programme which offers counselling), staff networks and trade unions.
Since 2009, 894 academic staff have had inductions. Of these, 42% (376) were
females, who make up 41% of staff, suggesting satisfactory take-up rates.

64

“It was great thank you, it felt very welcoming”
“I left with a greater understanding of the area I am interested in building a
career in”
from Welcome Event evaluation



An online induction introduces new employees to the history of the University, its
research and the support available.
“After being a student here, it is nice to know that UoL values its staff and goes
the same length to welcoming them as it does to students.”
“Truly innovative method of learning about the University and what it has to
offer”.
from online induction evaluation



Obligatory training modules (see training below).



Local inductions are provided by departments and tailored accordingly; a central
checklist is provided to ensure that key information like family friendly policies are
reiterated.

Impact and Achievements;
Feedback on induction informed the need to better tailor and focus this. Our training and
development staff reviewed and enhanced our induction processes; increasing from 75%
to 87% those highly satisfied or satisfied.

Silver Action Points:
AP 13: Obtain data about effectiveness of local inductions from departmental AS leads to
share best ideas and further increase satisfaction.
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(iii)

Promotion

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

Achievements and Impact;


Our AS actions have significantly increased women applying for and being promoted at
all grades.



Success of our plans in Science & Engineering, with 3 women promoted to Chairs and 5
to readership in 2015.



Doubling of female clinical professors.



Increasing senior female staff: 31 women promoted to Chairs and 30 to Readerships.



2 female chairs via the teaching and scholarship path, as we developed clearer and
fairer criteria for these staff.

In our previous action plan, we determined to encourage the broadest range of
applications for promotion and convert them to successful outcomes for all qualified
staff. AS data suggested reticence on the part of women to apply, and our 2013 staff
survey showed concerns about transparency. We sought best practices in HEIs and
beyond, shared emerging views with focus groups and refined our plans. Thus:
 Promotion panel members are representative of the academic workforce.
 We have a range of career paths reflecting type of academic roles,
 Career and CV mentoring,
 Unconscious Bias training for panel members
 Promotion workshops, led by recently promoted staff and panel members with some sessions ring-fenced for women.
 Communications re-written for clarity for applicants and managers.
 Feedback for unsuccessful applicants is provided by institute heads and line
managers.
 On-line resources including case studies linked to career paths and films of
successful candidates, drawn from across the protected characteristics, sharing
tips.
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Our impact is seen in the data below.

Figure 12: Promotions data
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Graph 24: Promotion to Chair, 2012-2015 (numbers)
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Graph 25: Promotion to Reader, 2012-2015 (numbers)
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Graph 26: Promotion to Senior Lecturer, 2012-2015 (numbers)
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Table 10: Chairs Data at faculty level
Faculty

Female
No.
Applications
Health & Life Sciences
2012
2
2013
6
2014
5
2015
4
Humanities & Social Sciences
2012
2
2013
5
2014
4
2015
1
Science & Engineering
2012
1
2013
0
2014
0
2015
3

No.
Successful

Male
No.
Applications

No.
Successful

Female
Male
%
%
Successful Successful

2
6
5
3

6
3
5
3

5
3
4
2

100%
100%
100%
75%

83.3%
100%
80%
66.7%

2
5
3
1

4
2
7
2

4
1
5
1

100%
100%
75%
100%

100%
50%
71.4%
100%

1
0
0
3

4
1
5
5

4
1
4
4

100%
0%
0%
100%

100%
100%
80%
80%
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This analysis showed that the number of applicants approximately mirrors the size of
the eligible pool for all grades (not shown). There were no differences in success
rates for any grade, indicating the 3 faculties are preparing candidates equally well.
Our application forms and panel training sessions, are clear about PT working and
career breaks, emphasising quality over quantity. We are now seeing more PT staff
being promoted and will analyse this information going forward.
We have many signs of improvement around promotion, but we want to dig deeper:

Silver Action Points:
AP 26.3: Further develop film and written case studies of role models and guidance on the
promotions process to maintain momentum regarding promotion applications for all staff.
AP 26: Focus on how PT staff and promotions are managed and encouraged.
AP 7: Examine how non-UK staff are faring in promotion.
AP 7: Use data, including that from 2016 promotion round, to identify specific faculty and
department pinch points at each grade.
AP 7: Determine if women take longer to apply for promotion than men, and what the
intervals are between being unsuccessful and reapplying for promotion.

70

(iv)

Staff submitted to the Research Excellence Framework (REF) by gender

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

Table 11 showing the University’s return in RAE 2008 and REF 2014

RAE2008

Change RAE2014 vs RAE2008
In
% of
%
% of
%
eligible
In
In %
eligible % of submission eligible % of submission
staff
submitted submission
staff
cohort for group
staff
cohort for group
pop
cohort
for group
Gender
Female
Male

30.0
70.0

25.0
75.0

REF2014

63.0
79.0

29.0
71.0

27.0
73.0

65.0
74.0

-1.0
1.0

2.0
-2.0

2.0
-5.0

Impact and Achievements;
Investment in female careers increased percentage of women returned in REF
compared to RAE.
Family friendly policies and better communication on the REF led to many more staff
returned, with individual circumstances considered, compared to RAE.

The increased selectivity for REF compared to RAE affected males more than females.
We increased the percentage of women submitted by 2% (males decreased 5%).
Although a larger percentage of eligible men than females were returned (74% of
65%), this was significantly better than 2008 when the gap was 79% of 63%. We
attribute the increased female returns across all three faculties, to our investment and
nurturing of female academics. Thus, the pool of research excellent females has
increased, leading to more being submitted.
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Table 12: RAE and REF submission data by gender and faculty
RAE2008

HLS

FSE

HSS

Male
Female
%
Female
Male
Female
%
Female
Male
Female
%
Female

REF2014

%
%
Eligible Submitted submitted Eligible Submitted Submitted
391
280
72
297
202
68
221
116
52
149
91
61
36
257
34

29
236
30

12
236
122

11
183
91

34

33

92
88

33
263
50

31
215
37

82
74

78
75

16
217
118

15
156
79

72
67

35

34

27/99 impact case studies were by females. These numbers are roughly in line with
the proportion of female versus males returned.
We welcomed the clearer HEFCE guidance for REF around individual circumstances
other than being an ECR, and submitted an increased number of such staff.
In RAE, 32 of 245 staff declared maternity or parental leave, PT status or caring
responsibilities. In REF, 75 of 251 individuals declared such circumstances. We
attribute this to our progress in promoting a culture that enables an appropriate worklife balance.
REF data were presented at AS Steering Group meeting by the Head of Research Policy
and the group contributed to how equality should be embedded in REF preparation.
The group will contribute further once the Stern Review outcomes are finalised.
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•

Silver Action Points:

•

AP 22

•

In preparation for REF 2020 consider how we can get even more equality and
diversity in preparation, by reviewing coordinators, reviewers, equality
assessment procedures.

•

Ensure that females are encouraged to put forward impact studies for
consideration to ensure widest possible pool is canvassed well in advance of
census deadlines.

•

Analyse if our individual circumstances data reflect proportionally our staff
characteristics.

5.2
(i)

Key career transition points: professional and support staff
Induction

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

Induction for PS staff does not differ from that given to academics. All staff are
provided with the same welcome and top level information about the University.
Since 2009, 1457 PS staff have attended a central induction event; 66% (968) of
these were female staff which mirrors the proportion of female PS staff.
Face-to-face diversity and equality training is provided for cleaning, security and halls
of residence staff as they are less likely to have computer access.

(ii)

Promotion

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

PS staff can apply for jobs at higher grade; however, they cannot apply for promotion
within their existing role. Like the majority of HEIs, PS roles are based on
institutional need rather than changing as a reflection of the individual’s
contribution.
They are put forward for additional pay increments - a permanent salary increase - or
one off Exceptional Contribution Awards of £1500. These are awarded after
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nomination by an individual’s manager and agreed upon by a panel. The process
guidance and application form sit alongside guidance for academic promotion,
sending a message that PS staff contribution is equally valued. Consultation with PS
staff revealed staff are not always provided with feedback if unsuccessful.
Table 13: PS Staff Annual Awards data 2013-15 (numbers)
2013
2014
2015
Female
Male Female
Male Female
Male
Increment
5
2
13
7
9
4
ECA
13
5
20
8
28
10
No increment,
ECA awarded
17
3
9
5
6
1
As can be expected considering the gender balance of PS staff, the majority of
increments or awards and unsuccessful nominations are from women.

Silver Action Points;
AP 15.2: Provide feedback to unsuccessful applicants for increments and ECAs.
AP 8: Develop a series of 20 staff profiles to be added to the externally facing recruitment
webpages. These would feature real staff and would showcase their diversity (in terms of
protected characteristics) as well as highlight staff in roles where their gender is
underrepresented e.g. male clerical staff, senior female T&R staff, senior p/t staff.

AP 9: To change policy so that all jobs to be advertised as open to job share/part-time by
default, unless a business case is agreed to have evidenced this as unfeasible.
AP 15: Develop job shadowing, rotation and secondment policy to provide further
development opportunities.
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5.2.
(i)

Career development: academic staff
Training

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

Staff are asked to complete the following online modules following appointment. In
addition, and staff above Grade 6 complete modules covering managerial and senior
staff responsibilities. Staff are alerted to this training through induction.
Table 14: Academic Completion Numbers
Training for All Staff
Data Protection Act

Female
248

Male
352

Introduction to Diversity and Equality

735

1180

Introduction to Health and Safety in the
Workplace
Information Security

298

218

769

1242

Training for Staff on Grade 6 or Above
Bribery Act (2010)

Female
175

Male
282

Managing Health and Safety

189

310

Recruitment and Selection (for staff with
this responsibility only)
Professional Development Review (for
staff with this responsibility only)

170

235

212

403

Diversity & Equality and Information Security training have been prioritised recently.
This year staff who had not completed Information Security training had their
University computer access suspended which proved effective in increasing uptake.
Completion rates for D&E training have been driven by our Bronze action plan and
equality objectives. 76% of staff have completed training; the target was set at 80%.
Heads of department are contacted to make sure that staff are encouraged and
enabled (i.e. given the time) to complete and renew (3-yearly) training.
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In 2016, a new member of staff was recruited to focus on online training
development and to prioritise PDR and recruitment training, as we want to increase
completion rates.
Other face-to-face training is available – depending on the topic, this may be opened
to all staff or targeted at specific groups, for equality we provide:


Equality Impact Assessment Training – 66 staff in 2016



Unconscious Bias training – all members of promotion panels trained and 80
additional staff involved with recruitment in 2016.

Teaching staff must also complete a Certificate in Professional Studies in Learning
and Teaching in Higher Education (CPS) and the vast majority are satisfied with the
programme. Staff undertaking this and similar course are shown below.
Table 15: Teaching related training completion rates 2013-16
2013/14

2014/15

2015/16

M

F

M

F

M

F

CPS

27 (53%)

25 (47%)

33 (55%)

27 (45%)

57 (69%)

26 (31%)

PGCert

9 (41%)

13 (59%)

7 (44%)

9 (56%)

7 (47%)

8 (53%)

PGDip/MA

4 (44%)

5 (56%)

2 (33%)

4 (67%)

0 (0%)

2 (100%)

ULTRA

1 (33%)

2 (67%)

7 (39%)

11 (61%)

18 (51%)

17 (49%)

Heads of department must complete a HoDs training course - includes ‘leading a
diverse workforce’ session.
PVCs, Heads of School and PS Directors must complete a Strategic Leadership
Programme. Due to the target group, only 1-2 staff take part each year; feedback is
consistently good.
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Achievements and Impact



(ii)

Increased numbers completing D&E and recruitment and selection training.
A well-structured leadership programme which includes information on D&E
and receives excellent feedback

Appraisal/development review

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

Staff are required to have a Professional Development Review (PDR) at least annually,
normally with their line manager. Template documents are provided to record the
conversation, which covers a staff member’s current role, achievements, setbacks, and
future plans.
PDR Guidance is available online for reviewees and reviewers and covers diversity and
equality considerations e.g. maternity leave
Managers must complete an online PDR module which explains how to conduct the
process well, and video examples of how a PDR might look for different staff. This
module has been completed by 658 staff; we have 758 staff with PDR reviewer
responsibility. Optional face-to-face training sessions are also held twice per year.
Academic staff also record a Portfolio of Activity which provides information on
teaching and research activity and activity such as AS work.

Table 16: PDR Completion for academic and PS Staff 2013-16 (%)

2013
2014
2015
2016

Female
academic
Completion
%
68
64
37
55

Male
academic
completion
%
71
66
44
63

Female PS
completion
Male PS
%
Completion %
74
76
67
70
55
59
70
81
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Reported completion rates for all staff in 2015 were low due to a technical problem.
Our VC has emphasised to staff the benefits of PDR and line managers are now
expected to have completion rates close to 100%.

Silver Action Points:
AP 27: Increase PDR completion rates for our postdocs.

(iii)

Support given to academic staff for career progression

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

The University is strongly committed to ensuring all staff have access to the necessary
development to enable them to meet their role expectations and to progress their
careers. Activities to support this include;










Focussed induction.
On-line, searchable, mentoring programme.
Annual PDRs.
Leadership training.
On-line training
Development courses.
Research and teaching support offices and platforms.
Promotion workshops and resources
Start-up packages for newly appointed research group leaders.

Additionally our teaching staff are supported and encouraged to obtain HEA fellowships.
We currently have 82 fellows, 46 of which are women.
We recognise the needs of our Early Career Researchers. All the above bulleted points
are available to them, bar start up packages and some leadership training.
We piloted the Springboard scheme to help female ECRs and run this jointly with
Liverpool John Moores University to enhance networking opportunities.
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Calling all female Early Career Researchers!

As part of our commitment to supporting women into management the University is piloting
The Springboard Women’s Development Programme focusing particularly on women in the
early or middle stages of their research career.

Figure 13: Springboard online flyer
Other activities we are piloting include:



Entrepreneurialism training for ECRs, recognising the importance of research
impact.
ECR career coaching scheme.

There is a sector-wide tension between the number of postdocs employed and the
number of long-term academic careers available. We have focussed on creating a
positive and productive experience for them, including increased career advice, and
development opportunities. For example, “how to teach” courses are tailored to this
group, and media training and inspirational speakers from a range of careers
regularly present. Mentoring and advice regarding fellowship applications is
embedded at departmental level, but is also delivered at faculty level.
Our Female ECR Network has held workshops on subjects such as writing for
scientific papers and improving your CV.
We have held since 2011 the ‘HR – Excellence in Research Award’, for championing
and being committed to the professional development of ECRs. Our plans were
developed by a senior female academic, Professor Lu-Yun Lian.
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Our PVC for Research, Professor Dinah Birch has instigated a Task and Finish group,
regarding support for postdocs. Membership includes postdoc members from all
faculties and the Director of Athena SWAN.

Silver Action Points:
AP 16: Monitor and assess the success of our pilot schemes, Education Leadership,
Entrepreneurialism training, Career Coaching programme and roll out across the
University.
AP 21.1: University task and finish group to complete its work by June 2017 and provide
a new central framework and resource for postdocs.
AP 21.2: Monitor impact of measures to better support our postdocs biannually and
ensure both genders are equally benefitting.
AP 27: Increase PDR completion rates for our postdocs.
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SILVER APPLICATIONS ONLY
5.4. Career development: professional and support staff
(i) Training
Describe the training available to staff at all levels. Provide details of uptake and how existing staff
are kept up to date with training. How is its effectiveness monitored and developed in response to
levels of uptake and evaluation?

As outlined in section 5.2 i) obligatory training does not differ for PS staff.
Table 17: PS Staff training completion (numbers)
Training for All Staff
Female
Data Protection Act
657

Male
293

Introduction to Diversity and Equality

1693

870

Introduction to Health and Safety in the
Workplace
Information Security

606

276

1725

960

Training for Staff on Grade 6 or Above
Bribery Act (2010)

Female
359

Male
214

Managing Health and Safety

442

260

Recruitment and Selection (for staff with
this responsibility only)
Professional Development Review (for
staff with this responsibility only)

355

160

467

234

As more women (692) than men (313) joined the university, more of them have
completed training.
Specific training for PS staff is tailored to need, for example staff responsible for
departmental finances train to use financial software.
As with academic staff, PS staff have also taken part in unconscious bias and equality
impact assessment training.
We will offer more skills based training for staff who support committees e.g. agenda
planning, normally clerical or PMSA staff.
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For manual and technical staff, additional training is offered based on role
requirements, e.g. security procedures, cleaning and safety.
(ii) Appraisal/development review
Describe current professional development review for professional and support staff at all levels
across the whole institution. Provide details of any appraisal/development review training offered
and the uptake of this, as well as staff feedback about the process.

See section 5.2 ii) for this.
(iii) Support given to professional and support staff for career progression
Comment and reflect on support given to professional and support staff to assist in their career
progression.

For the most part, PS staff have access to the same career development support as
academic staff. Specific development for PS staff includes;






Management Essentials, 6 days of training over a year and Stepping into
Management programmes which is 2 consecutive days.
An apprenticeship scheme supports young people gaining a qualification
while working. Each apprentice has a mentor and an external tutor.
Existing University staff are also able to use the apprenticeship scheme to
gain a qualification and we are increasing funding for these opportunities.
We are part of the national HEATED scheme which provides resources and
development for technical staff.
Bespoke training sessions based on identified needs e.g. a group of staff
who work on AS were given training in project management.

Consultation with PS staff has highlighted a need for managed secondments, rotations
and work shadowing, to increase mobility and understanding of how the University
functions.

Silver Action Points;
AP 15: Explore a managed secondment, rotation and work shadowing scheme.
AP 3: Explore concern about development opportunities not being open to Professional
Services staff.
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5.3. Flexible working and managing career breaks
Note: Present professional and support staff and academic staff data separately
(i)

Cover and support for maternity and adoption leave: before leave

Explain what support the institution offers to staff before they go on maternity and adoption
leave.
(ii)

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

(iii)

Cover and support for maternity and adoption leave: returning to work

Staff can access guidance on maternity and adoption leave via our intranet and from HR.
The online guidance has been improved in the last 3 years based on staff feedback; and
includes:
 Maternity, adoption and other family friendly policies and pay information.
 Process flowcharts and key dates checklist for staff and managers
 Information on antenatal appointments –paid time off for pregnant employees, plus
paid time off for 2 appointments for partners.
 Information on Keeping in Touch days. Staff can use the children’s centre on KIT days.
 Details of facilities, such as our milk expression rooms and 8 mini fridges for storage.
 Information on our Parents Network which is open to those planning or expecting a
child, as well as parents. It has a Facebook page and email list (61 members) and
provides peer support.
Pregnant staff are encouraged to arrange a health and safety assessment with their
departmental health and safety representative as soon as they know that they are
pregnant.
Maternity mentors/buddies are in place in 4 departments; the mentors have reported
positive feedback, and in one department has a maternity mentor for PGR students. Roll
out of this activity is in the action plan.
Line managers conduct a pre-maternity PDR with staff to discuss cover and any other
arrangements, which the manager then arranges.
Consultation with our Parents Network highlighted that support from managers varies,
therefore we will develop clearer guidance for them.
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The University has signed the Equality & Human Rights Commission ‘Working Forward’
maternity charter mark and will add their online module to the intranet.
Staff are encouraged (though guidance) to discuss if possible any changes to their work
pattern at 8-12 weeks before returning to work.
Within the first week of returning to work, staff have a departmental PDR/induction to
re-familiarise and update them of any changes.

Figure 14: EHRC Working Forward Pledge webpage
Achievements and Impact:
 Consultation told us that many women would welcome local informal contacts for
guidance. We therefore piloted “Maternity mentors”. Feedback has been extremely
positive, and will be rolled out across the university.
 University has signed the EHRC Working Forward pledge.
 Parent’s Network flourishing: established in 2014 at the suggestion of an ECR expecting
her first child.
 Collated information portal “Family Friendly” section on HR website.

Milk expression room and mini fridges available and regularly used, after
staff highlighted a need for these facilities. Very positive feedback received.
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Silver Action Points:
AP 34.1: Roll out maternity mentor scheme.
AP 34.2: Manager “how to guide” to be developed, disseminated, and updated and
to include case studies, EHRC online module on maternity rights and responsibilities.
AP 34.3: Share EHRC online module on maternity rights and responsibilities.

(iv)

Maternity return rate
Provide data and comment on the maternity return rate in the institution. Data and
commentary on staff whose contracts are not renewed while on maternity leave should be
included in this section.
Provide data and comment on the proportion of staff remaining in post six, 12 and 18
months after return from maternity leave.
Table 18: Academic Staff Maternity Return Rate 2013-15 (numbers)

Total
Academic Staff
Number
HLS

2013
2014
2015
HSS
2013
2014
2015
SCE
2013
2014
2015
CPS
2013
2014
2015
Total 2013
Total 2014
Total 2015

30
43
26
7
13
9
5
7
7
2
1
0
44
64
42

Number still in
employment after
6 months
26
39
24
7
11
9
5
5
5
2
1
N/A
40
56
38

Number still in
employment
after 12 months
24
38
23
7
11
9
5
5
5
2
1
N/A
38
55
37

Number still in
employment
after 18 months
24
35
22
7
11
9
5
5
5
2
1
N/A
38
52
36

85

Table 19: Academic Staff Maternity Return Rate 2013-15 (numbers)

Professional
Services Staff
HLS

2013
2014
2015
HSS
2013
2014
2015
SCE
2013
2014
2015
COO
2013
2014
2015
Total 2013
Total 2014
Total 2015

Total
Number
24
42
20
1
3
3
0
4
6
28
37
30
53
86
59

Number still in
employment after
6 months
21
37
19
1
3
3
N/A
3
5
24
34
28
46
77
55

Number still in
employment
after 12 months
20
35
19
1
3
3
N/A
3
5
22
32
27
43
73
54

Number still in
employment
after 18 months
19
35
18
1
3
3
N/A
3
5
22
32
27
42
73
53

Over this period, 84% of academic and 85% of PS staff are still working 18 months after
maternity leave. Academic staff who no longer work after this make up 3.2% of female
leavers (20 of 630,) and 3.5% of PS staff (30 of 864). Four staff over the same period
did not have their contract renewed whilst on maternity leave. One contract finished a
month after returning from maternity leave, two females ended their employment on
the day their maternity ended and one woman’s contract ended during her maternity
leave.
Although these figures are not worrying, further exploration is needed to ensure that
staff are not leaving due to negative experiences of taking maternity leave. This will be
picked up in our improving exit interviews actions.

Silver Action Points;
AP 33: Find out why staff leave the University after maternity leave, in exit interviews,
especially those who have resigned.
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(v)

Paternity, shared parental, adoption, and parental leave uptake
Provide data and comment on the uptake of these types of leave by gender and grade for
the whole institution. Provide details on the institution’s paternity package and
arrangements.
Table 20: Academic Paternity and Adoption Leave Take Up 2013-15 (numbers)

Paternity Leave

Adoption Leave

Academic Staff

Teaching and
Scholarship

Research

Teaching and
Research

Clinical

Total

Grade 6
Grade 7
Grade 8
Grade 9
Professorial
Grade 6
Grade 7
Grade 8
Grade 9
Professorial
Grade 6
Grade 7
Grade 8
Grade 9
Professorial
Lecturer
Senior
Lecturer
Teacher
Senior
Teacher
Reader
Research
Fellow
Professor

2013
2
1
1
1

5
3

2014

2015

1
1

1
1

1
2

1

2013

2014

2015

1

3
2

2
3

1

3

1

1

1

1

1
1
21

6

13

0

2

0
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Table 21: PS Staff Paternity, Parental and Adoption Leave Take Up 2013-15 (numbers)

Professional Services
Staff
Grade 1
Clerical
Grade 2
Grade 3
Grade 4
Grade 5
Grade 6
Grade 1
Manual
Grade 2
Grade 3
Grade 4
Grade 5
Grade 6
PMSA
Grade 7
Grade 8
Grade 9
Grade 10
Grade 1
Technical
Grade 2
Grade 3
Grade 4
Grade 5
Grade 6
Grade 7
Grade 8
Grade 9
Total

Paternity Leave
2013
2014 2015

Adoption Leave
Parental Leave
2013 2014 2015 2013 2014
2015

2

1
1

1
1
1
1
7
4
1

1
3
1

1
4
2
3

22

1

1
1
1

13

1
1

0

0

1

0

1

2

Recording paternity and parental leave has proved difficult – most staff arrange this
locally without informing HR. With the implementation of a new HR system in 2016,
staff can now easily record this leave online so data should improve.

Silver Action Points:
AP 35: Explore extending staff pay for paternity leave beyond the statutory 2
weeks.

88

AP 4: Use of a HR newsletter to update departments on policy changes and to
signpost to existing information.
AP 34.2: Manager how to guide to be developed, disseminated and updated to
reflect any learning highlighted by staff or their managers.

(vi)

Flexible working
Provide information on the flexible working arrangements available.

All staff can apply for flexible working. This comprises; reducing and compressing
hours, early/late starts or finishes or working from home. Examples are provided in
our Flexible Working Policy and it is made clear that staff can suggest other options.
Decisions are made by line managers based on business needs and can be appealed to
HR, who will investigate and overturn if appropriate.
As with family leave, staff often make local arrangements and therefore records are
not kept centrally.
Academic staff do not work set hours, so it is easier for them to work flexibly
compared to PS staff.
As a result of our last equal pay audit and consultation with PS staff, we will explore
instigating flexi-time; this would help staff work flexibly without reducing hours/pay.

Silver Action Points:
AP 32: Explore creating a framework for flexi-time.
AP 4: Use of a HR newsletter to update departments on policy changes and to
signpost to existing information.
AP 34.2: Manager how to guide to be developed, disseminated and updated to
reflect any learning highlighted by staff or their managers.
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(vii) Transition from part-time back to full-time work after career breaks
Outline what policy and practice exists to support and enable staff who work part-time to
transition back to full-time roles when childcare/dependent or caring responsibilities
reduce.

Our equal pay audit and survey of part-time staff in 2016 (completed by 299 women
and 73 men, response rate 29%), alerted us to problems with transitioning to FT from
PT.
Would you wish to return to previous working hours/full time hours?
Female

Male

Yes, now

36

9

Yes, in future

93

13

No

129

36

How easy do you think this would be?
Female

Male

Not possible

82

18

Possible, but difficult to
arrange/request

97

23

Quite easy to
arrange/request

55

13

Very easy to
arrange/request

24

4

The main reason given by female respondents for choosing a part-time role was
childcare responsibilities. Caring responsibilities change over time therefore capacity
or desire to increase working hours can also change.
50% of female respondents and 40% of male respondents expressed a desire to
increase their working hours either now or in the future. 69% of female respondents
and 71% of male respondents felt that this would be impossible or difficult to
request.
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As working hours have impact on pay as well as staff satisfaction we are keen to
make improvements as outlined in actions below.

Silver Action Points;
AP 30: Visibility of part-time role models needed e.g. staff in senior roles,
promotion case studies, etc.
AP 31: More flexibility and support around moving back to full-time or increased
hours. Guidance for managers to be developed to support them to talk to their
part-time staff about this.
AP 32: Explore creating a framework for flexi-time.
AP 9: To change policy so that all jobs to be advertised as open to job
share/part-time by default, unless a business case is agreed to have evidenced
this as unfeasible.
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(viii) Childcare
Describe the institution’s childcare provision and how the support available is
communicated to staff. Comment on uptake and how any shortfalls in provision will be
addressed.

Figure 15: Children’s Centre webpage (externally facing)

The University has an onsite childcare centre which can take 100 children and is for
staff and student parents. The centre offers flexible provision; full and tailored parttime places, after school, breakfast and school holiday clubs. When tendering for a
new provider, we ensured that this was something offered. The centre gets excellent
feedback from parents. Centre governance is overseen by a Board chaired by the
Director of HR; membership includes male and female parents.
The centre has not reached capacity, but if it does, our provider has several sites
throughout the city, and staff can use these.
In 2015/16, the University started offering a free crèche at the centre for parents
working on Saturday Open Days and for use by visitors during Graduation.
Our sport’s centre runs a school holiday children’s club. Our campus-based museum
and botanic garden (on the Wirral campus) run regular family days.
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In 2015, in response to staff consultation, the University ring-fenced a car park for
use by staff with caring responsibilities. The car park opens at 8.45; this is to provide
spaces for parents and carers who cannot arrive earlier and have struggled to find a
car parking space.
“Since the carer’s car park opened I feel my day can get off to a much better start
after the school run; these little things often end up making a big difference”
Tricia O’Neill, Chief Executive, Student Union

Achievements and Impact
Identified new company to run Children’s Centre providing part-time places and flexible
provision.
Free crèche for children of staff on Saturday Open Days.
Carer’s car park established.

(ix)

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

As well as the flexible working policy, the University special leave policy allows for
dependent leave which includes 1-2 days paid leave to deal with an emergency; this can
be extended with management approval.
In 2016 we conducted an online survey asking carers to share their experiences. In total
79 responses were received. Key results were:





87% of respondents said caring responsibilities impact on their working life.
79% require taking time off at short notice
35% felt caring responsibilities have impacted their career progression.
89% feel a carer’s network would be useful.

We have drawn up actions to more strongly support carers.
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Silver Action Points:
AP 37










5.4.
(i)

Encourage staff to disclose caring responsibilities through the equalities
monitoring process if possible.
Request promotional material from our external Employee Assistance Programme
to promote the services they provide to support carers i.e. advice on elder care.
Create a specific web page for carer’s information, sign posting them to relevant
policies, networks and any other information which may be useful.
Form a staff carer’s network with an initial meeting in early 2017 – a meeting was
planned for early 2016 however had to be postponed due to a high number of
cancellations.
Provide Training guidance for managers; on changing our culture wherever
possible, and on being supportive and encouraging to carers. This can be helped
through our communications, potential carer’s network, and web pages.
Explore a carer’s leave policy- or specifically discuss carers in compassionate /
domestic policy.
Having a named member of staff in HR specifically for supporting staff members
with caring responsibilities.

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

We are fortunate to have a Vice-Chancellor (since 2015) who has a sincere desire to
improve equality. This influence cannot be underestimated; however, we understand
that it is vital to have structures in place that will outlast any one person’s influence
and commitment.
The University’s strategic plan, states the importance of diversity and equality and its
commitment runs throughout and is embedded within its action plans.
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Cultural change has seen improved transparency and consultation (both that the
University consults and that staff engage with it). These activities may not always have a
direct link to equality, but they are key way to ensure that all staff understand the
workplace and their part in it. Examples include;


Consultation around Strategy 2026.



The new timetabling policy sent to all staff for consultation. Equality impact
was assessed and concerns raised around family and caring commitments
changed the policy.



Minutes from influential University committees are published on the intranet.



As explained in section 5.4 ii) policies and processes require Equality Impact
Assessment for approval and staff are proactively contacting the D&E team for
advice.

Our equality networks (for disabled, LGBT and BAME staff, female early career
researchers and parents) share good practice. In 2016, they held a joint staff networks
event, attended by 60 staff and having David Ruebain (ECU) as the guest speaker.
We believe that significant progress has been made in embedding principles of equality
and inclusivity, and the activity described above will continue.

(ii)

HR policies

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

Our Dignity at Work and Study Policy, covering informal and formal complaints of
harassment and bullying, has reported annually for 6 years. It gives the number and type
of complaints, and the equality characteristics of complainants, plus (where available)
those being complained against. There are no trends in complaints relating to any equality
characteristics. The policy will be reviewed in 2017; following troubling reports of levels of
sexual harassment in HE, we will ensure that appropriate measures are included in our
review (see section 7). Staff can report bullying or harassment to their managers, to HR, or
via a new online anonymous reporting, established following staff feedback.
Advice on the policy can also be sought from staff (male, female, BAME and LGBT) who
volunteer as trained Bullying & Harassment Advisors.
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For formal grievance cases, a register is kept to record and monitor progress. A summary
report is sent to Planning & Resources Committee and Council.
To ensure that policies work well in practice, HR regularly meets with our Trade Unions to
discuss where changes may be needed. We are working with them to reduce the timescale
of formal complaints.
HR Managers meet monthly to discuss cases and are all CIPD (Chartered Institute of
Personnel and Development) chartered and attend their update sessions e.g. in 2016 a 3day refresher training session.
In 2016, the University recruited an in-house lawyer to provide support for serious cases
and to provide employment law advice.
Our biannual staff survey indicated low levels of bullying and harassment experienced by
staff (5% of all staff; when split by gender 4% of female responses and 5% of male
responses). The sector benchmark is 5% (source, Capita survey provider).

Figure 16: Bullying & Harassment Advisors intranet page
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Achievements and Impact
Our staff survey contains a section on bullying and harassment that has informed us that
staff wanted to be able to anonymously report bullying and harassment. We worked with
our staff networks to explore the pros and cons of doing so, and decided that, with
safeguards, we could change our policy. Anonymous reporting now available.

Silver Action Points
AP 6.1: Use the upcoming review of the University’s Dignity at Work and Study Policy to
incorporate recommendations from the UUK report on sexual harassment and violence.
Analyse data in next staff survey to determine if staff are experiencing and reporting
fewer incidents.

(iii)

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

Table 22: Head of schools and departments by faculty 2012/16 (numbers)

HLS
SCE
HSS

School Heads
Female
Male
2012 2016
2012
2016
1
1
4
6
0
0
4
4
2
3
4
1
3
4
10
11
23% 27%
77%
73%

Department Heads
Female
Male
2012
2016
2012
2016
4
5
20
16
1
1
10
10
3
5
11
10
8
11
41
36
16%
23%
84%
77%

Good progress has been made since our Bronze Award in increasing women in senior
roles in all faculties. With new female chair and reader appointments, we are
confident that more females will take up these positons.
At the highest levels of University management there have been significant changes,
not least that our VC is female. Due to organisational changes, new roles have been
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created and we have a female EPVC, PVC, and associate PVC. There is gender
equality on the PS leadership team.
Since our Bronze application, female senior management have increased from 32%
Table 23: Senior Staff 2012/16 (numbers)
2012
2016
Female
Male
Female Male
Vice Chancellor
0
1
1
0
Deputy Vice Chancellor
n/a
n/a
0
1
Pro Vice Chancellors
(Academic staff)
1
2
1
1
Executive Pro Vice
Chancellors
0
3
1
2
Associate PVCs (Academic
staff)
n/a
n/a
1
2
Professional Services
Leadership Team (PS staff)
6
9
5
5
Total
7
15
9
11
31.8% 68.2%
45%
55%

Silver Action Points
AP 26-29 (covering promotion and career progression)
Ensure that the effective mechanisms we have put in place in relation to mentoring, training,
networking, promotion, and leadership opportunities, further drive the closing of the gender
gap in the senior management roles of our University
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(iv)

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

The University has two senior management committees (other influential committees
are covered in section vi) and both have near-gender equality.



Council: 9 of 21 female.
Senior Executive Group (SEG): 9 of 20 female.

To ensure that Council remains gender balanced and has better diversity, Earl Derby, its
leader is championing actions to encourage more diverse applications.
The University’s SEG is 45% female and our actions to ensure that women continue to
progress into senior roles will maintain its gender balance.
The University signed the Diversity in the Board Room Pledge in June 2016. We
committed to maintaining 40 > < 40 i.e. a minimum of 40% of either gender in the
membership of these two committees.

Achievements and Impact
In 2012, Council had 24% female membership and now has 30%. SEG was 23% female
and is now 45%. These changes were made by recruitment and promotion of more
women to senior roles

Silver Action Points
AP 5.2: Positive action to recruit more diverse Council members led by Head of Council,
Lord Derby.
AP 5: Continued leadership development activity to ensure that women remain well
represented in senior roles.
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(v)

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

Table 24: Committee Membership 2013/13 compared 2016/17
2012-13
Male
Academic Quality and
Standards Committee
Admissions & WP Committee
Assessment Appeals
Committee
Athena SWAN Steering Group
Audit Committee
Awards of Degree, Diplomas
and Certificates Committee
Boards of Discipline
Collaborative provision subcommittee
Council
International Committee
Investments Sub Committee
Joint Committee on Honorary
Degrees
Planning & Resources
Committee
Progress of Students
Committee
Remunerations Committee
Research Ethics Committee
Research Governance
Committee
Safety Committee
Senate
Standing Committee on
Personal Chairs
Standing Committee on
Readerships

Female

2016-17
%
Female

Male

Female

%
Female

8
7

10
11

55.6
61.1

8
7

10
11

55.6
61.1

5

7

58.3

10

0

0

5
4
9

7
16
2

58.3
80
18.2

6
9

1
3

14.3
25

3
11

3
5

50
31.3

6
19

12
6

66.7
24

10

3

23.1

7
21
5
8

10
9
7
1

58.8
30
58.3
11.1

9

5

35.7

7

1

12.5

7

4

36.4

6
4
6

3
0
9

33.3
0
60

7
4
6

7
3
10

50
42.8
62.5

10
17
267

4
5
66

28.7
22.7
19.8

7
10
45

5
4
29

41.7
28.6
39.2

9

3

25

6

6

50

9

3

25

6

6

50

100

Student Experience
Committee/Education
Committee
TOTAL

17
432

16
163

48.5
27.4

13
208

11
171

45.8
45.1

Committee membership has seen a shift towards gender balance. This can linked to
the recruitment and promotion of more women to senior administrative and academic
roles.
We also changed how our Senate membership is structured and introduced role/grade
specific elections in 2013, (rather than having all professors and resulting gender
imbalance).
Currently Senate has 29 women and 45 men. The most recent election results can be
seen below.
Table 25: Senate Election Data 2016

Faculty

Nominations

Elected

HLS

6 female, 2 male

2 female, 1 male

SCE

3 female, 0 male

3 female

HSS

3 female, 3 male

2 female, 1 male

Impact and Achievements

18% increase of women on influential committees – now at 45%.

(vi)

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

Membership of committees is often linked to a person’s role. Members can send
representatives to deputise for them, allowing these representatives to gain useful
experience as well removing some of the burden from named members.
Staff discuss workload (including committee membership) through PDRs and in
workload model discussions. These are used as part of the evidence base for
promotion and committee roles would be considered under criteria around
demonstrating leadership.
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(vii) Institutional policies, practices and procedures
Describe how gender equality is considered in development, implementation and review.
How is positive and/or negative impact of existing and future policies determined and acted
upon?

The University has a policy development model and administrator, to review existing
policies and develop new policies. All policies include a review date and a timetable
for review is managed by the administrator.
The administrator researches policy best practice as part of her role. A recent example
of this is the development of our Shared Parental Leave Policy last year. In order to
ensure equity of experience for all staff we decided to match the Shared Parental
Leave Policy to our Maternity Leave Policy; this means that staff can make use of the
Shared Parental Policy without any qualifying period and receive the same level as pay
as on maternity leave.
The policy development model includes the undertaking of an Equality Impact
Assessment (EIA). EIAs are undertaken by the staff who own the policy in question,
with support from the D&E Officer. Policies are consulted on with staff groups most
likely to be affected and with Trade Unions.

Impact and Achievements
Better decision making, more consistent process and transparency through;
- recruitment of a Policy Development Administrator
- thorough consultation processes
- EIA training and a thorough EIA process.
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(viii) Workload model
Describe any workload allocation model in place and what it includes. Comment on whether
the model is monitored for gender bias and whether it is taken into account at
appraisal/development review and in promotion criteria. Comment on the rotation of
responsibilities and if staff consider the model to be transparent and fair.

Workload allocation is the responsibility of the Head of Department/school, and they
are trained to do this. AS activities are recognised.
In common with others in the sector we have struggled to find an acceptable workload
model and have spent time evaluating commercial solutions. A working group ensured
utility, flexibility and value for money and included the AS Steering Group chair and
Director of HR, to ensure that it is helpful for equality and diversity issues. The project
team have consulted with the Gender Equality Officer. The model will be piloted in
academic year 2017 and implemented in 2018.

(ix)

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

The University working hours are 9-5, however due to student numbers the teaching
day may be extended to 9-6. Please note that this timetabling policy (still undergoing
approval) is clear that staff starting at 9am would not teach until 6pm. Time for
research, suitable breaks and importantly flexibility for staff with caring responsibilities
or other equality related needs (e.g. faith or disability requirements) are taken into
account when timetables are planned.
Our Vice Chancellor holds three Open Meetings per year. Meetings are held on
different days of the week at differing times and streamed on our website.
The University’s Leadership Forum (for Grades 9 and 10) takes place once a month.
Initially held on the first Monday of every month, this meeting date now varies from
month to month following feedback from a part-time member of senior staff.
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(x)

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

Marketing & Communications, represented on the AS steering group, have helped us
make a step change in seeing that the achievements of our female staff are regularly
celebrated and publicised.
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Figure 17: Staff intranet news stories
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Male role models for areas where men are traditionally underrepresented, such as
nursing are also celebrated e.g. a MOOC on the impact of nursing by a male academic
(image above).
The University holds many events, ranging from high profile public lectures to PhD
students presenting their work in smaller seminars. All events are publicised via a
central online calendar, as well as through locally driven publicity. In the academic
year 2015/16, 42% (165) of events featured female speakers.
Honorary degrees are agreed by a committee (membership outlined in section 5.4 v).
All staff can make nominations; the D&E team and equality staff networks have been
proactive in nominating honorary graduates; successful recent cases include Professor
Mary Beard, Dames Athene Donald and Carol Robinson.
Our staff also act as external role models. Examples are;


BBC Next Generation Thinkers; Professors Sarah Peverley and Nandini Das and Dr
Sandeep Parmar.



Dr Anna Slater, Chemist, shortlisted for a Woman of the Future award and recent
recipient of a Daphne Jackson Trust Fellowship.



Family friendly role models; Professor Eann Patterson and Dr Ainhoa Mielgo for
Royal Society.

The University is active in recognising staff achievements internally via our Celebrating
Success Awards and Long Service dinners. The Health and Life Sciences AS teams have
just won the team award.
The Liverpool Women in Science & Engineering Society was established in 2013 as part
of our Bronze action plan. The society is run by Science & Engineering and our D&E
Part of its role is to highlight University STEMM role models. This is done via our
website, social media, events, and short films.
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Figure 18: Image shows 2015 Celebrating Success Award winners

Achievements and Impact
Increased celebration of women in STEMM and other fields.

Silver Action Points

AP 8: Develop a series of 20 staff profiles to be added to the externally facing
recruitment webpages. These would feature real staff and would showcase their
diversity (in terms of protected characteristics) as well as highlight staff in roles
where their gender is underrepresented e.g. male clerical staff, senior female T&R
staff, senior p/t staff.
AP 19.1: Guest speakers and role models - build speaker selection and diversity and
equality considerations into central guidance.
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(xi)

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

Our Widening Participation (WP) team consists of 5 male and 11 female staff. This core
team is supported by staff throughout the University (this work is recognised through
PDR) and paid student advocates who have undertaken diversity and equality training.
The WP team work with partner schools which are decided upon based on the
percentage of students who receive free school meals and the IMD (Indices of
Deprivation). These are a mix of single sex and mixed schools.
From Year 9 upwards the team work with individuals that the school picks/whoever
chooses to engage. Last year this was roughly 25% white male, 50% white female, 25%
BME (both sexes).
Specific programmes include Fast Trackers targeted at Year 11 students from Yemeni
and Somali backgrounds; this programme tends to attract more girls. As female
students are more likely to engage in WP programmes, another programme
‘Dangerous Science’ focusses on more ‘exciting’ areas of science such as robotics and
volcanoes. Although girls are still in the majority on this programme, the percentage of
boys taking part has increased.
The Faculty of Health & Life Sciences run ‘Meet the Scientists’ events. These are family
events designed to provide hands-on learning about medical subjects.
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Figure 19: LivWiSE and Meet the Scientists websites
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(xii) Leadership
Describe the steps that will be taken by the institution to encourage departments to apply
for the Athena SWAN awards.

Our STEMM departments all have Bronze or Silver departmental awards and plans for
applying for the next level award. Our AHSSBL departments have established SATs and
initial data analysis and identification of actions in place.
The University has resourced a Gender Equality Officer (full-time) and a Director of
Athena SWAN (0.4 fte) to provide the following support to departments:


Providing briefings and answering ‘FAQs’ about the application process.



Providing data needed for Athena SWAN work. In 2016, this support expanded
to the appointment of a part-time data officer to support this work. This role
was made full-time in July 2016.



Providing support in running consultation for Athena SWAN (e.g. surveys)



Providing feedback on applications and action plans.



Attending departmental SATs to check with action plan progress and help to
remove any barriers as required.

As described in section 3, the University’s steering group provides support to
departments and a route to share good practice.
Commitment to being an equal and inclusive place to work and study is integral to our
2026 strategy. In practical terms, this commitment will be measured through action
plans and achievement of KPIs, one of which is to continue to use Athena SWAN to
benchmark and frame our work on gender equality.

Achievements and Impact
This support as led to the achievement of AS awards in all STEMM areas (5 Silver and 5
Bronze awards).
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ACTIONS:
AP 1: Ensure that every academic School and Institute is actively engaged in progressing
gender equality, as evidenced by ongoing Athena SWAN accreditation (at increasing
levels of award) and by delivery against action plans.
AP 1: Obtain 3 Gold awards in Health and Life Sciences, 3 Silver awards in Science and
Engineering and 4 Bronze awards in humanities, and an institutional gold award.

6. SUPPORTING TRANS PEOPLE
Recommended word count: Bronze: 500 words | Silver: 500 words 377 words used.
(i)

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

Our Diversity & Equality Policy makes it clear on the first page and throughout the
document that discrimination on grounds of gender identity will not be tolerated.
We have a policy and guidance on supporting staff through gender reassignment since
2009. This was developed in consultation with our LGBT Staff Network. It provides a
brief overview of the law, but focuses mainly on providing staff and managers with
practical information e.g. changing staff records. The guidance contains a checklist
which can be used to guide the staff member and their manager thorough the process,
and highlights the need for pre-emptive planning in case of any bullying or
inappropriate behaviour.
We have a Dignity at Work & Study Policy (see section 5.4 ii for detail). This policy
refers explicitly to bullying or harassment based on a person’s gender identity. Staff
and students can seek confidential advice from a number of Volunteer Bullying &
Harassment Advisors; one Advisor is a member of (and former Chair of) our LGBT Staff
Network. His profile states that he is happy to meet to discuss homophobic or
transphobic bullying.
The number of staff who have required support when transitioning gender has been
low; therefore it has been possible for them and their line manager (and colleagues) to
be provided with extensive support from their HR Manager and Diversity & Equality
team.

111

The Diversity & Equality webpages include further information such as a glossary of
terms/appropriate language, links to guidance (including by ECU), and links to support
groups.

(ii)

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

In our 2013 all staff survey, 86% of staff agreed that they were aware of our diversity
and equality policy. Since then, as part of our Bronze action plan, we have increased
staff diversity and equality training from less than 40% in 2013 to over 70% currently
so we expect to see a higher level of awareness in our next all staff survey (planned for
late 2016). This includes information on trans equality.
We will set up an anonymous online ‘suggestion box’ which can be used by any staff to
leave feedback or suggestions at any time so that impact can be checked outside of
formal consultation.

(iii)

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

We will continue to work closely with our LGBT staff network and student union to
identify further work needed.

Silver Action Points;

AP 7.3: Set up an anonymous online ‘suggestion box’ which can be used for any staff to
leave feedback or suggestions at any time.
AP 24: Explore feasibility and interest from staff and students in the provision of gender
neutral toilets.
AP 6.4: Review and update guidance on supporting trans staff and students, and train
staff requiring in depth information.
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7. FURTHER INFORMATION
Recommended word count: Bronze: 500 words | Silver: 500 words 290 words used.
Please comment here on any other elements that are relevant to the application; for example, other
gender-specific initiatives that may not have been covered in the previous sections.

Following reports from several sources (NUS, media investigations undertaken by
Guardian newspapers among others, 2016 UUK report) on sexual harassment and
violence in universities, ensuring that suitable procedures and support are in place to
combat this are a priority for the University.
We currently have measures in place to support bullying and harassment (Dignity at
Working & Study Policy, routes to complain anonymously, informally and formally
and trained volunteer advisors) and a security team and campus police officer to
respond to dangerous or criminal behaviour. We already work with RASA (local
sexual assault support service) and Safeplace (local sexual assault referral centre).
However, we recognise that we need structures in place that specifically and
comprehensively deal with sexual harassment and violence.
Our VC and Director of Student Administration & Support will be initiating a project
looking at ;





Investigating potentially criminal misconduct
Dignity at Work & Study Policy review
Sexual misconduct
Antisocial behaviour

The first phase of this project will look at amending existing policies and procedures
and identifying further work. This will be completed by June 2017. After this, we
anticipate that we will then work on developing new policies as needed, training,
awareness raising and initiating work around culture change. We will remain flexible
in our approach as UUK are considering further work looking at sexual misconduct
between staff and students – their existing report focused on misconduct amongst
students.
We will oversee and direct a research project into students’ expectations around
universities’ response to allegations of sexual violence and harassment.
Our aim is to ensure that all students experience a safe and welcoming campus and
that students feel confident in reporting incidents of this nature, clear about how to
do this and understand that action will be taken.
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Silver Actions
AP 43:
Amend existing bullying, harassment and complaints policies and procedures.
Develop new policies and procedures as required.
Oversee and direct project to investigate student expectations around universities’
responses to sexual harassment and violence.

This guide was published in May 2015. ©Equality Challenge Unit May 2015.
Athena SWAN is a community trademark registered to Equality Challenge Unit: 011132057.
Information contained in this publication is for the use of Athena SWAN Charter member
institutions only. Use of this publication and its contents for any other purpose, including copying
information in whole or in part, is prohibited. Alternative formats are available: pubs@ecu.ac.uk
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8. ACTION PLAN

University of Liverpool
Athena SWAN Action Plan – SILVER
2016-2020

Introduction
The University of Liverpool has benefited from a strong commitment to Athena SWAN in the
period of our existing Bronze Award, and our Silver action plan focuses on embedding,
enhancing and broadening the reach of our activity. We aim to foster an organisational
environment that helps our departments in their work to address any pipeline issues.
We have identified the following broad themes for our proposed actions for the period
2016-2020:
Theme 1: Further embedding Athena SWAN principles into our activity and our
culture
Theme 2: Supporting the progression of all staff through their careers
 Addressing any systemic barriers to staff progression and transition that may
contribute to leaks within career pipelines
 Supporting staff in transitions between different points in their careers ( for
example between academic grades, full and part time work, and, for
professional services, to successfully apply for new roles)
 Growing parity of opportunity and esteem for different career pathways for
female and male staff, and growing the positive working relationships
between different career groups.
Theme 3: Activity to support student experience
This action plan is aligned with other University policy and activity planning.
Although this is a new application under the post May 15 criteria, it is important to
acknowledge the previous work and achievement undertaken under our previous bronze
action plan (2013-16), which focused upon academic staff and STEMM subject areas. Some
actions are therefore enhancements of previous work.
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Planned action/ objective
Ref

Rationale
(i.e what evidence
is there that
prompted this
action/ objective?)

Key outputs and
milestones

Timeframe
(start/end
date)

Person
responsible
(include job
title)

Success criteria
and outcome

Embedding Athena SWAN into our activity and our culture

The revised AS framework offers us the opportunity to embed AS principles in every area of the University, and to consider all groups of staff.
Our aspiration is to promote active engagement with gender equality (and equalities issues generally) throughout University life. In this, we
align with our institutional value: ‘We will put ethics and integrity at the heart of our decision making’ (Strategy 2026). This group of actions
progresses organisational aspects such as governance, resourcing and AS leadership, which together provide an essential foundation for
institutional and departmental action plans.

1

Ensure that every academic School
and Institute is actively engaged in
progressing gender equality, as
evidenced by ongoing Athena SWAN
accreditation (at increasing levels of
award) and by delivery against action
plans.

Progress in
achieving awards
will be a good
indicator that the
University is
performing well in
improving gender
equality.

Obtain 3 Gold awards
in Health and Life
Sciences, 3 Silver
awards in Science and
Engineering and 4
Bronze awards in
humanities, and an
institutional gold
award.

Nov 16-Nov
21

AS lead for
each School
and Institute
Sally
Middleton
(Gender
Equality
Officer) and
Professor
Susan Wray
(Director of

Successful
Athena SWAN
applications from
all Schools and
Departments

Evidence of
improvements in
% of underrepresented
gender
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Athena
SWAN) to
coordinate
and support.

throughout
career pipelines

Increased staff
satisfaction
(measured
through staff
survey) with their
experience of the
University as a
fair and equitable
workplace.
2

2.1

2.2

Ensure that AS leadership and
governance continues to be effective
Review the composition of our
steering group to ensure that it
continues to be effective,
representative and fit for purpose.

Ensure that SATs are embedded
within the formal governance
structures and the resourcing
mechanisms of their Schools and
Institutes.

To ensure that the
SAT is membership
is still appropriate
given the changes
in the AS awards
and our Silver
actions

To ensure
alignment and
integration
between AS activity

Membership to be
reviewed at next
Steering Group
meeting.

February
2017

Ken Badcock,
Chair of the
AS Steering
Group

Annually
renewed terms
of reference and
membership

AS Steering
Group

Inclusion of AS
actions within
strategic and
financial plans

Annually in
February
Check with
departmental SATs,
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2.3

3

3.1

3.2

Align AS activity with existing KPIs and
include AS/equality considerations in
future KPIs and other University
measures of success.

and other decision
making

staff networks and
other stakeholders
that membership and
approach remains
suitable. This will be
done via the AS
Steering Group and by
continued
communication
between departmental
SATs, the Gender
Equality Officer and
Director of Athena
SWAN.

Ensure that the interests of ALL
University staff are considered within
a departmental self-assessment
team.

PS staff in academic
departments are
included with
departmental
action plans,
however central PS
staff are not. This
would ensure that
any needs specific
to central PS depts.
could be identified
and acted upon,
and demonstrates
our commitment to

Identify PS champion

January 2017

Initial open meeting to
establish interest.
Chair identified and
membership agreed.

March 2017

Establish self-assessment team from
Central Professional Services (CPS)
departments and develop action
plan(s).

Identify any other groups of staff that
are currently not included within any
AS area, and address this.

Project plan agreed.

Data analysis and
consultation

March 201718
As this will
not form part
of an AS

Cecilia Barr,
Corporate
Governance &
Strategy
Office with
support from;
Amy Causley,
Head of HR
Policy &
Engagement
and Sally
Middleton,
Gender

CPS action plan
implemented.

Consultation will
indicate that PS
staff feel part of
University AS
activity.
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parity of esteem of
all career groups.

4

4.1

4.2

4.3

Develop our organisational capability
to progress gender equality, by
growing staff awareness,
commitment and engagement
throughout the institution.
Implement an internal
communication plan for Athena
SWAN to maximise the trajectory of
culture change and organisational
capability in this area
Develop a network for staff involved
in Athena SWAN to exchange good
practice and share resources.

Identify and address any training,
development and knowledge needs
for individuals or groups of staff to

As AS has grown to
include all staff and
subject areas, we
want to ensure that
information and
good practice is
shared, and to
maximise the
opportunity for
culture change

Staff consultation
indicated that staff
are not always
aware of HR
policies,
procedures, etc. All
staff survey (2013)

undertaken. Actions
identified.

Produce a six-monthly
AS newsletter for all
staff, to disseminate
achievements,
publicise activities and
invite engagement

HR newsletter for
managers and HR
administrators to
provide updates on
policies, processes and
other relevant

application,
the group will
choose the
action plan
period.

Equality
Officer

March and
October 2017

Sally
Middleton,
Gender
Equality
Officer

(to coincide
with AS
award
results)

To be
reviewed in
October
2020,
continued if
success

Surveys and
other
consultation
show increased
awareness of
Athena SWAN
and University
gender equality
objectives.

We will aim for
an improved
response about
communications
of 70% in the
2019 survey.
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5

enable them to engage with AS and
diversity activity

showed that 51% of information e.g.
respondents did not training opportunities.
feel that
communication
within the
University was
effective.

Demonstrate and celebrate gender
diversity at the highest levels of the
University

University
leadership is
currently 64% male
(66 staff) and 36%
female (37 staff).

5.1

Our pledge for Diversity in the
Boardroom is to achieve 40 > < 40 i.e.
a minimum of 40% of either gender at
University leadership level.

5.2

Positive action to recruit more diverse
Council members.

5.3

Continued leadership development
activity to ensure that women remain
well represented in senior roles.

Ensure that adverts
seeking new Council
members encourage
applications from
underrepresented
groups.

Fund 7 places on the
Aurora leadership
programme each year.
Work with managers
to ensure that Aurora
participants get
chances to put
leadership skills into
practice.

HR Online
Engagement
Officer (post
to be
appointed to
in January
2017)
External
Lord Derby,
deadline 2021 Chair of
University
Council

Achieve 40 > < 40
i.e. a minimum of
40% of either
gender at
University
And Corporate leadership level.
and Strategic
Governance
team.

Annually,
2017-20.

Mary Moran,
Head of
Organisational
Development
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6

6.1

6.2

6.3

6.4

Promoting equality through fair and
transparent systems, policies and
decision making

The release of the
UUK report in
October 2016
coincides with plans
Use the upcoming review of the
University’s Dignity at Work and Study to review the
University’s Dignity
Policy to incorporate
at Work and Study
recommendations from the UUK
Policy and has
report on sexual harassment and
highlighted the
violence.
need to ensure that
specific reference
needs to be given to
sexual harassment
and violence.

The Review Group is
being chaired by the
University’s Diversity
& Equality Officer.
Membership includes
the Gender Equality
Officer and
representatives from
HR, Student Support,
Counselling and Halls
of Residence.

Explore explicit carer’s leave policy- or
specifically discuss carers in
compassionate / domestic policy.

Review Group
to start
meeting in
February
2017. Dates
for further
activities to
be agreed.

Dignity at
Work and
Study Review
Group.

Outcomes to be
determined by
Review Group.
Aim will be to
address issues
identified around
reporting and
acting upon
sexual
harassment.

Improved
feedback
gathered through
consultation.

Having a named member of staff in
HR specifically for supporting staff
members with caring responsibility

Review and update guidance on
supporting trans staff and students,
and train staff requiring in depth
information.

Tailored training
provided to HR
Business Partners and
Bullying & Harassment
Advisors.
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6.5

7
7.1

7.2

Set a target to decrease the gender
pay gap after our next audit in 2017.
At this point UCEA will provide
tailored benchmarking data so we will
have a fuller understanding of our
position.

It is a priority to
reduce and fully
understand our
gender pay gap.
Benchmarking data
will assist in setting
suitable targets.

Target to be set

Next audit
April 2017
Benchmarkin
g data
analysis 2017

Develop our understanding of our
current position

More activity
needed to recruit
Generate a plan of equalities analysis BAME women and
support their career
that will highlight issues for
progression.
exploration and contribute to
Consultation/resear
management information reporting
ch is needed to
understand if
Generate a plan to identify and
actions such as the
explore issues affecting professional
services progression and development staff recruitment
profiles and
unconscious bias is

June 2017

December
2017

Director of HR
Diversity &
Equality team

Sally
Middleton,
Gender
Equality
Officer

Reduced gender
pay gap
(incremental
targets to be set
in 2017 for
remainder of
action plan)

Further actions
to be agreed
based on
outcomes of this
work.

Zainab
Hussain, Chair
of BAME Staff
Network
Corbin McCoy,
Management
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7.3

7.4

Anonymous online ‘suggestion box’ to
be piloted for Athena SWAN rolled
out more broadly if there is take up
Continue to evaluate the impact of
BREXIT and identify any actions
needed to support our EU staff and
maintain our position as an attractive
prospect to international staff.

enough or if more
specific work is
needed.

Information
Administrator

March 2017

HR Online
Engagement
Officer (to be
recruited)

14% (male) and
10% (female) of
academic staff are
White Other/Irish.
HR have provided
legal advice
sessions for staff
about applying for
British citizenship.
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Supporting the progression of all staff through their careers
Our previous action plan focused on improving colleagues’ access to and experience of the academic promotion process. In this plan, we now
embark upon a path to broader ambitions:
 Addressing any systemic or policy barriers to staff progression and transition that may contribute to leaks within career pipelines
 Supporting staff in transitions between different points in their careers ( for example between academic grades, full and part time work,
and, for professional services, to successfully apply for new roles)
 Growing parity of opportunity and esteem for different career pathways for female and male staff, and growing the positive working
relationships between different career groups.

Recruitment and selection: Showcase the University’s commitment to diversity from the outset of people’s engagement with us as an
employer.
We already have a strong framework of policy and practice which supports us to deal fairly with every application we receive. We have recently
rolled out new HR systems that enable us to supply best practice recruitment information to candidates. These actions aim to build upon this by
enhancing people’s awareness of the University as an employer that support diversity in its workforce.
8

Develop a series of 20 diverse staff
profiles to be added to the externally
facing recruitment webpages. These
would feature real staff and would
showcase their diversity (in terms of
protected characteristics) as well as
highlight staff in roles where their
gender is underrepresented e.g. male
clerical staff, senior female T&R staff,
senior p/t staff.

Consultation has
indicated that
potential job
candidates may
not understand
the breadth of
job types
available at the
University.

Staff to be
selected from
open
expressions of
interest

January 2017

Professor
Susan Wray,
Director of
Athena SWAN.

Increase of 15%
of applications
from
men/women
and BAME
candidates
where these
groups are
currently
underrepresente
d
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9

To change policy so that all jobs to be
advertised as open to job share/parttime by default, unless a business case
is agreed to have evidenced this as
unfeasible.

Part-time staff
tend to be on
lower grades
and consultation
shows that staff
do not believe
career
progression is
possible. This
will open up
more part-time
opportunities.

Plan process
based on best
practice and to
fit our erecruitment
system.
Write policy
and guidance
for managers
and staff and
communicate
this change.

May 2017

Recruitment
team

HR Policy staff

Recruitment
team

80% of jobs to
be advertised as
open to parttime or jobshare
candidates.
More senior
roles filled by
part-time or jobshare staff.

Process in place
and jobs
advertised as
part-time
10
Support areas with gender imbalance
to proactively encourage applications
from under-represented groups, and

Science and
Engineering has
the greatest
gender

Targeted emails
about
opportunities
to be sent to

Faculty of
Science and
Engineering
Corporate

15% increase in
applications
from
125

particularly to foster progression from
staff with insecure/fixed term funding.

11
For professional services
apprenticeships, attract men, women
and candidates from BAME
backgrounds to roles where they are
currently underrepresented, through
aligning the recruitment activity of HR
and Widening Participation
departments.

imbalance and it
can be difficult
to attract female
candidates to
apply for roles;
they also have
an increased
pool of females
on fixed term
contracts.
Tapping into a
pool of talent
that exists
internally is
worth exploring.

fixed term
female staff,
inviting
interested staff
to meet with
the recruiting
department.

More women
apply for and
are successful in
being appointed
to
apprenticeships
in clerical roles
(66%). The
recruitment

Publicity
material will
use diverse
images/referen
ces to existing
staff and
apprentices.

Services
Managers

underrepresente
d groups.
An increase in
women
appointed to
academic roles
in SCE to 40%
(currently at
27%).

Departments to
encourage
suitable female
candidates to
apply (e.g. use
academia.net if
current
networks are
not proving
enough)

Overall, in T&R
roles, an
increase in
women to 45%
of appointed
staff (currently
at 35%).
Improvements to
publicity needed
made by end of
2017.
Recruitment report
reviewed and
corresponding

Steve Plant,
Apprenticeship
s Scheme
Manager

Achieve 40 > <
40 i.e. a
minimum of 40%
of either gender
for clerical
apprenticeships.
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process is
equitable, so we
want to
encourage more
men to apply.

Staff profiles
will showcase
men in clerical
roles.

activity needed
annually.

12
To propose a change in policy to
require recruitment panels to
interview at least 1 appointable
female or male candidate if the
shortlist is only one gender.

Women and
men remain
underrepresente
d in some areas.
This will ensure
that recruitment
panels (who will
have had
unconscious bias
training) can
interview
someone
‘outside’ of the
normal staff for
their area.

In place by
December 2017.

Find out if erecruitment
system can
record panel
gender mix.

Human
Resources

Increased % of
underrepresente
d staff recruited.

Recruitment data to
be considered by
each Faculty and
shared with AS
Steering Group
annually in
December 2018,
2019 and 2020.
Recruiters will be
reminded about
process each and
any staff not
meeting this target
will be contacted by
HR to address issue.

127

INDUCTION, TRAINING AND DEVELOPMENT: Ensure that staff are supported to develop the core skills necessary for their current and
anticipated roles.
In this section, we propose additional training and development activity, to meet the needs of specific staff groups and building on our current
provision.
13

Induction

Obtain data about effectiveness of
local inductions from departmental AS
leads to share best ideas and further
increase satisfaction.

Evaluation of
central induction
is undertaken,
but not local
induction. This
would be a good
way to assess a)
if local induction
is useful/positive
and b) if the
cultural change
being pushed
forward by
Athena SWAN is
having an
impact at local
level for new
staff.

Baseline report
completed by
December 2017.
Further activity
needed as a result to
take place annually.

Departmental
AS leads with
Management
Services
Coordinator
(or equivalent)
for their
School/Institut
e.

Evaluation
system in place.
Equally positive
feedback from
men, women
and comparing
other equality
characteristics.
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14

14.1

14.2

Training and Development
Explore the current provision of core
skills training for staff including those
within junior and early career roles
(including professional services staff),
and address any unmet needs.

Cross career path/discipline use of
mentoring scheme to broaden
understanding.

We currently
provide a suite
of training for
leaders and
managers at all
levels. Training
for staff not in
leadership is
offered by
various
professional
departments,
and we could
conduct an
integrated
assessment of
organisational
capabilities and
needs.

Skills based
training
routinely
available for
core skills for
professional
services staff
e.g. minute
taking, project
management
etc.

Use mentoring
briefings and
communication
s to explain
mentoring
need not
always be
about being
mentored by
someone
senior.

Current provision
explored through
consultation by June
2018.

Organisational
Development
& Diversity
team

Positive
feedback
through staff
consultation

Mentoring briefings
already in place.
Information to be
included from 2017.
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15

For professional services:

15.1

Explore a managed secondment,
rotation and work shadowing scheme
to enable staff mobility around the
University, enhance understanding of
the way the University functions, and
broaden staff perspectives on next
career steps.

15.2

Provide feedback to unsuccessful
applicants for increments and ECAs.

16

For Early Career Researchers:
Monitor and assess the success of our
pilot schemes, Education Leadership,
Entrepreneurialism training, Career
Coaching programme and roll out
across the university.

Consultation
indicates that PS
staff would like
more
opportunities to
learn from
colleagues and
gain experience
in other areas to
improve their
skills and to
develop their
career.

Feedback not
consistently
provided.

Best practice
will be
explored. An
appropriate
framework will
be designed
and advertised
to staff through
the HR
newsletter,
cascaded
through AS
networks and
advertised
through the
staff intranet.

June 2018.

Take up will be
measured

From Annual Review
2017 – feedback in
early 2018.

Evaluate
feedback,
implement
changes as
needed.

Organisational
Development
team in
collaboration
with CPS SAT
and PS staff
from SATs.

A system for
gaining ‘on the
job’ experience
and skills that is
transparent,
communicated
well and receives
positive
feedback
through staff
consultation.

Annually

Frances
Hardisty, Head
of HR Business
Partners.
Mary Moran,
Head of
Organisational
Development

Increased staff
satisfaction
measured
through
consultation.
Successful
schemes rolled
out. Any
unsuccessful
provision
addressed or
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replaced as
needed.
17

For Teaching and Scholarship staff:
Encourage early career teaching staff
to take up training and development
opportunities e.g. Springboard which
was targeted at ECRs in 2016, will be
expanded to included early career
teaching staff from 2017.

Annually
ECRs have been
focus of
development
like this to date,
we wish to
extend this to
early career
teaching staff.

Evaluate
feedback,
implement
changes as
needed.

Mary Moran,
Head of
Organisational
Development
and
Organisational
Development
team.

50% of
Springboard
places to be
taken by T&S
staff.
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THE WORKING EXPERIENCE OF STAFF
Our focus on this section is on the fair and equitable management of staff workload, which we see as key to many activities, such as
transparency, support planning, succession planning, the REF and academic promotion. Explicit discussion about quantifiable aspects of
workload will support staff and heads of department to identify and address any gender imbalances in workload volume, and stimulate
discussion about how different contributions are recognised.
We also have actions to address specific differential experiences between male and female staff of aspects of work. These are indicative of
our current knowledge, and new issues will be addressed as they are recognised.
18

Develop and launch a University
Workload Model and Contribution
Model

18.1

To build upon the local models that
have been developed and implement
an institutional framework and
academic workload model to support
heads of school & departments to plan
an equitable and transparent work
load.

October 16

2017

2017

2018

Professor
Gavin Brown
Pro-Vice
Chancellor for
Education

A published
approved WAM
framework &
control
mechanism with
supporting
guidelines and
procedures.
Dashboard
reporting for
completion rates
and
transparency.
Agreed
individual plans
for all academics
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18.2

To deliver an online summary of
academic contributions to support the
planning and PDR processes.

October 2016

March 2017

19

Events

19.1

Guest speakers and role models - build Gender balance
speaker selection and d&e into central of guest
guidance.
speakers is
balanced at 45%
women. This
needs to be
maintained and
broader
diversity sought.

19.2

Formalise a policy on when University
events will be held.

March 2017

October 2017

Annual reporting on
diversity of speakers
to be reported to AS
Steering Group and
recommendations
made.

Professor
Gavin Brown
Pro-Vice
Chancellor for
Education

Online
contribution
summaries for
each academic
member of staff.
Dashboard
reporting for
transparency
and equality
reporting and
planning
purposes.

Professor
Susan Wray,
Director of
Athena SWAN
Head of
Events,
Marketing &
Communicatio
ns

Maintained
gender balance
year-on-year.
Recording of
other equality
characteristics
recorded and
targets set to
increase these as
needed.
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20
For Teaching & Scholarship staff;
Support for T&S staff – in light of and
perhaps using TEF

21

For Early Career Researchers;

21.1

University ECR task and finish group to
complete its work by June 2017 and
provide a new central framework and
resource for postdocs.

21.2

Studies show
that students
tend to be
biased against
women, BME
and
international
staff in their
teaching
evaluations.

Unconscious
Diversity & Equality
bias training for team to deliver
students
training
and/or
managers of
teaching staff
so that they can
interpret
student
feedback with
this
understanding

New Central
June 2017
Framework for
ECRs developed

Management
reporting on any
gender related
trends in
teaching
evaluations

Professor
Dinah Birch,
PVC for
Research and
chair of task
and finish
group

Improved
satisfaction
measured
through existing
consultation
routes (surveys
targeted at PIs
and ECRs)

Monitor impact of measures to better
support our postdocs biannually and
ensure both genders are equally
benefitting.
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22
22.1

22.2

REF
In preparation for REF 2020 consider
how we can get even more equality
and diversity in preparation, by
reviewing coordinators, reviewers,
equality assessment procedures.

Analyse if our individual circumstances
data reflect proportionally our staff
characteristics.

24

For Trans Staff;
Explore feasibility and interest from
staff and students in the provision of
gender neutral toilets.

For Professional Services Staff;
Recognise and support the expertise
of professional groups, by developing
specialist networks

Gender balance
for staff
submitted in REF
2020.
Consultation to
show that staff
found the
experience
transparent and
fair.

Ensure that females are encouraged to
put forward impact studies for
consideration to ensure widest
possible pool is canvassed well in
advance of census deadlines.

22.3

25

HR and
Timeframe to fit into Research
plans for REF 2020 as Policy team
set out by Research
Policy team.

Our student
union has
gender neutral
toilets. We do
not know if staff
and students
would like this
to be extended.

Consult with
student union
on success of
toilets.
Consult with
LGBT staff
network.

A Student
Experience
network will
launched

December 2016

Diversity &
Equality team
with Facilities
Management

If gender neutral
toilets are seen
as an important
step, these will
be rolled out.

Initiated by
Faculty Office
in HSS

Networks will be
established. We
will have
evidence
through
consultation

Cecelia Barr,
Executive
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Establishing PS
staff forums to
discuss key
issues/hear
about relent
updates.

2017

Officer and
Patrick
Hackett,
Deputy Vice
Chancellor

structures that
groups are
working well.
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PROMOTION AND CAREER PROGRESSION
Our long term aim is to address the gender imbalances that exist within specific grades and career groups. Our previous plan established
greater transparency and accessibility of our academic promotion processes. In this time frame, our proposed actions focus on addressing
identified areas where disparities exist, including increasing female senior academic representation. Our understanding of professional
services career trajectories is at an early stage, so our focus for this group is to enable the gathering of evidence to identify what issues may
exist.
26

For academic staff:

26.1

Increase proportion of female
professors and the proportion of BAME
female professors.

26.2

Promotion workshops – continue and
expand resources.

Women
continue to be
under represented in
senior academic
roles. Currently
22.5% of
professors are
female (national
benchmark = 24
%.)

Increase to
24.5%
Increase to
26.5%
Increase to
28.5%

26.3

To date, activity
to improve
transparency

Dec 2018
Dec 2019

Frances
Hardisty, Head
of HR Business
Partners and
Annual Review
lead

30% of
professors will
be female by
2020.

Dec 2020

Increase to 30%

Currently 2.4%
(or 9) of all
professors are
BAME women.
Develop film and written case studies of
role models and guidance on the
promotions process. This has started

Dec 2017

Workshops
held annually,
with a third of
workshops ring-

HR Online
Engagement
Officer (post to Increase to 5%
(or 15
be appointed
professors)
to in January
2017)
Positive
feedback from
attendees.
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and will be built upon. Aim is to
demystify and show a range of staff
who have been promoted e.g. part-time
staff, T&S, international and UK, etc.

and provide
leadership
development
has worked.
Transparency
benefits all staff.

Consultation has
shown that parttime staff may
not think that
career
progression is
possible.

fenced for
women only.

Currently 5
case studies on
website. This
will be
increased to 20
and will be
representative
of gender,
ethnicity,
nationality and
career type.

Spring 2017, 2018,
2019 and 2020.
Increased to 50%
of women
applying for and
being successful
in promotion.
Currently on
average 45% of
applications
from women
and 47%
successful are
women.

Increase to 10 by
June 2017.
Add a further 10 in
June 2018 (to reflect
newly promoted
staff)
Case studies will
then be refreshed
every 2 years to
reflect
improvements in
diversity of staff
promoted.

27

For Early Career Researchers;

This staff group
is less likely to
complete a PDR.
As this is a vital
stage in the

Adapt PDR
guidance to
reflect this staff
group’s
experience.

Frances
Hardisty, Head
of HR Business
Partners

Year on year
increase in
completion
rates.
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Increase PDR completion rates for our
postdocs.

28

For clinical staff:

28.1

More needed to attract men to clinical
teaching roles and improve gender
balance of female clinical professors
further.

28.2

28.3

Further increase the number of female
clinical academics by mentoring,
leadership training, networking events
and use of role models.

pipeline, it is
important that
women and men
can access
career
development
planning.

40% of clinical
teaching staff
are male.

University
leadership to
influence line
managers to
conduct PDRs.

Line Managers

Year on year
increases to reach
targets by 2020.

14% of clinical
professors are
female.

Initiate further specific actions to
enable progression for men and women
from grade 9 to chair on teaching and
scholarship path and clinical teachers to
progress to senior teachers

29

For Professional Services Staff:

29.1

Develop our corporate systems to
enable us to track the movement of PS

We currently do
not have data on
how PS staff

Data provision by
December 2017.

Professor
Susan Wray,
Director of
Athena SWAN
to lead this
work in
collaboration
with SATs in
Health & Life
Sciences to
advise and
assist in this
work.

Corbin McCoy,
Management

Consultation will
show increased
satisfaction with
PDR process.

Increase female
clinical
professors to
20%.
Attain gender
balance for
clinical teaching
staff.

We will fully
understand
career trajectory
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staff between different roles within the
University.

29.2

Gain an understanding of good practice
across the University in the local
support of PS careers

build careers
within the
University, given
that promotion
within role is not
applicable.

Information
Administrator

Report on PS good
practice to Steering
Group in March
2018.

Sally
Middleton,
Gender
Equality
Officer in
collaboration
with PS staff
on dept. SATs.

patterns for PS
staff and any
gender
imbalances will
be acted upon.
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TRANSITIONS WITHIN CAREERS
Our Equality Framework sets out our ambition to be a sector leading family friendly employer. As such, we are pleased to offer staff
opportunities to work flexibly. We recognise that this can lead to perceived and real issues with career progression, especially for women.
Our focus in these actions is ensure that staff are supported to work in a flexible way without experiencing barriers to succeeding in their
careers.
Visibility of part-time role models
30
Consultation has
Case studies
Increased belief
needed e.g. staff in senior roles,
shown that partavailable on website
from part-time
promotion case studies, etc.
Possible models by August 2017
Professor
time staff may
staff that career
identified
Susan
Wray,
not think that
progression is
Staff
to
act
as
role
Director
of
career
possible in partmodels 2017-20.
Athena SWAN time staff survey
progression is
possible. By
or focus group. A
highlighting role
metric target is
models (in
not possible
addition to
here as
advertising more
consultation was
jobs as partdiscussion
time) we will
based.
change this
perception.

31

More flexibility and support around
moving back to full-time or increased
hours. Guidance for managers to be
developed to support them to talk to

Context re
opening up
discussion which

Survey to be
conducted in
December 2018.

HR Policy team Reduce response
rate to 35% of
respondents
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32

their part-time staff about this. This
needs to take account of planning and
resourcing processes: the funding for
increased hours is not currently
available. We will look at appropriate
changes and use of the Redeployment
Policy and PDR.

is currently
perceived as not
possible. 70% of
male and female
respondents felt
that moving
back to full-time
or increased
hours would not
be possible.

Explore creating a framework for
flexi-time.
Flexi-time could potentially be a
challenging cultural shift for the
University. If this is adopted managers
will need support and a process to
manage it will need to be trialled.

Flexi-time would
enable staff to
work in a flexible
way to
accommodate
their family or
other personal
commitments.
As women
working parttime is a reason
for the gender
pay gap, this
would enable
flexibility
without
reducing pay.

feeling that
moving to fulltime/increased
hours is not
possible.

April 2017

HR Policy and
Operations
teams

Flexi-time
piloted. If
successful,
framework fully
rolled out and
staff satisfaction
increased as
measured by
consultation.
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33

Implement exit interview system,
review outcomes and develop further
actions based on results.
A category to be included to record
whether move is internal or external.

We do not have
a full
understanding
behind reasons
for staff
resignation.

System in place by
December 2017.
Outcomes reviewed
and acted upon in
December annually.

HR Policy team We will
understand and
as act upon any
negative reasons
that are within
our control.
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BALANCING WORK WITH FAMILY RESPONSIBILITIES

34

34.1

34.2

34.3

More support around maternity
leave;
Roll out maternity mentor scheme.

Manager how to guide to be
developed, disseminated and updated
to reflect any learning highlighted by
staff or their managers.

Consultation
showed that,
although staff
recognise
improvements
made, more can
be done to
improve
communications
and support
from managers.

Maternity mentors in
all academic
schools/institutes by
June 2018 with 50%
in place by October
2017.
Manager’s guidance
developed by July
2017.

Sally
Middleton,
Gender
Equality
Officer in
collaboration
with existing
mentors.

Professor
Susan Wray,
Director of
Athena SWAN

Share EHRC online module on
maternity rights and responsibilities

Improved
satisfaction
measured
through staff
consultation.

Positive level of
take up of EHRC
module
benchmarked
against EHRC
data.

HR Policy team
35

Explore extending staff pay for
paternity leave beyond the statutory
2 weeks.

Take up of
Shared Parental
Leave has been
low. By offering
staff taking
paternity leave a
longer amount

2018

HR Policy team Improved
recording of
paternity leave.
50% of men
taking paternity
leave take
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of paid leave
(rather than a
portion of SPL),
we aim to make
paternity leave
more appealing.

36

Free crèche – continue for Open Days
and extend to ADDs

extended
version.

Extension to
ADDs at request
of staff

From semester 2017
onwards.

Crèche ran by
Children’s
Centre. Paid
for by Faculties
and HR.

Currently take
up at crèche is
low (only 5-6
children per)
day. Increase to
10 children per
day.
Increased
satisfaction from
staff parents
measured
through
consultation.

37

Increased support for staff with
caring responsibilities

Based on staff
consultation and
sector best
practice. This is
about changing
our culture
wherever
possible- being

Encourage staff
to disclose
caring
responsibilities
through the
equalities
monitoring

2017

HR Online
Engagement
Officer (post to
be appointed
to in January
2017)

Increased in
positive
responses in
consultation
with carers.
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supportive and
encouraging to
carers.

89% of carers
survey
respondents
said that a
carer’s network
would be useful.

process if
possible.

Form a staff
carer’s network

HR Policy
Officer
Initial meeting of
network held in
spring 2017; 3
meetings per year
subsequently held.

Provide
guidance for
managers on
supporting staff
with caring
responsibilities. Guidance developed
Gain input from by December 2018.
new carer’s
network.
Create a
specific web
page for carers
– sign posting
them to
relevant
policies,
networks and
any other
useful
information.

Gender
Equality
Officer

Website to be
launched by
December 2018 in
conjunction with
guidance.
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Students
Although student data was not required for this application, student experience is a priority for the University. Our Strategic Plan states that
we aim ‘be attractive to a diverse range of applicants’ and to ‘create a diverse and inclusive community of Liverpool students’. We are proud
of our success and commitment to Widening Participation.
40

Student recruitment (linked to
University KPIs)

40.1

Reduce gender imbalances on all
programmes.

40.2

Outcomes of ‘blind’ recruitment pilot
to be shared with AS Steering Group.

41

Gender and BME intersection and
activities to reduce degree
attainment gaps.

Gender
imbalance still
occurs on a
number of
programmes. The
‘blind’
recruitment
project, plus UB
training should
remove any
barriers within
our processes.

Recruitment
teams have
undertaken
unconscious
bias training.

Gender imbalances
to be improved year
on year.

Updates on
project will be
reported to AS
Steering
Group.

Project to take place
in 2017

There continues
to be a national
degree
attainment gap
between BME
and white
students.

Specific actions
to be agreed
as part of the
University’s
Equality
Framework
action (under
development)

Professor
Gavin Brown
Pro-Vice
Chancellor for
Education
Claire Brown,
Director of
Marketing &
Admissions

Darren
Mooney,
Diversity &
Equality
Officer

At least 60/40
gender balance
on all
programmes by
2026 (University
Strategy end
date)

Reduction in
attainment gap
targets to be
agreed through
Equality
Framework
action plan.

147

Professor
Gavin Brown
Pro-Vice
Chancellor for
Education
42

42.1

42.2

42.3

Widening Participation team to be
asked for updates on progress;
On the IntoUni project – a partnership
between the University and Liverpool
Football Club to sponsor an outreach
centre in Anfield (93% white
population)

That a bid has gone in to be the lead
NCOP project. If successful, we will
ask your team for updates on this
project. WP team are bidding to be
the lead institution in the HEFCE
funded NCOP project that will look at
'gaps' electoral wards, where
progression is less than expected.

That the project with the Social
Mobility Foundation is being
discussed. WP team has held initial

It is hoped the
links with the
football team will
appeal to boys
from this
background as a
massively under
represented
group in HE. This
feeds into the
government
agenda
of increasing
White Working
Class Boys and
BME
student numbers
in Higher
Education by
2020.

Outcomes and
timeframe to be
confirmed with WP
team, though
SMART targets may
not be possible with
3 new projects as
benchmarking may
not be doable.

Peter Doyle,
Widening
Participation

Outcomes and
timeframe to be
confirmed with
WP team,
though SMART
targets may not
be possible with
3 new projects
as
benchmarking
may not be
doable.
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talks with the Social Mobility
Foundation about forming a
partnership that may look specifically
at subject/gender imbalances, such as
boys into vets and girls into
engineering.
43

Work to combat sexual harassment
and violence

43.1

Amend existing bullying, harassment
and complaints policies and
procedures.

43.2

Develop new policies and procedures
as required.

43.3

Oversee and direct project to
investigate student expectations
around universities’ responses to
sexual harassment and violence.

Following on
from reports
from several
sources (NUS,
media
investigations
undertaken by
Guardian
newspapers
among others,
2016 UUK report)
on sexual
harassment and
violence in
universities,
ensuring that
suitable
procedures and
support are in
place to combat
this are a priority
for the University.

Vice
Chancellor,
Professor
Janet Beer
June 2017

Timeframes for
other work to be
determined based
on outcomes of AP
43.1.

Dr Paula
Harrison
Woods, Head
of Student
Support
Darren
Mooney,
Diversity &
Equality
Officer

A new structure
to combat
sexual
harassment and
violence that is
effective and
that students
have confidence
in (measured
through
consultation)
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