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ABBREVIAT IONS AND USEFUL INF ORMATION 

ABBREVIATIONS 

AEP Applied Engineering Programme 

APP Academic and Professional Pathways 

APP TE Academic & Professional Pathway for Teaching Excellence 

BAME Black & Ethnic Minority 

CSE Cyber Security Engineering 

CSM Cyber Security Management 

DAs Degree Apprenticeships/Degree Apprentices 

DHS Digital Healthcare Science 

DTS Digital and Technology Solutions 

eBM e-Business Management 

ECR Early Careers Researcher 

EngBM Engineering Business Management 

ED&I Equality, Diversity & Inclusion 

EDA Engineering Degree Apprenticeship 

FA (1-9) Framework Agreement (denotes staff grades) 

FHEA Fellowship of the Higher Education Academy 

FTC Fixed term contract 

FT MScs Full-time MScs 

GDPR General Data Protection Regulation 

GRP Global Research Priorities (University of Warwick) 

H&S Health & Safety 

HEIs Higher Education Institutions 

HOM Healthcare Operational Management 

IAE Innovation and Entrepreneurship 

HRBP HR Business Partner 

HVMC High Value Manufacturing Catapult 

IFP International Foundation Programme 

INWED International Women in Engineering Day 

ITM International Technology Management 

ITSO International Trade, Strategy and Operations 

IWD International Women’s Day 

KIT Keep in Touch (Days) 

MBE Management for Business Excellence 

MSEM Manufacturing Systems Engineering and Management 

OD Organisational Development 

OEC Open-ended Contract 

PDR Personal Development Review 

PGR Postgraduate Research 

PGT Postgraduate Taught 

PPM Programme and Project Management 

PT MScs Part-time MScs 

R Focussed Research focussed (contract function) 

REF Research Excellence Framework 

RIS Research and Impact Services 

SAE Sustainable Automotive Electrification 

SAM Staff Activities Matrix (workload model) 
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SAT Self-Assessment Team 

SCAV Smart, Connected and Autonomous Vehicles 

SCLM Supply Chain and Logistics Management 

SMD Service Management and Design 

SoE School of Engineering 

SPL Shared Parental Leave 

SPLIT Shared Parental Leave in Touch days 

SSLC Staff Student Liaison Committee 

STEM Science, Technology, Engineering & Mathematics 

STF Senior Teaching Fellow 

T Focussed Teaching focussed (contract function) 

TF Teaching Fellow 

TLO Teaching & Learning Officer 

TORs Terms of Reference 

UG Undergraduate 

UCAS Universities & Colleges Admissions Service 

WAG Women’s Action Group 

WAMP Warwick Administrative Management Programme 

WCG Welfare and Communications Group 

WES Women Engineering Society 

WIM Warwick Introduction to Management 

WLP Warwick Leadership Programme 

WP Widening Participation 

WPM Warwick Preparing to Manage 

 

 

Definitions 

INWES A global network of organizations of women in Science, Technology, Engineering 
and Mathematics (STEM), reaching over 60 countries worldwide. 
 

Pulse A University wide, confidential, staff survey conducted every two years which 

provides all staff with an opportunity to comment on their experience of working 

at Warwick. Results are provided at University and department level. 

Sprint A University of Warwick development programme targeting female students 

  

Star Awards WMG Staff Recognition Awards that recognise the contribution of both teams and 

individuals 

WISE Wisecampaign.org.uk – campaigning for gender balance in science, technology and 

engineering 

 

WoMENAIT A non-profit organisation honouring and empowering women of the Middle-East 

and North Africa in technology 

  

http://womenofmenaintechnology.com/
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1. LETTER OF ENDORSEMENT FROM THE HEAD OF DEPARTMENT 
 

 

Dear Athena Swan Manager, 

 

I am writing to endorse the Athena SWAN Silver submission from WMG, University of Warwick. I 

confirm that the information presented in this application is an honest, accurate and true record. 

 

I was delighted to join WMG as its Executive Chair in April 2020, following the passing of former 

Chair (and founder), Lord Bhattacharyya. I have been hugely impressed at how the department has 

adapted and supported our community throughout these uncertain times, with a primary focus on 

wellbeing. We have trialled new engagement mechanisms, which have been well-received, and the 

Executive Team is fully committed to continuing this valuable open dialogue. 

 

WMG’s vision is to achieve impact through world-leading Research and address global challenges 

through Education. The department has seven strategic goals, one focused solely on People, the 

others enabled by people, and a set of core values promoted and enacted department-wide. The 

development and engagement of our staff are key to our success. Our Athena journey since 2013 

has enabled significant and beneficial cultural change, during a time of significant growth. 

 

WMG has always been a hugely diverse and globally active organisation, contributing to STEM 

advancement and skills development. I am building on these strong foundations, bringing my own 

leadership experiences, ethics and values honed in my professional and political careers. As a female 

leader, I am using my platform to engage with regional and national policy debates to further the 

careers of female engineers and scientists and all other under-represented groups.  

 

Since our last submission, highlights include a new flexible working policy for staff; new 

development opportunities for colleagues to engage with Education and Research strategy; revised 

governance arrangements to aid transparency and consultation; and investment in our Outreach 

and Athena teams with new posts. The recent menopause awareness campaign has brought this 

important subject into the open, with positive engagement amongst female and male colleagues.  

 

Quantifiable impact since 2015/16: 

• Overall proportion of female staff has increased, as has the overall proportion of academic 

female staff (Figure 3). 

• Greater female representation on WMG Executive 

• Introduction of Athena Swan Coordinator role 

• Female PGR enrolments have risen from 20% to 25% over the review period 

• WMG’s Flexible Working Policy has been well received with 80% of staff, when surveyed, 
having benefited from it over 12 months (AP2016/3.1).   

• AEP female enrolments have risen from 10% in 2016/17 to 23% in 2019/20 (AP2016/1.1). 
 

Athena Swan is embedded into our governance structures with regular Athena items on WMG 
committees (AP2016/4.1).  Additionally, detailed annual reports are delivered at Department 
meetings and the WCG continues to provide strong input into - and leadership on - a range of 
related activities, especially wellbeing.  
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Priorities: 

ACTIONS 

AP2020/1: Develop and implement a Positive Action Campaign. 

AP2020/6: Develop and implement an Academic Talent Development programme. 

AP2020/8: Pilot the development of job families for Engineers. 

 

Along with the WMG Executive, I shall take a leading role to ensure that these important actions are 

provided with the required resources and prioritisation.  

 

Margot James 

Executive Chair 

 

 
(WORD COUNT: 500) 
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2. DESCRIPTION OF THE DEPARTMENT 
 

 

Established 40 years ago, WMG is Warwick’s largest multi-disciplinary department; recognised for 

academic/end-user collaboration and innovation and learning in science, technology and 

engineering.  

 

From its roots in materials and manufacturing, WMG is active across five themes: Digital 

Technologies; Energy; Intelligent Vehicles; Materials and Manufacturing; and Organisational and 

Societal Transformation. Cross-cutting platforms include the WMG Centre High Value Manufacturing 

Catapult and Institute for Digital Healthcare. 

 

Figure 1: WMG Governance Structures. 

 

 
 

OUR VISION AND MISSION 

What we do - Creating a better tomorrow through innovation and learning today. 

 

Why we do it - To improve the competitiveness of organisations through the application of value 

adding innovation, new technologies and skills deployment, bringing academic rigour to industrial 

and organisational practice. 
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Figure 2: WMG in context. 

 

 
Since 2016, WMG has grown significantly in research income from £28,940m to £57,849m (an 

increase of 100%). Student numbers have risen from 2074 to 2605 (+25.6%) and staff numbers 406 

FTEs to 767 FTEs (+89%) (42% Academic, 58% Professional Services).  

 

Staff and student data continue to be fluid at the time of writing, so we do not include 2020 data in 

the submission. In particular, PGT student numbers have not yet settled. In a normal year, we would 

have expected the previous growth trajectory on staff and student numbers to have continued. 

 

Our Education portfolio incorporates traditional Undergraduate (UG) and Postgraduate taught (PGT) 

programmes, Degree Apprenticeships and short courses. Our 5-year Education Development Plan is 

delivering improved student experience through revised curricula, pedagogical innovation, 

application of technology and evidence-based practice across the portfolio. 

 

Staff demographics 

In 2019, 38% of our staff were women, a rise of 5% since our Athena submission in 2016. This is 

favourable versus the sector benchmark of 29%.1 

 

                                           
1 HESA General Engineering data for 2017/18, as cited in Advance HE (2019) Equality in Higher Education: 
Statistical Report 2019. Available at www.advance-he.ac.uk/knowledge-hub/equality-higher-education-
statistical-report-2019. 

http://www.advance-he.ac.uk/knowledge-hub/equality-higher-education-statistical-report-2019
http://www.advance-he.ac.uk/knowledge-hub/equality-higher-education-statistical-report-2019
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64% of women work in Professional Services roles, with 36% in Academic roles (17% Teaching 

Focused (TF), 16% Research Focused (RF), and 3% Teaching & Research (T&R). A higher proportion of 

men work in Academic roles (46% of men - 18% TF, 19% RF, 8% T&R).  However, as shown in Figure 

3, the proportion of women in TF and RF roles has grown over this period, by around 5%, although 

there has been a reduction in the proportion in T&R roles (within a smaller cohort). Across all 

academic jobs, the proportion of women has grown from 27.5 % (2016) to 32.1% (2019). 

 

Figure 3: Percentage of female staff in Academic and Professional Services roles, split by gender and 

year. 

 

 
 

Figure 4a, below, shows staff gender and ethnicity data since 2016. The % of women BAME staff has 

risen consistently from 6% in 2016 (as percentage of the total workforce) to 10% in 2019. This is a 

positive in the light of the sector average of 9%2.  

                                           
2 Advance HE staff statistical report 2020 

F M F M F M F M

Professional Services 78 121 109 140 143 200 181 251

Research Focused 24 69 19 72 28 86 44 91

Teaching and Research 10 33 13 34 11 36 9 39

Teaching Focused 23 48 24 59 31 68 49 86

TOTAL 135 271 165 305 213 390 283 467

(33.3%) (66.7%) (35.1%) (64.9%) (35.3%) (64.7%) (37.7%) (62.3%)

2016 2017 2018 2019

https://www.advance-he.ac.uk/knowledge-hub/equality-higher-education-statistical-report-2020
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Figure 4a: Proportion of staff who are white, BAME, and whose ethnicity is unknown, split by gender 

and year. Overall percentages are shown at the top of the bars. 

 
 

Figure 4b: Number of staff who are white, BAME, and whose ethnicity is unknown, split by gender: 
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3. THE SELF-ASSESSMENT PROCESS 
A description of the self-assessment team 
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Gender balance 

Membership is predominately female, reflecting the historical membership and the gender of post-

holders of some roles that are pivotal to include within the SAT. We have successfully encouraged 

more men to become involved by accepting male volunteers and seeking to replace women with 

men, when existing members choose to leave (including the Chair). BAME numbers have also risen, 

with 2 new BAME female members on the SAT. 

 

ACTION 

AP2020/2 
To improve the gender balance of the SAT to be more reflective of the department, specifically by 
increasing the proportion of men involved in Athena work. 

 

 

Workload allocation 

Members’ participation is supported by managers, with time recognised accordingly. Membership is 

also recognised in the ED&I section of PDRs, and as part of any case for merit pay.  

 

A part-time Athena coordinator post was created in the review period to progress actions, and 

provide administrative support. Initially filled by Michaela on secondment from the University’s ED&I 

team, following this submission the post will be re-advertised, and the role will focus on action plan 

progression. 

(i) An account of the self-assessment process 

The SAT met twice a term, increasing to 3-weekly in 2020 (Table 2). A Data Sub-Group also was 

formed in preparation for the submission. The SAT communicated face-to-face, via email, and via 

Microsoft Teams to share files (including meeting minutes) and held online meetings. AP2016 and 

this Silver application were saved as online files to enable members to input collectively. Throughout 

the process, progress against actions was discussed and evaluated with follow-up steps agreed, as 

necessary.  

 

Table 1: Focus of SAT meetings. 

DATE OF MEETING FOCUS OF MEETING 

2017 

Term 1 meetings • Membership 

• Athena Champion role review 

Term 2 meetings • 2016 outcome and feedback 

• AP2016 coordination allocation 

Term 3 meetings • Data allocation framework 

• AP2016 review (including SMARTness of actions) 

2018 

January • UG data 

• International Women’s Day (IWD) activities 

• Focus on AP2016/4.1: Increasing the visibility of Athena Swan 

March • PGT data 

• Organising women-only focus groups 

May • Focus on AP2016/4.0: Women of WMG activities 
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• Annual Report 

July • Progress review 

• Membership 

September • HR data 

• Women in Leadership focus group 

• Action plan timeline 

November • Resourcing 

• AP2016 update 

2019 

February • Athena Champions update 

• IWD activities 

March • PGR data 

• International Women in Engineering Day (INWED) activities 

• Action plan review 

July • Membership 

• Internal communications 

October • Flexible working survey 

• WMG 40th anniversary celebrations 

November • Women in Research Conference 

• Presentation from Chair of University’s Gender Taskforce 

December • Flexible Working survey report 

• Athena webpages 

2020 

January • Part-time degrees data 

• Buddy Scheme 

February • Menopause support 

• Membership 

• Action plan review 

March • Submission timescale planning 

• Data Sub-Group Update 

• Action plan updates 

April • Panel observation report 

• Writing allocation 

• Action plan updates 

May • Student survey 

• Athena Roadshow  

June • AP2016 impact 

• Data Sub-Group Update 

July • Menopause support 

• Data Sub-Group Update 

August • Writing update 

• Pulse results 

September • Writing update 

• AP2020 

• PGR Survey results 

• Women in Leadership Programme 

October  • Writing update 

• Pulse World Café  

• Women in Leadership Programme progress 
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November • Writing and final edits 

• AP2020 

 

Consultation within WMG 

• Pulse survey: (2019/20) 67% completion (40% of total responses women, 53% men, 7% 

prefer not to say). Follow up focus groups (World Café style) ran in autumn 2020. 

• Focus groups (e.g. Wellbeing Task Team)  

• Surveys focussing on: 

o Flexible working (section 5.4 iv) 

o PGR students and their view of the department’s environment/culture; support and 

training received; and wellbeing 

o Staff and student wellbeing (Covid-19 lockdown) (some months before an 

institution-wide survey) 

o General matters (staff feedback questionnaire) 

 

Athena Champions, outside of the SAT, also advocate for Athena, linking staff teams and the SAT, 

and supporting the progression of the action plan. This helps Athena’s visibility across WMG, and 

supports the aim of broad engagement across WMG.  

 

 ACTION 

AP2020/3 
To further develop the role and contribution of the Athena Champions.  
 

 

Consultation outside the department and sharing/seeking best practice 

• Jane S belongs to the University Athena Network to share best practice and hear updates on 

the University’s Athena work 

• Liaison with the University ED&I team, who support us to achieve greater gender equality 

• Attending University/external networking e.g. Advance HE enhancing practice events 

• Meeting with Silver award-holders on best practice e.g. A SAT representative from the 

School of Engineering (SoE) provided useful insights at a meeting of our SAT 

• Joint initiatives/events with Silver award-holders e.g. SoE on International Conference of 

Women Engineers and Scientists to be held at Warwick in September 2021 
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Figure 5:  

 
 

(ii) Plans for the future of the self-assessment team 

The SAT will increase its regular post-submission meetings to monthly and report to WCG and the 

University’s Athena Network (Figure 5). SAT members will monitor implementation of AP2020, 

providing regular updates on progress. Membership will be reviewed annually to create an 

opportunity for members to assess their commitments; address the composition of the group; and 

for new members to be invited/volunteer. Where members with key representation roles leave (e.g. 

student), new members will be invited in advance to enable shadowing and handover. 

 

Staff and students continue to be engaged in Athena via all of our communication channels, 

including the weekly Bulletin, WMG intranet and within team meetings. 

 

(WORD COUNT: 820) 
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4. A PICTURE OF THE DEPARTMENT 
 

4.1 Student data  
 

Impact/Progress 1 

Progress on student data collection. 

PROGRESS 

AP2016/1.6  
Include Athena SWAN objectives in TLO job descriptions, including recording and reporting data. 
 
To continually monitor students’ gender balance, TLOs must record the relevant data for 
reporting. Role descriptions now include: “To create a recording mechanism to collate relevant 
data to support WMG’s Athena SWAN submission. To provide this data regularly…., attending SAT 
meetings when necessary to provide an explanation of the data, supporting the submission 
narrative and to address anomalies.” 
 

(i) Numbers of men and women on access or foundation courses 

N/A 

(ii) Numbers of undergraduate students by gender 

Figure 6: UG Applications (2016-2019) Cyber Security (BSc) & Digital Healthcare Science (BSc). 
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Figure 7: UG Offers (2016-2019) Cyber Security & Digital Healthcare Science. 

 

WMG contributes to the SoE-led UG (BEng/MEng) programme, which also engages with the 

University’s IFP in Engineering. Many WMG DAs have enabled those without HE qualifications to 

participate (often mature employees who have been out of formal learning for many years). 

Formative assessment tools, with preparatory mathematics teaching, are provided to prospective 

students.   

 

WMG has a growing UG population with four new courses commencing during the submission 

period. The admissions data shown in Figures 6 and 7 are for those courses applied for via UCAS. 

Students on DAs** (including some DHS) are employer-sponsored, so the application process differs 

from that of UCAS. Therefore, data is not available on applications and offers. With only 1-2 years’ 

admission data, it is not yet possible to identify emerging trends and there is no completion data yet 

for non-AEP programmes. Table 3 shows an increase in both overall UG numbers enrolled per year 

(99 to 307) and % of female students (10% to 24%).  

 

Table 2: UG course enrolment demographic. 

Course Study Qual. 2016-17 2017-18 2018-19 2019-20 

   M F M F M F M F 

AEP**  PT BEng 90 
(90%) 

9 
(10%) 

124 
(87%) 

18 
(13%) 

81 
(83%) 

17 
(17%) 

99 
(77%) 

29 
(23%) 

Cyber 
Security 

FT BSc - - - - 19  
(86%) 

3  
(14%) 

45  
(90%) 

5  
(10%) 

DHS  FT BSc - - - - - - 2  
(22%) 

7  
(78%) 

DTS** PT BSc - - - - - - 60  
(76%) 

19 
(24%) 

EDA** 
 

PT BEng - - 23 
(72%) 

9 
(28%) 

26 
(63%) 

15 
(37%) 

27  
(66%) 

14  
(34%) 

Total   90 
(90%) 

9 
(10%) 

147 
(84%) 

27 
(16%) 

126 
(78%) 

35 
(22%) 

233 
(76%) 

74  
(24%) 
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Male 0 23 100 232
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Compared to 2019 sector averages3 (18.2% female), WMG’s female % is positive. 

 
Impact/Progress 2 
Reduce drop out of AEP applicants. 

IMPACT 

AP2016/1.1  
Support for women AEP applicants and reduce drop out between sign up and entrance exam 
 
Female candidates were offered pre-enrolment support, working collaboratively with their 
sponsor (JLR), to improve the m/f ratios. Extra support for female students was offered on aspects 
which could have been barriers to their success.  
 
For EDA (Dyson), our Physics summer school (est. 2018) enables females without A-level Physics 
to prepare for the course.  

 

The proportion of female students on the AEP has increased from 10% (2016-17) to 23% (2019-
20). In the last four years, no women have dropped out after registering for the entrance test. 
 

 

AEP’s structure has changed, so most learners are now DAs, albeit still with company sponsorship. 

This has shifted the overall age demographic to a younger grouping (fewer mature students and 

fewer with childcare requirements).  

 
Consequently, the Women’s Action Group (WAG) (AP2016/1.0) became less relevant and was 
discontinued. Students are now signposted to sources of support, as befitting the new demographic. 
Similarly, AP2016/1.2 was no longer needed, especially as the proportion of women increased (see 
Impact/Progress 2). 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

                                           
3 https://www.advance-he.ac.uk/knowledge-hub/equality-higher-education-statistical-report-2019 

https://www.advance-he.ac.uk/knowledge-hub/equality-higher-education-statistical-report-2019
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iii) Numbers of men and women on postgraduate taught degrees  

 

Figure 8: PGT Applications (2016-2019). 

 
 

Figure 9: PGT Offers (2016-2019). 
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Figure 10: PGT Acceptance Rates (2016-2019). 

 
 

Since WMG’s MSc courses cover a wide range of disciplines, it is difficult to benchmark our gender 

split with comparable programmes. With the exception of the 18/19 cycle, the majority of 

applicants, offer holders and enrolments were female. Our female complement significantly exceeds 

the National Centre for Universities and Business benchmark. This cites females as representing 

26.1% of UK postgraduates studying in engineering and technology subjects. 

 

Figure 11 : FT PGT enrolment demographic (total reflects the 3 years represented). 

 

 

Enrolment numbers on programmes range from c.15 to c.260. The % of females varies by course 

(Figure 12) and is broadly consistent across the years, although CSM has achieved a sustained 
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female. SAE is a traditional engineering course with small numbers enrolled; the low proportion of 

female students is being investigated.  

 

 ACTION 

AP2020/4 
To investigate the low proportion of female students to the new Sustainable Automotive 
Electrification (SAE) course, and implement some remedial actions to improve applications and 
enrolments (tactics proposed in AP2016/1.3 may be suitable). 
 

 

Figure 12: % Female enrolled on FT MSc courses. 

 
 

Figure 13: FT MSc awards by year and gender. 
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Figure 13 shows that the distribution of outcomes is roughly even across classifications. Data is not 

available for the 2019-20 cohort, as the exam board sits in December 2020 (delayed due to Covid-

19). There was a significant increase in failures in 2018-19; the dissertation was the cause for the 

majority of these. Accordingly, support provided on research methodologies was strengthened. 

Additionally, the University has approved our request to apply English language conditions (as 

appropriate) for applicants for whom English is not their first language and whose UG degree is from 

a UK university. The percentage of females achieving a merit has noticeably improved. There 

remains a slight disparity on the % of female distinctions. When the 2019-20 data is available, this 

should establish if the trend we’re seeing on the closing of the gap persists.  

 

ACTION 

AP2020/5 

Consider if the failure rate in 2018/19 (see Figure 13), following interventions has dropped back to 
more normal levels. 

Review 2019/20 student outcome data after the relevant exam boards and investigate disparity in 
proportion of women achieving a distinction on FT MSc. 

 

459 students were registered on PT MSc courses over the 3 years shown (327 male; 32 female) 

alongside 1664 (1254 male, 410 female) learners taking short courses at Level 7. These students are 

typically UK-based professionals, working in engineering and manufacturing and employer-  

sponsored. The progressive approach of some of these employers has meant that our female 

demographic of short-course students (25%) significantly exceeds the national figure of 10.3% of 

engineering professional occupations filled by women (WISE, 2018-19).   

(iv) Numbers of men and women on postgraduate research degrees 

WMG offers PhD and Engineering Doctorates (EngD). Application and enrolment data are shown in 

Figures 14 and 15. 146 new students enrolled between 2016/17 and 2018/19. There has been a 

marginal increase in the overall percentage of females since the beginning of this submission period 

(from 20% to 25%) (Figure 15).  

 

Figure 14: PGR applications by year and gender (number and %). 
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Figure 15: PGR enrolments by year and gender. 

 

PGR completion data (Figure 16) follows a similar trend, with the percentage of students completing 

that are female varying between 24 – 28%. This is consistent with the number of enrolments and 

does not flag any gender bias in completion rates. 

Application:Enrolment ratios are largely comparable, especially in the last two years: 

 

Table 4: PGR Applications and Enrolments (female % 16/17 – 18/19). 

 Applications Enrolments 

 F% F% 

16/17 29% 20% 

17/18 22% 25% 

18/19 27% 25% 

 

The data in Table 4 suggests our selection process is fair; our focus continues to be attracting more 

female applicants. 
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Figure 16: PGR completions by year and gender. 

 

(v) Progression pipeline between undergraduate and postgraduate student levels 

With historically small UG numbers and significant PGR opportunities, WMG has run a paid 

internship programme to bring UG students into the department, with the aim of them progressing 

to PGR. The percentage of women having an internship has been consistently at (or above) the 

stated target of 30% (Table 5).  

Because of the nature of our provision, there are relatively few obvious progression routes from UG 

through to PG. 

Impact/Progress 3 
Increase the proportion of women students participating in internship schemes. 
 

IMPACT 

AP2016/1.4  
Increase the proportion of female students participating in internship schemes in order to 
improve progression from UG to PGR courses.  
 
A target was set to achieve ≥30% female interns. This target has been achieved in the last two 
years (see Table 5). 
 
WMG projects are relevant to many different academic backgrounds, so we have advertised our 
internships across the Faculty. This has provided a wider pool of potential interns, and in 
disciplines where the F:M ratio is higher than Engineering. This measure has directly impacted the 
proportion of women students participating. 
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Table 5: Summer internships demographics. 

Year Male Female Total 

2017 
41 

(71%) 
17  

(29%) 
58 

2018 
38 

(67%) 
19 

(33%) 
57 

2019 
32 

(68%) 
15 

(32%) 
47 

2020 
Internships postponed  

(Covid-19) 

  

The application process changed in 2018 to make our system GDPR compliant. As such, data is not 

available on applications to this point. Several interns have moved onto PGR courses within WMG; 

others into PGR at other HEIs.   

4.2 Academic and research staff data 

(i) Academic staff by grade, contract function and gender: research-only, teaching and research or 

teaching-only 

 
Figure 17: WMG academic staff (all contract functions) by gender 2019 v benchmark data for 
2018/19. 

  
 

*Data taken from HESA 2018/19 
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The percentage of female academic staff in WMG in 2019 is higher than the latest benchmark data 

for Engineering and technology (2018/19).  

 

Figure 18: WMG academic staff (all contract functions) by gender (2016-2019). 

 

 

Figure 18 demonstrates that the gap between academic male and female has started to close, with 

females representing almost a third of WMG staff by 2019 (up from around a quarter in the earlier 

part of the submission period). 

 

Figure 19: WMG academic staff (all contract functions) by ethnicity (2016-2019). 
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Figure 20: WMG academic staff by gender and ethnicity – R&T (headcount and percentage). 

 

 

 
Since 2016, the proportion of female staff has decreased in the academic (R&T) group (Figure 20).  
However, this cohort (R&T) represents a small proportion of the overall academic staff; the pattern 
is not replicated when considered across roles. 
 
Between 2016-19 there were 5 female Academic (R&T) staff leavers. One returned to Australia for 
personal reasons; two moved to institutions closer to home (and to more senior roles); and two 
moved for advertised posts at a higher level at other UK HEIs. The latter 4 provided feedback that 
their time at WMG had provided excellent development opportunities, allowing them to apply for 
those roles. Two female staff joined in 2020.  
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Figure 21: Academic R & T by grade and gender. 

 

 

Figure 22: Academic R & T by ethnicity and grade.  

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

0% 0%

5% 5% 5% 5%
7%

12%

7% 7%

12%
14% 14%

9%

0%

7%

8%
8%

7% 7% 7%

8%

10%
9%

8%
9%

11%

0

2

4

6

8

10

12

14

16

'16 '17 '18 '19 '16 '17 '18 '19 '16 '17 '18 '19

FA 5 FA 6 FA 7 FA 8 FA 9 NON FA

Female Male



 

 
32 

Figure 23: WMG academic staff by gender and ethnicity – T- focussed (headcount and %). 

  

 
 

Over the period, female teaching-focussed staff increased by 113%, compared with a 79% increase 
in male T staff (Figure 23). This has increased the % of female teaching focussed staff from 32% to 
36%.  This follows an investment in Education staff during the middle part of the submission period. 
BAME figures have increased, especially for males. 
 

Figure 24a: Academic Teaching-focussed by grade and gender. 
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Figure 24b: Academic T by ethnicity and grade.  

 
 
Figure 25: WMG academic staff by gender and ethnicity – R-focussed (headcount and %). 
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BAME figures have increased for males and females.  

We continue to maintain a strong focus on improving recruitment practices, raising the visibility of 
female and BAME staff at external events, on the website and through the recruitment process. This 
work has included working with agencies to deliver a good balance of M/F in the longlisting for 
posts, where possible. As previously stated, WMG has higher than benchmarked numbers of 
females. 
 

Figure 26a: Academic Research-focussed staff by grade and gender. 

 

 

Figure 26b: Academic R by ethnicity and grade. 
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Figure 27a: Academic (all contract types) by gender and grade (2016 v 2019). 

 
 

In both time periods, our main recruitment is at FA6 and FA7. At all levels, male recruitment exceeds 
female, but notably at FA7 (specifically STFs). The increase of females at FA6 since 2016 is a positive 
indicator that we are attracting female early career academics. 
 
Figure 27b: Academic (all contract types) by ethnicity and grade (2016 vs. 2019). 

 
 
 
 
 
 
 
 

FA 5 FA 6 FA 7 FA 8 FA 9 NON FA

Female 2016 4 14 21 11 7 0

Female 2019 3 40 32 19 7 1

Male 2016 6 48 47 28 20 1

Male 2019 9 66 77 40 22 2

0

10

20

30

40

50

60

70

80

90

FA 5 FA 6 FA 7 FA 8 FA 9
NON FA
GRADE

White 2016 5 29 45 32 23 0

BAME 2016 5 32 18 5 4 1

White 2019 7 45 67 46 26 2

BAME 2019 4 55 35 9 4 1

0

10

20

30

40

50

60

70

80



 

 
36 

Table 6: Proportion of Academic staff (all contract types) split by gender and grade (2016 vs. 2019). 

 

2016 
Female % 

2019 
Female % 

2016 Male 
% 

2019 Male 
% 

FA 5 40 25 60 75 

FA 6 23 38 77 62 

FA 7 31 29 69 71 

FA 8 28 32 72 68 

FA 9 26 24 74 76 

NON-FA 0 33 100 67 

 
FA5 is mainly used for colleagues who join whilst completing a PhD (or for projects where a postdoc 
position isn’t needed). As soon as they obtain their PhD they move to FA6. The decrease in female 
FA5s could be because more female colleagues already have PhDs on appointment (so enter at FA6). 
This only applies to R-staff. 
 

Positives 

• There is an increase of 4% at FA8 for females, coinciding with a drop of the same amount in 
males. 

• There is an increase in females at FA6. 

(ii) Academic and research staff by grade on fixed-term, open-ended contracts (OEC)/permanent 

and zero-hour contracts by gender 

WMG does not use zero-hours contracts.  

 

Figure 28: Academic R & T by gender vs. OEC/FTC. 
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Figure 29: Academic R & T by ethnicity vs. OEC/FTC. 

 

We seldom engage R & T colleagues on FTCs, hence the low/zero number for both white/BAME. 
Since 2016, there has been an 11% increase of total BAME staff. 

Figure 30: Academic R by gender and OEC vs. FTC. 
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improved the process by which we support those on FTCs. This helps colleagues secure new 

opportunities at WMG when initial contracts and funding streams end. This helps retain valuable 

expertise and goes some way to addressing the issue of the ‘leaky pipeline.’ 

 

Figure 31:  Academic R by ethnicity vs. OEC/FTC. 

 
 

Figure 31 shows an overrepresentation of BAME staff on FTCs, for R staff. This is explained by the 

large increase in new BAME staff during this period, all of whom will have been appointed on FTCs 

for their first contract, in line with all new R staff. In line with legislation, staff are considered for 

OECs after 4 years; the determining factor is length of project funding. Note: each is given as the 

percentage of each year, so White OEC in 2019 = 12% (i.e. 12% of research staff in that year are 

white and on OECs). 
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Figure 32: Academic T Headcount split by gender and OEC v FTC. 

 
 

Almost all T posts within WMG are offered as OECs, because of our growing education portfolio. A 

very small number of FTCs are offered, either to cover maternity leave or linked to Catapult funding 

for skills development.  

 

Figure 33: Academic T Headcount split by ethnicity, OEC vs. FTC. 
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(iii) Academic leavers by grade and gender and full/part-time status   

 

Figure 34a: Academic leavers by Gender and Full and Part time Status (2016-2019). 

 
 

Figure 34a shows that, whilst the percentage of female full-time leavers stays mostly consistent, the 

percentage of female part-time leavers increases from 33% in 2016 to 100% in 2019. However, the 

numbers for part-time are not statistically relevant.  

 

Figure 34b : Academic Leavers by Reason, Full and Part Time (2016-2019). 
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Figure 34b shows that a similar percentage of men and women leave for better job prospects. 

However, a higher percentage of women categorised their reason for leaving as end of FTC coming 

to an end, typically moving directly to another job. 

 

However, within the review period, 34% of those extending their employment were female, which 

represent a higher proportion than the R-focussed population overall (see Figure 30). 

 

Males cited a greater variety of reasons including relocating, normal retirement and other work and 

non-work reasons. We are unaware of any recent leavers who are unemployed. Reasons for leaving 

are gathered by a variety of mechanisms; we offer exit interviews to all leavers to understand 

specific reasons and to enable improvements.  

 

Figure 34c: Academic Part time Leavers split by Gender (2016-2019). 

 
Although not statistically relevant, a higher percentage of male PT leavers left because of their FTCs 

ending, whilst female part-timers left for a variety of reasons. 

 

Figure 34d: Academic Leavers by Grade. 
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Figure 34d shows that most leavers were working at FA5/FA6 or at FA7. Note that a large number of 

research staff on FA5 and FA6 are on FTCs. Female Leavers are present across all grades. 

 
Impact/Progress 4 
Collect and monitor leavers data 

PROGRESS 

AP2016/2.10  
Collect and monitor leavers data by full and part-time status. 
 
Leavers data by full/part-time status is available from 2017. 
 
In 2019, 5.1% of men were part-time and 5.6% of men leavers were part-time; 15.9% of women 
were part-time and 14.3% of women leavers were part-time. As such, part-time leavers are 
consistent with the number of part-time workers. We offer part-time options to allow flexibility 
for other commitments. 

 

In 2016 and 2017, female leavers represented a higher % than males; for the last 2 years, this trend 

has reversed.  

 

(WORD COUNT: 2165) 
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5. SUPPORTING AND ADVANCING WOMEN’S CAREERS 
 

5.1 Key career transition points: academic staff  

(i) Recruitment  

Figure 35: Academic Recruitment. 

 

Data by gender for applications, shortlisted candidates and offers are given in Figure 35. Despite the 

higher number of male applicants, the success rate from application to offer for males and females 

tracks consistently with the exception of 2017/18. In that year, where female applications were 

lower than male applications, their success rate was higher. This supports the idea that women only 

tend to apply if they can clearly demonstrate the requirements (see The Confidence Code, K. Kay and 

C. Shipman, Harper Collins, NY, 2014). 

 

Before commencing recruitment, managers are expected to complete a series of online courses 

including, The Role of the Recruiting Manager. Chairs of interview panels must also attend an 

additional training course which includes ensuring recruitment panels are diverse with the 

appropriate gender balance and skills. 

 

To encourage female applicants, our careers website includes positive images of females and a bite 

sized video highlighting the flexibility available. Our recruitment advertising also highlights that 

WMG has mechanisms to ensure pregnant female colleagues can remain research active and safe.  

 

There is more we can do on recruitment; our positive action campaign (AP2020/1) will encourage a 

wider diversity of applicants. 
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Impact/Progress 5 
Language in recruitment adverts. 

IMPACT 

AP2016/2.8 Ensure that language used in recruitment adverts is optimal to encourage women 
applicants.  
 
The proportion of applications for academic roles from women has increased: 

• In 2014/15, 92 women applied, constituting 17.1% of all applicants. 

• In 2018/19, 323 women applied, constituting 20.1% of all applicants. 

 
WMG’s Graduate Trainee Engineer Programme saw a significant increase in applications from 

females in 2020 (18% in 2019 to 31% in 2020 - 804 total applications). In particular, our Smart, 

Connected and Autonomous vehicles pathway saw female applications increase to over 40% (up 

from 10%). BAME applications also increased; we received over 53% of applications from BAME 

graduates compared to 29% in 2019. To achieve this, we targeted WISE and BAME societies across 

the UK, hosting a variety of events and Q&A sessions with a number of these organisations. We 

utilised our female and BAME Graduate Engineers when visiting Midlands campuses, ensuring that 

associated marketing collateral demonstrated the diversity of our Trainee Engineers. We also 

echoed this with strong statistics linked to our current cohorts and the recruitment process.  

 

Impact/Progress 6 

Diversity in long/short-lists for academic posts. 

IMPACT 

AP2016/2.9 Work with head-hunters to ensure that all long/short-lists for academic posts are 
diverse and include a good proportion of women. For actions undertaken see page 98. 
 
Over the last five years, there has been an increase of 6.8% in women shortlisted for Academic 
roles – in 2014/15, 17.9% shortlisted were women, compared to 24.8% in 2018/19. 

(ii) Induction 

In addition to the standard programme for all staff, academic staff attend a compulsory induction 

during which they meet the Head of Department and other senior stakeholders including the 

Director of Academic Development. Support for career development is highlighted with advice on 

the probation process (where applicable). Attendees’ feedback is sought to ensure the effectiveness 

of the programme.  
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(iii) Probation 

Assistant Professors undergo a 5-year probation programme, during which they receive extensive 

support through an academic mentor in addition to their line manager. The probationer attends a 

formal annual review meeting and at least one mid-year meeting with the Director of Academic 

Development at which objectives are set and progress reviewed. All probationers attend quarterly 

workshops with other academic staff at which they present their research and network with 

colleagues. WMG has a 100% success rate for the completion of academic probation since 2015-16 

with a strong rate of early completion in less than 5 years (1 of 3 female, 6 of 12 male). 

 

R & T staff have a probation period of 6 months during which they have 3 formal review meetings 

with their line manager; complete their mandatory training; and are encouraged to set objectives 

leading up to their first PDR. 

 

(iv) Promotion 

Aligned to the timing of the annual academic promotion cycle, WMG provides awareness sessions 

(including female-only), and CV development workshops. The WMG Promotion Committee reviews 

expressions of interest and provides individual feedback. A Senior Administrative Officer is dedicated 

to academic development, providing one-to-one support to academics applying for promotion. PDRs 

also help identify readiness in individuals. Special care is taken with part-timers and with those who 

have taken maternity leave/career breaks. These factors are considered when evaluating the volume 

of outputs/ability to attend international conferences or to undertake significant managerial roles. 

To support and develop WMG’s talent pool, a Talent Development plan will be implemented early 

2021 (AP2020/6).  

 

Following the introduction of common criteria for all contract functions in 2018, WMG submitted 15 

applications (6 F, 9 M)  for promotion in 2018-19; all were successful. The new criteria provided a 

promotion opportunity for two experienced STFs, as their management activities were better 

recognised. Unfortunately, one of the two female applicants was unsuccessful in 2019/20; she will 

be reapplying with a stronger case this year. 

 

Candidates may self-submit promotion applications without departmental support. One male was 

successful in 2019/20 via this route, leading WMG to review its assessment of senior T-focussed 

applications. For T-focussed staff looking to attain a promotion to Professorial level, a Leadership 

Development programme, begun to be piloted by the WMG Executive and Research Directorate 

Heads, will aim to support candidates in addressing any perceived areas for development in aspects 

such as collegiality and management. Coaching may also be used, as will other tools such as learning 

logs to foster reflective learning practices. 
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Table 7: Academic promotion cases by career pathway, grade level and year (we do not differentiate 

between full/part time). 

Year 2015-16  2016-17 2017-18 2018-19 2019-20 

Promotion to F M F M F M F M F M 

R&T - Level 9    1     1     1     

R&T - Level 8+   1           2 1 1 

R&T - Level 8                     

R - Level 9                      

R - Level 8+               1     

R - Level 8             1 1   2 

R - Level 7       1     1 1   1 

T - Level 9    1   1           1 

T - Level 8+         1 1   2   1 

T - Level 8   1         4 1 1 3 

T - Level 7                     

Successful 0 3 0 2 2 1 6 9 1 7 

Unsuccessful 0 1 0 0 0 0 0 0 1 2 

 

Unsuccessful applicants receive individual feedback from the University’s promotion panel followed 

by guidance and support from WMG to address the issues identified by the panel in preparation for 

a future submission. 

 

ACTION 

AP2020/6  
Develop and implement a new academic Talent Development programme during the Spring 2021. 
 

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

 
Table 8: Department submissions to REF. 

  Male Staff 
Submitted 

Eligible 
Male Staff 

Percentage 
Male 
Submitted 

Female 
Staff 
Submitted 

Eligible 
Female 
Staff 

Percentage 
Female 
Submitted 

RAE 2008 22 24 92% 3 4 74% 

REF 2014 22 25 88% 6 7 86% 

REF 2021 45 45 100% 12 12 100% 

  

WMG has always submitted a high percentage of eligible staff. Reasons for non-submission were 

varied e.g. a fully administrative role. None was performance related. The gender balance is broadly 

comparable. Of the 4 staff (3M, 1F) not submitted in 2014, two will be submitted in 2021; one has 

retired; one has moved to a Teaching-focussed role.  

 

The REF 2021 criteria require all eligible members to be submitted. WMG has undergone a rigorous 

review process, in order to identify the highest quality outputs. All decisions have been taken in line 

with the University's Code of Practice. WMG’s REF policy-makers have undergone additional training 

to ensure full consideration is given to ED&I.  The University has communicated directly with eligible 
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staff to identify any particular circumstances affecting their research outputs, in accordance with the 

REF E&D process. All eligible academics have had individual meetings with the Research Director and 

a senior Research Administrator to discuss any concerns and agree the portfolio to be submitted. 

 

For REF 2021, the number of female outputs to be submitted exceeds those of male colleagues, as 

follows: Female average: 2.58; male average 2.29. For male and female, BAME: 2.45; White 2.33. 

5.2 Key career transition points: professional and support staff 

 

(i) Induction 

WMG’s comprehensive induction is tailored to individual roles and needs. All new starters 

participate in first day inductions (IT, wellbeing, absence reporting and working from home best 

practice). Monthly group inductions then encourage network-building and provide additional 

information. In 2020, uptake to date has been 95% (+25% on previous years). 

 

Effective promotion of the monthly group induction has supported uptake. Feedback is positive but 

suggested improvements are incorporated into future sessions. Line managers arrange team 

inductions locally, with H&S as necessary. New-starters are also invited to attend a University-wide 

session. 

 

Resources highlighted include the staff intranet; training opportunities; wellbeing support and 

special interest groups. We also signpost staff to the University’s ED&I policy. 

(ii) Promotion 

The majority of Professional Services staff achieve promotion by applying for a new role. 
Additionally, we support individuals through job evaluation; advertise all promotion opportunities 
internally; define development opportunities within the PDR process and offer secondments. 

We would like to engage with staff to explore their perceptions and experience of promotion, as well 
as how they would like to be supported. We will deliver a targeted survey in June 2021. We will also 
start to monitor regrades through job evaluation and track internal staff who apply for promotion 
through a newly-designed recruitment tracker. This will identify any areas for improvement. Our line 
management training suite will better equip managers to have the skills to conduct career coaching 
conversations, as part of the PDR process with line reports. The OD team launched a range of 
training material in 2020; we would like to build on this.  

ACTION 

AP2020/7 
To capture Professional Services staff perceptions of promotion and to improve their experience 
of promotion and job evaluation. 
 

 

In May 2017, with 30 other HEIs, Warwick backed a pledge to support its technical community. 

WMG spearheaded the action plans and the implementation of the Technicians’ Commitment. WMG 

colleagues have also contributed to the new Technical Job Families, launched in 2019, which provide 

career pathways analogous to those for academic staff. The career pathways set out the experience 

and qualifications needed at each grade. Through PDR, Technical Services managers are working 
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with team members to identify skills and knowledge gaps and discuss career aspirations, including 

promotion. It is too early in the creation of the technical job families to be able to assess their 

impact on promotion. The commitment will ensure greater visibility, recognition, career 

development and sustainability for technicians across all disciplines.  

 

ACTION 

AP2020/8 
To be one of the pilot departments to trial the development of job families for its Engineers family  
 

5.3 Career development: academic staff 

 

(i) Training  
Staff are encouraged to access the training offered by the University’s OD department. Its Academic 

Development Centre supports all those applying for fellowship of the Higher Education Academy. 

Assistant Professors must complete the Teaching Excellence course (APP-TE) leading to FHEA as an 

element of their 5-year probation. WMG strongly encourages all teaching staff and research staff 

who teach to complete APP-TE. OD’s Research Active Staff team provides a wide range of workshops 

and other development opportunities. 

 

WMG runs two networks, the WMG Researcher Forum and the Advanced Propulsion, Energy 

Management and System Control (APC) Network. Their regular events include seminars, workshops 

and invited talks, which are open to staff and research students from any departments. This 

encourages cross-disciplinary communication and collaborative research. 

 

WMG staff are required to complete a range of mandatory training courses including Health & 

Safety, ED&I, Unconscious Bias, GDPR and Information Security. WMG also runs a Management 

Programme comprising core and optional sessions which all managers of staff or research students 

are strongly encouraged to attend. This receives positive feedback. 

 

Table 9: WMG Management Programme attendance, academic staff (2016-2019). 

Male enrolments 
Female 

enrolments 

% take up by male Line 

Managers 

% take up by female 

Line managers 

 35  11  57%  73% 

 

Training opportunities and reminders about mandatory training requirements are published in the 

weekly Bulletin. Targeted, personalised emails have also been sent to support staff’s completion of 

necessary training. As a result, we have achieved high completion rates (at the time of writing 

90%+). 

 

In 2018/19, two females were offered a place on the Leadership Foundation for Higher Education’s 

Aurora programme (University-funded). In 2019/20, two of three participants were funded by the 

department (one academic4, one professional services). 

 

                                           
4 See Case Study, below 
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(ii) Appraisal/development review  

PDR is a University-led process, formally assessed annually. It encourages meaningful conversation 

between staff and line managers. Current and future development goals, career aspirations, work-

life balance and training opportunities form part of the conversation. Readiness for academic 

promotion may also be identified. Staff complete a PDR form and are encouraged to revisit it on a 

quarterly basis to monitor progress. Participation is voluntary but WMG strongly encourages take-

up. Completion rates improved as a result of targeted reminders by WMG HR.  

 

Table 10: PDR final report submission rates for Academic, Research & Teaching staff (2017-2019).  

 

Staff Group *Total eligible employees Females 
completed 

Males 
completed 

 

  
Number % Number % 

2017 
Academic, Research & Teaching 178 (52 females/126 males) 31 60 87 69 

2018 
Academic, Research & Teaching 195 (51 females/144 males) 25 49 94 65 

2019 
Academic, Research & Teaching 230 (72 females/158 males) 52 72 115 73 

 

Impact/Progress 7 
Increase PDR completion rates. 

IMPACT 

AP2016/4.3 Increase PDR completion rates, in particular for ART women, to ensure all staff are 
provided with the opportunity to have a constructive meeting about their personal development. 
 
A generic line manager job description is covered during the Role of a Line Manager training. This 
highlights responsibilities to complete PDRs with line reports.  
 
In order to support staff in completing a PDR, alternative reviewers can be requested, subject to 
approval by WMG’s COO. 
 
Overall PDR completions have increased across all staff groups: 

• In 2018/19, 84% of eligible women completed PDRs, compared to 73% in 2016/17 (11% 
increase). 

• In 2018/19, 72% of eligible men completed PDRs, compared to 62% in 2016/17 (10%increase). 
 
In particular, PDR completions by academic women have increased – 72% of eligible women 
completed PDRs in 2019, compared to 60% in 2017 (12% increase). 
 
In 2018, training for PDR reviewers and reviewees was introduced. This is a generic module 
offered by the University, and take up by staff has been modest. 
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Figure 36: PDR Training undertaken (all staff groups): 

 
 
In 2019, a survey on the department’s approach to PDR returned positive feedback: 

o PDR is well-organised in WMG 
o There is a balanced mix of looking forward and back 
o The quarterly review shows a greater commitment from management to progress 

employees’ skills and offer training 
o The process is straightforward 

However, there were a few areas that could be improved, which are addressed in AP2020/9. 
 

 

ACTION 

AP2020/9 
To ensure that all staff have the opportunity to participate in a PDR that is constructive and 
meaningful and that will support their future professional development, line managers will be 
equipped with the tools to support their teams effectively. 
  

(iii) Support given to academic staff for career progression  

WMG provides guidance on planning and applying for promotion and is launching its new talent 

development framework (see section 5.1 and Action AP2020/6).  

 

A Researcher Mentoring scheme, aimed at early career researchers (but which also supports 

teaching staff) is also in place. All Assistant Professors are assigned an academic mentor as well as a 

teaching mentor for APP-TE. Senior academic staff, especially those who take on substantial 

management roles, are offered coaching support, where appropriate, as part of a tailored support 

package. A number of senior academic colleagues (17 during the review period [8 female/9 males]) 

have undertaken the Warwick Leadership Programme, which includes tailored mentoring and 360-

degree feedback. 
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(iv) Support given to students (at any level) for academic career progression 

UG students   

• AEP students are signposted to PG opportunities and advised by their tutor to speak to their 

work-based learning manager when considering their career within the company. 

Ultimately, it is the company’s decision, so this is to signpost information. 

 

PGT students 

• In 2018, an Administrative Officer (Careers and Employability) (FA6), was appointed to work 

alongside the Academic Lead to manage a programme of careers and employability events.  

• Professionals from relevant industries share sector insights during Industry Insights sessions 

and termly Meet the Alumni. 

• In 2019/20, the WMG Skills + Programme was piloted. Its aim is to engage students with co-

curricular activities; encourage them to reflect on their transferrable skills; and help them 

identify areas for improvement.   

• A dedicated Careers Consultant delivers weekly workshops, with an associated Careers 

Clinic. 

• In October 2020, we launched a bespoke Virtual Careers Programme, and annually we hold a 

WMG specific careers fair FutureFest. 

 

 

 
 

 

 

PGR students   

• PGR students are supported in a similar way to staff and embedded within research teams  

• Academic progression is discussed at supervision meetings  

• “Preparing to Teach in Higher Education” is compulsory for all first years 

• ‘Hands on’ experience of co-supervising MSc student projects is available 

• PGR students are encouraged to apply for paid teaching and research opportunities  
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• All PGR students complete Research Methodology (REME) in their first year. This one-week 
course incorporates a broad range of topics, including transferable skills. 

• The Postgraduate Certificate in Transferable Skills in Sciences is a professionally recognised 

skills qualification which ‘provide tangible and measurable benefits for your career and 

professional development’. 

 

WMG publicises opportunities for PGR students to move into full-time employment within the 

academic arena. Anecdotally, we have witnessed an increase in the number of PGR students being 

recruited to full-time positions at WMG towards the end of their PhD.  

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

Support is available from the University’s RIS team and WMG Research Office. WMG’s Notification of 

Intent to Submit process ensures full support through proposal drafting, costing and timely 

submission. Networking activities, including those through GRPs, foster multi- and inter-disciplinary 

relationships, whilst workshops and training (e.g. in generating impact) boost skills, particularly for 

ECRs. New academic research-focused staff also have an individual session with WMG’s Research 

Office. 

 

All proposals are supported during bid development, including expert advice on strategic relevance 

and peer review mechanisms. Support is provided in presentation development and mock 

interviews, as well as bespoke training opportunities and mentorship for fellowship candidates. 

 

An Early Career Academic Forum provides support on applying for Research Council First Grant/New 

Investigator Awards. The Research Forum encourages individuals to take charge of developing their 

own capabilities to become world-class researchers.  

 

The Research Office identifies internal/external schemes for which individuals can apply and 

provides support to them to develop high-quality applications. The department encourages the 

originator of an opportunity to be the Principal Investigator where the funding scheme allows.  

 

Business Development staff also facilitate discovery meetings; off-site visits to grow networks and 

develop collaborations; and training on engagement with industry. Post-award, a cohort of over 30 

Project Managers provides deliverable support to applied research projects.  

 
Table 11: Grant applications/awards split by gender. 

Year Submissions Male PI Female PI Awards Male PI Female PI 

2017 180 132 (73%) 48 (27%) 91 70 (77%) 21 (23%) 

2018 308 253 (82% 55 (18%) 89 71 (80%) 18 (20%) 

2019 311 256 (82%) 55 (18%) 79 66 (84% 13 (16%) 

Table 11 shows that a higher proportion of males apply for grants/awards than females. When 

compared to the overall m/f split (all academics), which is 32% female/68% male, this suggests that 

https://warwick.ac.uk/fac/sci/transferable-skills/
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fewer females may be applying for grants and awards. This will be investigated, albeit in 2019, the 

average funding for awards led by women was £129,533.66 higher than those led by men. 

ACTION 

AP2020/10 
Investigate reason why proportion of females applying for grants/awards is lower than overall 
academic m/f split. Investigate by contract type and formulate further actions accordingly. 
 

For unsuccessful applications, feedback is sought from the funder and acted upon in subsequent 

applications.  

5.4 Career development: professional and support staff 

(i) Training 

Professional Services and Support Staff are encouraged and supported to attend a wide range of 

relevant training. WMG boasts high completion rates in comparison to the wider University.  

 

Impact/Progress 8 
Completion of diversity training. 

IMPACT  

AP2016/2.4 Ensure training on Diversity in the Workplace, Unconscious Bias and Recruitment and 
Selection is completed by all members of staff. 
 
WMG implemented Unconscious Bias training as mandatory before the University made the same 

decision, the main purpose being to raise awareness. New staff complete the training during 

induction, and existing staff are reminded of requirements via PDR and targeted emails. 

 

Table 12: ED&I Training Completion rates (2016-2020) 
 

 Total staff Diversity in the Workplace Unconscious Bias 

2016 420 51% (213)  

2017 488 45% (220) 20% (99) 

2018 636 50% (321) 28%(176) 

2019 780 62% (483) 55% (432) 

2020 to date 803 88% (709) 87% (697) 
    

 

 

 

University Leadership and Management Programmes support staff through each level of their 
management journey - from the aspiring team leader through to those experienced in leadership 
seeking to enhance their ability to manage people, projects and resources within the HE Sector: 

• Warwick Preparing to Manage (WPM) (open to all) 

• Warwick Introduction to Management (WIM) (FA2 to FA5, professional and support) 

• Warwick Administrative Management Programme (WAMP) (FA6 and FA7, professional) 

• Warwick Leadership Programme (WLP) (FA8 and FA9 only) 

These University-wide programmes are competitive and the application process rigorous, so there 

are limitations on how many WMG staff can attend per year. Full encouragement is provided to 

applicants. 
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Figure 37     Figure 38 

Attendance at WMP (2018-19)   Attendance at WIM (2019-20) 

 
 

 

Figure 39     Figure 40 

Attendance at WMP (2018-19)   Attendance at WLP (2016-20) 

 
 

Female take-up of these opportunities is high. For the WLP, the numbers partly reflect lower 

numbers of female staff at FA8/9, and the fact that many of these staff completed the programme 

prior to 2016.  

 

WMG line managers are expected to attend the WMG Management Programme; they receive an 

introductory email outlining the programme when taking up their role. Written feedback is obtained 

after each session, to ensure content remains relevant and to identify gaps in learning/support.  

Some sessions are open to all as a development opportunity.  

 

Table 13: WMG Management Programme attendance. 

  Male enrolments Female enrolments % take up by male 
LM's 

% take up by female 
LM's 

Professional 
(FA6-9) 31 23 69% 70%  
Support (FA1-
5) 0 9 0 75% 
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Impact/Progress 9 

Progress on development of Management Programme. 

PROGRESS 

AP2016/2.5 Bi-annually review the WMG Management Programme 

A new Coaching and Mentoring course has been added to the programme, and a Stress and Mental 

Health Awareness course for Managers was trialled as a result of feedback and changing requirements.  

 

“This workshop opened my eyes to some of the physical health effects mental health problems can 

present. This course should be mandatory for all line managers.”(Male, Workshop Manager) 

 

The 2019/20 Pulse staff survey results also indicate high levels of satisfaction with line management 

amongst PS staff (86%) and support staff (83%), and overall an increase of 2% since the previous survey. 
 
 

(ii) Appraisal/development review 

WMG has the same PDR process for all staff (see section 5.3.ii). 

 

Table 14: PDR Completion Rates for Professional and Support Staff. 

 

Grade *Total eligible 
employees 

Females completed Males completed 

 

 
Female Male Number % Number % 

2017 

Professional 30 74 27 90 51 69 

Support  56 40 44 79 11 28 

2018 

Professional 43 105 36 84 59 56 

Support  76 42 50 66 14 33 

2019 

Professional 72 125 67 93 98 78 

Support   79 47 68 86 28 60 

 

Female completion rates across all 3 years are significantly higher than males. WMG HR took a highly 

proactive approach in 2019, requiring notification of completion and submission of documentation 

from staff. This resulted in our highest completion rates, with numbers increasing across both 

professional and support staff groups. 

 

Despite the 2019 increase, the completion rate for male support staff is consistently lower. This 

could be due to failure to notify HR of completion, as many of our male support staff are not desk-

based. However, we cannot assume this is the case, and work needs to be done to understand and 

increase participation (See AP2020/9). 

 

Previous Pulse survey results have indicated that many WMG staff are not fully confident in the PDR 

process, and its impact on their longer-term career development. There is an insignificant difference 

between male and female opinion. However, staff are more positive about the opportunity for 
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personal development and growth at the University in general. 

 

Table 15: Pulse Results 2015-2020 (All staff). 

Question Positive response % 

2015/16 2017/18 2019/20 

WMG 
(overall) 

Female Male WMG 
(overall) 

Female Male WMG 
(overall) 

Female Male 

My PDR assists me 
with my longer-term 
career development 

37% 41% 36% 36% 34% 39% Question not included in 
survey 

I have the opportunity 
for personal 
development and 
growth at the 
University 

54% 59% 54% 61% 61% 67% 56% 59% 58% 

 

In response to our 2017/18 Pulse Survey Scores results, we introduced ‘Focus on Career 

Development’ weeks in November 2018 and 2019. The objective was to encourage staff to take 

stock, consider their development and progress since their PDR, and take the opportunity to 

undertake training funded by WMG. Sessions included: How to Network; LinkedIn for Career 

Enhancement and Interview Skills. 

 

Although these sessions do not appear to have directly impacted the overall Pulse results for 

2019/20, staff attendance was encouraging from both males and females.  Further work on career 

development will follow as a result of feedback from the World Cafes being held October-December 

2020. Content to be delivered will need to reflect staff feedback and requirements. 

 

Table 16: Attendance at Focus on Career Development sessions (2018-2019). 

2018 Total M F 

Understanding your Strengths 22 9 13 

Interview Skills  24 12 12 

LinkedIn for Career Enhancement 22 14 8 

Academic Promotions Workshop  24 16 8 

2019       

Managing Upwards 24 11 13 

Managing your Online Digital Presence 16 12 4 

Assertiveness 18 8 10 

Interview Skills 23 16 7 

 

Due to Covid-19, the University has paused the 2020 PDR process, recommending instead an 

optional PDR Check-in conversation.  WMG has encouraged all staff to engage, particularly to ensure 

wellbeing and appropriate home-working arrangements.   

(iii) Support given to professional and support staff for career progression 

Line managers are encouraged to adopt a coaching/mentoring approach; WMG includes a 

mandatory module on Coaching & Mentoring on its Management Programme.  

 



 

 
57 

WMG’s staff development budget supports training and conference attendance. Feedback is 

evaluated and effectiveness reviewed via PDR and regular meetings with line managers.  

 

Table 17: External training and conference attendance funded/supported by the department 

(Professional & Support Staff). 

    Male  Female % of total 
males in the 
dept.  

% of total 
females in the 
dept. 

2016 
Professional 6  3  7% 11% 

Support 2  8  4% 15% 

2017 
Professional 3  4  3% 10% 

Support 0 7 0 9% 

2018 
Professional 19  13  13% 20% 

Support 1  11  1% 12% 

2019 
Professional 37  42  20% 57% 

Support 1  6  1% 6% 

2020 
Professional 7  6  4% 6% 

Support 5  3  7% 3% 

 

External training/conference attendance is lower for professional and support staff than academic, 
as the University and WMG provide a rich portfolio of internal courses. 
 
Professional and support staff can also apply for funding to undertake professional qualifications and 
degrees. 
 

 
Further to our involvement in the national Technicians’ Commitment, WMG recruited 13 

apprentices to technician roles during the review period (12 male/1 female). 4 have completed their 

apprenticeship and been promoted into more senior posts within the department. The remaining 9 

are progressing well and one has completed his engineering degree whilst being employed by WMG.  

In addition, 3 members of the team are taking a second apprenticeship, using the apprentice levy to 

fund their HND and BEng. 

 
8 of the 9 graduates on our 2-year Graduate Trainee Engineer Programme (cohort 1) completed the 

programme successfully. This included all 3 female recruits, all of whom are BAME; each has been 
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successful in securing a Project Engineer role in WMG. A 2nd cohort of 15 was recruited in 2019, with 

a female intake of 3.  

 

Staff can request a formal mentor/coach, which may be allocated via OD. Informal mentoring also 

occurs, with senior colleagues supporting those more junior. 

 

 
The MentorSET programme via WES (AP2016/2.2) did not prove beneficial as they were unable to 

provide suitable mentors. Only 3 females enrolled with the scheme; one of these was offered 

alternative support via the Aurora Programme, one left the University and the other went on 

maternity leave. We will define the approach to mentoring when our Pulse World Café sessions are 

complete. 

 

Impact/Progress 10 

Career progression for Project Managers. 

IMPACT 

AP2016/2.1 Develop a framework for career progression for staff in Project Manager roles 

A framework for training related to project management, also addressing staff’s personal development, 
was developed December 2018. The framework reflects two distinct job roles: a 'conventional' project 
management role and one with a specialist focus.  
 
WMG adopted the PRINCE2 methodology as the foundation of its approach, supporting 12 individuals in 
achieving PRINCE2 qualifications in June 2019. Gender ratio was 2:1, F:M. Overall pass rate for the 
combined Foundation and Practitioner examinations: 96%. 
 
Although the training is not linked to grade, it will reflect an individual's responsibilities and prepare them 
for the next level. 
 
“Regardless of the exam results I found the course really beneficial as it has provided me with a strong 
framework and basis for PM that I will/have use/d on my projects.” Female WMG Project Manager 
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5.5 Flexible working and managing career breaks 

(i) Cover and support for maternity and adoption leave: before leave 

WMG’s approach follows UK legislation and University policy. We offer FTCs or secondments to 

cover maternity/adoption leave, and (where possible) build in a handover period at each end of the 

leave.  

 

Once individuals advise they are pregnant/adopting, HR staff meet with them to discuss the options 

available, including providing information about Shared Parental Leave (SPL), Keeping-in-Touch days 

(KIT), and Shared Parental Leave in Touch days (SPLIT). 

 

For pregnant staff, we offer a comprehensive health and safety and workstation assessment, 

addressing any specific requirements (e.g. avoiding areas that may be high risk for unborn babies). In 

3 cases, pregnant employees were unable to perform aspects of their role because of the chemicals 

involved. Alternative duties were identified for them and cover put in place to ensure the delivery of 

activities. We extended the arrangements when the employees returned if they were breastfeeding, 

to enable them to return to a fulfilling role whilst continuing to breastfeed for as long as they 

wanted. 

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

Line managers are expected to keep in regular contact with employees on leave and individuals are 

encouraged to use the appropriate KIT days. Staff on leave continue to receive the weekly University 

Staff Newsletter and WMG Bulletin and line managers contact individuals if there are significant 

changes in WMG/University policies. 

 

Table 18: Number of Women Taking KIT Days, split by Job Role (2016-2020). 

Contract type Year Number of 
women taking 
KIT days 

Academic 2016/17 3 

 2017/18 1 

 2018/19 4 

 2019/2020 2 

 

Professional & Support 
Staff 

2016/17 0 

 2017/18 2 

 2018/19 0 

 2019/2020 1 

 

The number of KIT days taken ranges from 1 day to the maximum 10 days available. We are not able 

to currently report on the number of SPLIT days taken, but are looking to improve our ability to 

capture this data. 
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Elspeth Keating took advantage of SPL in 2019 and found the option to take Maternity KIT days, as 

well as SPLIT days, particularly advantageous, as she could have 30 days paid in total to resume her 

research without having to fully return to work.  

 

 
We believe there is more we can do so propose the following action: 

ACTION 

AP2020/11 
To foster and develop staff’s overall sense of belonging to - and integration with - the workplace 
whilst on maternity leave. 
 
Develop a re-introduction to work programme. (See section 5.5 iv) 
 

 

(iii) Cover and support for maternity and adoption leave: returning to work  

The University has a Returning Parents Mentoring Scheme, offering new parents the support of a 

mentor with first-hand experience of managing the issues involved in returning to work after the 

arrival of a child. 

 

The University’s Working Parents Staff Network is chaired by three members of WMG (2F,1M). The 

Network provides an opportunity for staff to socialise, support one another, and feed back to the 

University on issues and concerns of relevance. The Network also offers a Buddy scheme for new 

members. Network Chairs are currently developing a toy sharing website to enable parents to swap 

and reuse toys; it is hoped this will be valuable for staff on lower incomes. 

 

The Warwick Academic Returners Fellowship provides central buyout funds for the teaching and 

administrative duties of academic staff equal to the time spent on maternity/adoption/SPL leave, 

allowing staff to concentrate on their research. At last review (August 2019), 34 academic staff had 

been awarded fellowships since the scheme’s creation in January 2015. 

 

Claire Dancer took advantage of the Academic Returners Fellowship from April - September 2017: 
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Claire was subsequently promoted to Associate Professor in December 2018. See Case Study 2 

below. 

(iv) Maternity return rate 

 

Table 19: Maternity Leave Return Rate split by Job Role. 

Contract Type Year No. 
of 
staf
f 

Left due 
to FTC 
before 
ML end 

Left 
before 
end of 
ML 

Left 
within 3 
months 
of ML 

Left 
within 6 
months 
of ML 

Left 
within 
12 
months 
of ML 

Left 
within 
18 
months 
of ML 

Total 
leavers 

Academic 2015/16 3 0 0 0 0 1 0 1 

2016/17 2 1 0 0 0 0 0 1 

2017/18 2 0 0 0 0 0 0 0 

2018/19 8 1 0 0 0 0 0 1 

 

Professional & 
Support Staff 

2015/16 2 0 0 0 0 1 0 1 

2016/17 4 0 1 0 0 0 0 1 

2017/18 5 0 0 1 0 0 0 1 

2018/19 3 0 0 0 0 0 0 0 

 

Whist we don’t have large numbers of women resigning following maternity leave, we recognise 

that we can do more to support individuals returning from a period of leave. We will develop a re-

induction to work programme to facilitate the transition back to work which, would help identify 

problems, issues or support required. We will develop this in 2021, launching at the start of the 

2021/22 academic year (See AP2020/11). 

(v) Paternity, shared parental, adoption, and parental leave uptake 

 

Impact/Progress 11 

Promote the Shared Parental Leave policy. 

IMPACT 

AP2016/3.0 was to further promote the SPL policy to both female and male staff, doubling the number  

of staff taking Shared Parental Leave (1 person took SPL in 2016) with at least one man taking it. 
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WCG have actively promoted SPL through its networks. It is a standing notification on the screens around 

the department, and at each maternity/paternity discussion with HR, the team brings it to individuals’ 

attention. Staff are asked to record when this has been taken. 

 

Figure 41: Shared Parental Leave Digital Signage. 

 
 

 (SPL) is currently amalgamated into the data for maternity and paternity leave. We are not able to obtain 

the raw data to separate out the figures to reflect only shared parental leave. We are working with our 

systems team to amend this going forward.  

 

The most recent data was not available at the time of submission, but we know that 2 males and 1 female 

have used SPL in 2019/2020. 
 
 

Figure 42: Maternity, Paternity and Shared Parental Leave (2015 – 2019). 
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SPL take-up tends to be low institution-wide because the University only offers SPL at statutory pay, 

unless both parents work for the University. By contrast, maternity pay is enhanced if staff meet the 

qualifying length of service, so SPL is less attractive from a financial perspective. Paternity pay is 

offered at 2 weeks full pay to be taken within the first eight weeks of the baby’s birth, or child’s 

placement if adoption. 

(vi) Flexible working  

Impact/Progress 12 

Introduction of flexible working policy. 

IMPACT 

AP2016/3.1 Enhance existing provisions for formal flexible working requests by adopting 

• A flexible working policy which allows for informal/ad-hoc flexible working. 

• Core hours for training, meetings, and other departmental activities to be held. 
 
A WMG Flexible Working policy was introduced in October 2018. In December 2019, a survey was 
undertaken which showed that staff viewed it positively: 

• 85% of respondents had heard of the policy 

• 91.2% agreed their flexible working requests were always given consideration by their line 
manager (80.5% agreed, 10.7% somewhat agreed) 

• 77.6% agreed that meetings, training and other departmental events took place within core 
hours where possible (41.6% agreed and 36% somewhat agreed) 

• 80.6% had taken advantage of the policy in the preceding 12 months 

• 45.3% said flexible working was essential to them; 48.8% said it was important; 5.9% not very 
important; 0% of no importance 
 

In addition, we have seen high levels of satisfaction from staff following the move to off-site 
working because of Covid-19. When surveyed, the majority of staff wished to continue with a 
combination of home and campus working or wished to work mainly from home. 
 

(vii) Transition from part-time back to full-time work after career breaks 

Only one individual (Academic female) has taken a career break and returned to WMG. She had 

always worked part-time, and returned to a part-time role after a secondment and career break. A 

re-induction programme was established for her to support her transition back into the department.  

 

5.6  Organisation and culture  

(i) Culture 

WMG engenders a culture that supports innovation and creativity whilst safeguarding staff’s H&S 

and wellbeing. Athena lies at the heart of this values-driven ethos. Staff engagement is encouraged 

via internal communications channels: 
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Figure 43:  
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A 2019 WMG survey assessed satisfaction on communication: 

• 81%:  Very satisfied/satisfied 

• 80%: “Staff views are actively sought”  

• 68%: Satisfied with opportunities to have their say  

 

Prospective staff are encouraged by WMG’s position on ED&I. When asked, 40% of new starters 

found it important and reassuring; 3 of them cited it as being of direct influence when deciding to 

apply. Our Athena Swan booklet reinforces our commitment. Profile-raising continues, especially 

within our PGR community, who have lower levels of awareness. 

 

Figure 44: Athena Swan Booklet. 

 

 
 

 

Impact/Progress 12 

Raising the profile of Athena SWAN. 

PROGRESS 

AP2016/4.1  
SAT, WCG, and WMG Executive to work together to increase the visibility of Athena. 
 
Achieved: 

• Standing item on WCG 

• Raised in at least one Departmental meetings annually  

• WMG Executive substantive discussion twice annually, with regular verbal reports  

• SAT members did ‘Athena Roadshow’  

 

ACTION 

AP2020/12 
Raise the profile of Athena amongst our PGR community. 
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2019/20’s Pulse shows majority positive responses for Organisation and Culture; a high proportion 

stated their manager supported them. This follows the introduction of wellbeing sessions in line 

manager training. 69% said they were treated with fairness and respect, reflecting work on the 

institution-wide Respect agenda and the establishment of local Dignity contacts. 75% felt able to be 

themselves. 

 

Surveys, meetings, SSLCs and Task & Finish groups elicit myriad views e.g. PGR survey (2020): 94% 

found WMG “inclusive”. Our 2019 training to foster students’ intercultural competence has been 

sustained via e.g. regular celebration of religious and cultural festivals: 

 

Figure 45: FT MSc team organised a virtual Eid Celebration, May 2020. 

 

 
 

(ii) HR policies  

WMG HR ensures policies are applied correctly. Our strong working relationship with University HR 

ensures WMG is aware of policy developments. Updates are disseminated via standard 

communication channels. Staff can meet with a dedicated HRBP for policy guidance; HRBPs also 

meet regularly with managers to ensure compliance. Policies are available via University and WMG 

intranets. Training modules support these policies e.g. Diversity in the Workplace. 

(iii) Representation of men and women on committees  

 

Impact/Progress 13 

Increase staff engagement with internal committees. 

PROGRESS 

AP2016/4.5 Increase staff engagement with internal committees. 

 

A fundamental revision to WMG’s governance arrangements (2018/19) included analysis and 

action on the composition of committees. Typically, members are identified by role requirement 

but on reviewing memberships annually, we consider ED&I for nominated members.  

 

Guest attendees at internal committees is growing e.g. WMG Executive invites colleagues from 

both WMG and across the institution to present.  
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WMG’s white Executive (from Summer 2019) is constrained by the low number of BAME FA9s. This 

has been partially addressed through the establishment of an Advisory Board whose membership is 

diverse (M/F and BAME). The WMG Assembly (from January 2021) will enable diverse voices to be 

heard. Chaired by the Dean, members will include colleagues from our disability group; the Athena 

SAT Chair; junior staff; and students at all levels.  

 

Table 20: Higher level committees. 

 
 

39% of student SSLC representatives are female (a positive, as only 17% of undergraduates are 

female; 54% of PGT students are female). 

 

Female staff hold senior University roles (e.g. Chair of Faculty/Vice Provost is Caroline Meyer). 

Others sit on University Committees (e.g. Naomi Brookes, Estates Committee), or are represented 

on/lead special interest groups (e.g. STF Jane Andrews co-Chairs the University’s Disability network). 

 

ACTION 

AP2020/13 
Continue to review our memberships and chairs of committees to ensure they are more 
representative of our staff profile in terms of gender and BAME. 
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(iv) Participation on influential external committees  

Impact/Progress 14 

Increase staff engagement with external committees. 

PROGRESS 

AP2016/4.4 Increase staff engagement with external committees, especially teaching staff. 

Staff’s participation is encouraged recognised in the SAM. During 2019/20, WMG’s advisors on 
Parliament and Government affairs collaborated to grow the profile of staff at all levels, 
identifying opportunities to engage in policy discussions. This led to invitations to join panels. 
External membership opportunities are well publicised; we invite junior staff to consider suitable 
external activities. Becoming Fellows of professional bodies is encouraged, coupled with the 
payment of the associated membership fee where staff member are teaching in that topic.   

 

Table 21: Academics’ External Committee Memberships: examples. 

Naomi Brookes (FA9) - Chaired EU MEGAPROJECT network 
 

Jan Godsell (FA9) - Cabinet member: UK roundtable of Council of Supply Chain Professionals and 
Manufacturing Steering Committee of IMechE 
 

Cyber Education team (FA7-9, 50% F) - Advised the National Cyber Security Centre (NCSC) on 
ED&I contributing to a resulting report whose aim is to drive a more diverse/inclusive culture in 
the UK Cyber industry. 
 

Margot James (FA9) - West Midlands Combined Authority Covid-19 Economic Recovery Group 
and West Midlands India Partnership.  
 

Jane Marshall (FA8) - Member of an international standards committee IEC TC/56 WG2 on 
reliability tools and techniques. 
 

Claire Davis (FA9) - Member of Advisory Committee for the ISCF Transforming Foundation 
Industries; Advisory Committee for LightForm Project; IoM3 Iron and Steel Society Committee. 
 

(v) Workload model  

WMG’s pilot workload model, the Staff Activities Matrix (SAM) was introduced in 2017/18. It 

includes: 
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Figure 46: 

 
 

 

WMG’s Staff Activities Group established the workload principles, building on previous work of a 

nationwide committee. The SAM delivers information for use in in PDR and by senior management 

for resourcing. The next phase is to work with Discipline Group Leads, before cascading to staff for 

wider consultation. 

 

The SAM enables WMG to address perceived heavy workloads, allowing T-focussed staff up to 20% 

of their time for Research & Scholarship (including activities related to HEA fellowship).  

(vi) Timing of departmental meetings and social gatherings  

 

Guidance on meetings scheduling is published on the intranet. Departmental meetings occur within 

core hours and social gatherings consider team members’ working patterns. Adhering to core hours 

continues to be a challenge for some functions. 22.4% of respondents to a recent survey “somewhat 

disagreed” or “disagreed” that meetings, training and departmental activities were being held within 

core hours. Work is needed to further this element of the policy. 

 

ACTION 

AP2020/14 
Further promote and embed our Flexible Working Policy: 

• Hold focus groups with line managers to identify any barriers to holding meetings within 
core hours and to find a solution.  

• Display Working Families’ ‘happy to talk flexible working’ logo on recruitment adverts. 

• Reinforce ‘core hours’ message every month. 
 

https://workingfamilies.org.uk/news/happy-to-talk-flexible-working-the-new-recruitment-strapline/
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Department meetings, online since March 2020, have seen strong engagement; staff can also watch 

asynchronously. All staff (including furloughed colleagues) are invited to attend. This format will 

continue, with a mix of face-to-face and virtual meetings.  

(vii) Visibility of role models 

Role models are highlighted through various channels. Internal event organisers now track the 

gender of speakers/chairs; data so far suggest an appropriate balance, but this can depend on the 

subject matter. We particularly target female speakers working in traditionally male-dominated 

sectors. 

 

• Mona Faraji Niri hosted a webinar for WoMENAIT: "Energy Storage: Battery, state of the art 

and future technologies for EVs” (July 2020) 

• Mel Loveridge led press tours and co-presented It's electrifying! Electric vehicles – myths, 

truths and the way ahead at the British Science Festival (2019) at Warwick 

• Claire Davis was named in Stanford University’s global list recognising the top 2% of the 

world’s leading scientists (2020) 

 

As well as hosting Inspiring Women events, Science communicator, Dr Emily Grossman, spoke at one 

of our International Women’s Day events. Student ambassadors also contribute. 

 

Figure 47: WISE #1oftheMillion Day (June 2020). 

 
  

 

In 2020, we began working with the School of Engineering on the organisation of the 18th 

International Conference of Women Engineers and Scientists (Warwick, September 2021).  

 

ACTION 

AP2020/15 
Support the 18th International Conference of Women Engineers and Scientists, promoting Athena 
values/principles and maintaining visibility of role models. 
 

 

Impact/Progress 15 

Relaunch Women of WMG group. 

PROGRESS 

AP2016/2.3 and AP2016/4.0 

Form a Women of WMG group (WoW). 

The group was established in 2016 and given new impetus in 2018 with a series of events. 

 

http://womenofmenaintechnology.com/
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A ‘Women Advancing in Leadership’ training day, attended by 16 staff (FA7-9) brought together a 
more senior subset of the WoW. Subsequent gatherings have included a session on ‘Maximising 
your impact’ led by author of ‘Trusted’, Lyn Bromley (July 2019). More will be organised in 2021. 
 
We have also taken a number of actions to increase the visibility of role models e.g. creating staff 
profiles providing examples of career progression and what inspired them into engineering.  
 

Event signups: 

• IWD: Dr Emily Grossman (March 19) over 100 attendance 

• INWED: Dr Katie Sizeland (June 19) 28 

• Wunmi Ogunde (November 19) 40 

• Dr Fanya Ismail (November 19) 34 

 

ACTION 

AP2020/16 
Continue to foster and develop WoW and the Women Advancing in Leadership Groups to provide 
support, peer mentoring and personal development activities for WMG women. 
 

 

WMG’s Menopause Factsheet, developed by a WoW member, aims to educate all colleagues on 

Menopause and ensure that staff experiencing menopause, or managing those with symptoms, feel 

informed. Training sessions, delivered by Henpicked, have been well attended and virtual coffee 

morning (October 2020) introduced WMG’s Menopause Buddies. 

 

Impact/Progress 16 

Establish a buddy scheme. 

PROGRESS 

AP2016/4.2 Establish a buddy scheme 

  

Plans are established for a scheme through which new employees will be allocated a ‘buddy’ to 

assist with familiarisation of their new environment, and advance their workplace development. 

Following a pilot late autumn 2020, the scheme will launch in 2021. 

 

ACTION 

AP2020/17 
Roll out buddy scheme in full early 2021, building on the learning from the earlier pilot. 
 

 

(viii) Outreach activities  

 

WMG’s outreach activity aligns with our Connecting through Public Engagement goal. We aim to 

inspire the next generation; explain the impact of our research and education activities; and 

encourage under-represented groups into STEM. Departmental outreach aligns with University 

strategy and WP activities. 

  

Two outreach colleagues are funded by the HVMC project Inspiring Young Engineers (2-year project 

starting July 2019).   
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Since 2016, 55 members of WMG staff participated in outreach (62% M; 38% F; FA6 to FA9). All staff 
groups were represented (from apprentices and administrators to academics).  

Whilst gender is considered, it’s primarily the organisations with whom we work who select 
participants. In 2020, WMG collaborated on a University STEM activity day for Year 9 girls from WP 
priority schools. We often field a female Engineer to lead on activities, irrespective of context. 
Outreach is recognised in the SAM; our Director of Outreach and WP (a T-focussed Professor) 
devotes 60% of her time to the role; 2 colleagues are full-time, one is 0.6 FTE. 

Table 22: School types worked with since 2016. 

 State Independent 

Primary 23 (10 were WP priority) 1 

Secondary 17 (3 selective; 11 were WP priority) 0 

FE College 1 (for students with disabilities and additional 
needs) 

0 

Age 3-18   2 

 

 
 

(WORD COUNT: 6922) 
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CASE STUDIES: IMPACT ON INDIVIDUALS 
 

 

Case Study 1 – Dr Nessa Fereshteh Saniee (SAT member) 

 

I joined WMG as a Precision Engineer (FA5) in 2015 shortly after finishing my Ph.D. in Physics at the 

University of Warwick. I was drawn to WMG as I was looking for a workplace that connects 

research to industry. The role was a technician role rather than a postdoctoral position, but I took 

the job as a chance to gain experience in composite materials in the automotive industry and 

achieved valuable skills during this period. With support from the department, I was awarded 

funding from the University’s Institute of Advanced Studies for an international collaboration. 

  

While working in a technical role I participated in numerous outreach activities and taught as an 

invited lecturer in a module in materials for the young pupils from the WMG Academy for Young 

Engineers (14-18 year olds). I have always been keen on outreach and WMG is fantastic as I was 

supported by the department to engage in these activities as a technician.  

 

I was keen on using my physics background more, therefore I applied for a promotion to Project 

Engineer in the battery forensics group. However, I became pregnant at the start of this role, and 

because of health and safety regulations, I was unable to continue with the role. The WMG HR team 

found me a suitable role for secondment in this period and I joined the SME team as a Technology 

Transfer Engineer. The department was very supportive in this case. As I went on maternity leave, 

the department funded me to attend an international conference to present my work that was 

published in a prestigious journal.  

 

The WMG HR team offered me several roles that would be suitable upon my return as my 

breastfeeding precluded me from undertaking my contracted role. I was seconded again as a Project 

Engineer (FA6) in the Composites group working part-time. I then applied for a new role as a 

Research Fellow (FA6) in 2019 in the Composites group. I resumed working full-time but with flexible 

and compressed hours over 4 days, while working from home for 2 hours on Fridays. This flexibility 

was invaluable as I adjusted to my new working life as a parent. WMG provided access for an hour a 

day for expressing milk in the WMG family room.  I had several building re-inductions, which were 

very useful as a nursing mum to know where was safe to work.   

 

In 2019, I found out that I was pregnant with my second daughter, and the department again 

rearranged my duties. I was given an opportunity to recruit a Research Assistant (FA5) to perform 

the experimental work on my behalf. During my current maternity leave, I am working on a couple 

of publications using my “Keep in Touch” days from home.  

 

WMG has proven to be an excellent place to pursue my career while having a growing family. I am 

looking forward to my return to work and contributing further to the Athena Swan SAT as we move 

into this next period.  
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Case Study 2 – Dr Claire Dancer, Associate Professor 

 

I joined WMG in March 2013 as an Assistant Professor, having previously spent 4.5 years as a 

Research Fellow at the University of Oxford. My research focuses on processing routes for ceramic 

and ceramic-composite materials. I now lead a research group of 11 researchers and students.  

 

I am married to an academic in the Engineering department and we moved to Warwick in part 

because they were able to offer both of us suitable roles at the same time. I had my elder son in 

October 2016 and my youngest in April 2019. On both occasions I took maternity leave for 6 months 

before returning to work full time. My sons have full time places at the University Nursery on 

campus, which is hugely beneficial for us as a family. It was easier to settle them into the nursery 

routine, as I could visit for feeding and settling in the early days. After my first maternity leave in 

2017 I was awarded an Academic Returners’ Fellowship, which enabled me to focus fully on 

research. The department supported me in applying for this fellowship, which was signposted to me 

by a senior colleague. During the Fellowship I wrote a successful application for an EPSRC New 

Investigator’s Award. This grant has helped me to expand my group and successfully apply for 

funding from other sources. My application benefitted from practical support from the WMG 

Research Office, and helpful comments from senior colleagues including Executive team members 

and my academic mentor. WMG also made financial commitments to the project, funding University 

equipment access charges and additional time for me to work on the project.  

 

In addition to the Academic Returners’ Fellowship I have also benefitted from departmental 

discretion in allocating me a lower teaching load in the years around maternity leave. During 

probation a senior female professor at WMG served as my mentor and we had regular meetings 

which still continue. I also benefitted from mid-year meetings to monitor progress, in addition to 

annual formal probation reviews. 

The support I received from WMG has enabled me to navigate a path to becoming a fully-fledged 

independent academic and leader in my research field. During my 5-year probation as an Assistant 

Professor this included support to attend conferences (including the Ceramic Leadership Summit in 

2014 after being named a “Future Leader” by the American Ceramic Society). WMG supported my 

request to host the national Recent Appointees in Materials Science conference in 2015, when I was 

co-Chair, an important development opportunity for me. WMG provided financial and 

administrative support for the conference, and it could not have taken place without this package.  

 

The department also funded and supported my Outreach Activities including for the Cheltenham 

Science Festival and the Soroptomists International “Skirting Science” event for female 

schoolchildren in Solihull. WMG also recently funded my place on Advance HE’s “Aurora” leadership 

programme for women in higher education, which is enabling my development as a leader.  

 

(WORD COUNT: 1004) 
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FURTHER INFORMATION 

n/a 
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ACTION PLAN 
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AP2020 
Action plan covering 2020 to 2025. 

 

A RAG rating system is used, as follows: 

Red/V High Priority 

Amber/High Priority 

Green/Medium Priority 

 

OBJECTIVE RATIONALE ACTION 
TIMEFRAME 

RESPONSIBILITY IMPACT 
START DATE END DATE 
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OBJECTIVE RATIONALE ACTION 
TIMEFRAME 

RESPONSIBILITY IMPACT 
START DATE END DATE 

AP2020/1 
Red/V High Priority 
 
To encourage more applications 
from under-represented groups 
and to eliminate/reduce any 
barriers experienced by 
colleagues from those groups 
 

Whilst WMG’s overall BAME figures are 
higher than sector norms/University 
average/regional figures, they reveal 
some structural differences (e.g. fewer 
Black staff; fewer BAME staff at senior 
levels). PULSE surveys highlighted some 
issues around Harassment/Bullying and 
discrimination.  
 

Develop and implement a Positive Action 
Campaign, including- 
 

Consultation  

• A staff survey initially to consult on issues. 

• Implementation of new governance structures 
(e.g. WMG Senate) to ensure broader and 
more diverse voices for consultation 
 
Data Analysis 

• Further analysis on the break-down of our 
BAME figures, to identify any structural issues 
across different ethnicities at different levels 
and across different staff contract groups 

• Further analysis on progression, by ethnicity 
and disability 
 
Staff Recruitment 

• Implementation of a staff recruitment strategy, 
to include a focus on attracting more 
applicants from black candidates – e.g. by 
promoting jobs in community specific 
publications such as the Black British STEM 
website. 

Culture 

• Further training for line managers and for all 
staff on How to be an Active Bystander and 
Managing Micro-Incivilities 

 
Further actions will arise from the data analysis 
and staff consultation.  

 
 

January 2021 
for launch 

ongoing WMG Exec lead – Jane 
Coleman (COO). 
 
HR lead – Louise Ledden-
Rocks (HR Manager). 
 
Catherine Gordon (Senior 
Administrator) 

• Increased proportion of black 
candidates for staff posts 
o The sector average for 

Black staff in SET is 1.8% 
in 2020 (2018/19 
academic year) 

o Our goal would be to 
match or exceed that 
benchmark 

• More diverse representation 
on WMG committees, 
commensurate with WMG 
make-up as a whole. 

• Improved PULSE results in 
relation to 
inclusion/H&B/discrimination 
questions  

o Starting point 19/20 
PULSE: 18% reported 
experiencing 
discrimination; 19% 
bullying and 
harassment 

o Goal: 21/22 PULSE: 
reversal of scores 
back to 17/18 levels, 
8% discrimination; 
12% bullying and 
harassment 

o Goal: 23/24 PULSE: 
5% discrimination; 
5% bullying and 
harassment (as 
discussed with 
University HR; lower 
than the sector 
averages) 

• More positive PULSE results 
in relation to line 
management.  

• Depending on further data 
analysis – if actions needed to 
address differences in career 
progression, impact would be 
a levelling up of outcomes). 

https://bbstem.co.uk/
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OBJECTIVE RATIONALE ACTION 
TIMEFRAME 

RESPONSIBILITY IMPACT 
START DATE END DATE 

AP2020/2 
Amber/High Priority  
 
To improve the gender balance 
of the SAT to be more reflective 
of the department, specifically 
by increasing the proportion of 
men involved in Athena work. 
 
 
 
 
 
 
 

Membership of the SAT is currently 
dominated by women (76% female), 
which is problematic when considering 
the department’s gender balance is 
almost the reverse (38% female). In the 
light of research indicating the burden 
of Athena work predominantly falls on 
women and other marginalised groups, 
we wish to address the balance of the 
SAT.5 

• Create ToRs which stipulate a certain gender 
balance 

• Conduct a survey/focus group with male 
colleagues and ask if they know about Athena, 
if they consider gender equality to be 
important and if they know how to get 
involved. 

• Review SAT membership annually to track 
gender balance 

• Run an internal communications campaign to 
elicit new/different contributions 

• Identify and approach male colleagues who 
would be a positive addition to the SAT 

• Run a short workshop/training session for male 
colleagues on how to get involved with Athena 
SWAN and/or gender equality more broadly 

• Present at a departmental meeting on why the 
SAT wants more men involved 

• Increase the use of images of men on Athena 
webpages – still ensuring images are 
empowering to women  

• Publish articles on an Athena blog, written by 
men outlining why Athena and gender equality 
are important to all 

• Establishment of Contribution to ED&I Star 
Award, raising the awareness of gender 
equality more generally 
 

December 
2020 

ongoing Prof Kerry Kirwan  
(Chair of SAT) 

• Representation on the SAT 
will be 50% men 

• The survey will be repeated 
after 1 year and we would 
expect to see an increase in 
knowledge of Athena. 

• New contributions following 
an internal comms campaign, 
including presentations at the 
department meeting and the 
running of 
workshops/training sessions 

• An increase presence from 
male staff on the WMG 
website including 
contributions from and 
images of male staff in 
relation to gender equality 
initiatives/messaging 
 

 
 

                                           
5 Tzanakou, C, Pearce, R. Moderate feminism within or against the neoliberal university? The example of Athena SWAN (Nov 2018) 
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OBJECTIVE RATIONALE ACTION 
TIMEFRAME 

RESPONSIBILITY IMPACT 
START DATE END DATE 

AP2020/3 
Amber/High Priority 
 
To further develop the role and 
contribution of the Athena 
Champions.  
 

To further increase the visibility of 
Athena, and support the aim of broader 
engagement across WMG. 

• Run an internal communications campaign 
to elicit new Champions from across the 
department 

• Champions to meet quarterly, and take 
responsibility for hosting one meeting per 
year   

• Encourage Champions to take a more 
active role by facilitating a seminar/talk to 
encourage discussion around gender 
equality/diversity 

• SAT members to attend Champions 
meeting, to give a talk, or broader Athena 
update on high priority topics/actions 

• Set up an Athena Champions MS Team to 
encourage further collaboration with the 
SAT, to share resources and encourage 
ideas sharing across the groups  

• Conduct a baseline survey to assess 
awareness of Athena and subsequent 
surveys during the review period to 
identify if measures taken are increasing 
the visibility of Athena across all staff 
groups 

 

February 2021 ongoing Jane Shepherd (HR Projects 
Coordinator) 

• We will have a minimum of 
10 Champions by the end of 
2021 (at least 1 per WMG 
building). 

• Champions will be meeting 
quarterly and also facilitating 
seminars/talks to encourage 
discussion around gender and 
equality 

• An increase in collaborative 
activities across teams 

• Survey results will show an 
increased awareness of 
Athena 

 
 

AP2020/4 
Green/Medium Priority 
 
To investigate the low 
proportion of female students 
to the new Sustainable 
Automotive Electrification (SAE) 
course, and implement some 
remedial actions to improve 
applications and enrolments. 
 

The new SAE course is a traditional 
engineering course, numbers enrolled 
are currently low, and the proportion of 
female students is disappointing. 

• Understand the sector norms for this type 
of programme, and review benchmark 
data for similar courses 

• Identify who the course is for, and consider 
whether we need to be targeting a specific 
demographic within that target audience 

• Review marketing collateral. How is the 
course perceived by the target market? 

• Contact the existing female students to ask 
what attracted them to the course, any 
barriers they identified, and anything that 
could have provided more encouragement 
to apply. 

Feb 2021 Oct 2024 SAE Course Leader • Increase female enrolments 
to 25% of intake (or to 
exceed sector benchmarks, 
whichever is the higher). 



81 

 

 

OBJECTIVE RATIONALE ACTION 
TIMEFRAME 

RESPONSIBILITY IMPACT 
START DATE END DATE 

AP2020/5 
Green/Medium Priority 
 
Consider if the failure rate in 
2018/19 (see Figure 7), 
following interventions has 
dropped back to more normal 
levels. 

Review 2019/20 student 
outcome data after the relevant 
exam boards and investigate 
disparity in proportion of 
women achieving a distinction 
on FT MSc. 

 
  

Investigate disparity in proportion of 
women achieving a distinction on FT 
MSc. 
 

• Identify if there is a specific cause. For 
example, did females who missed distinction 
do so because of their project mark, or their 
overall average, or both aspects? If the 
majority of females achieving merit had a 
project mark just shy of what they needed, 
then a closer look at the project assessment 
process may be necessary, or the level of 
support given towards the project. 

• Look at profiling exam board data to explore if 
females did better in taught modules or the 
dissertation and explore why 

• Develop further actions, based on initial 
findings. 

 

Dec 2020 Dec 2024 Head of Teaching & 
Learning Administration 

Impact is dependent upon actions 
identified after the data review. 
The aim would be to have a more 
proportionate percentage split of 
distinctions across M/F, in line 
with overall numbers.  

AP2020/6 
Red/V High Priority 
 
Develop and implement a new 
academic Talent Development 
programme from Spring 2021.  
 

To ensure that all seeking promotion 
have a clear and structured 
development plan, as Assistant 
Professors have historically. 
 
To ensure that talent development does 
not rely on the proactivity of line 
managers and employees. 
 
To move away from self-selection to a 
talent pipeline, thus systemising talent 
development. 
 
 

• Develop with eligible employees individual 
development plans 

• To increase participation in the line 
manager training programme 

• Ensure the PDR conversation is part of an 
holistic approach to talent development 

• In addition to the PDR, Academic staff will 
have three career development sessions 
each year with their line manager, 
including a career mapping session  

• Systemising talent identification through 
senior management oversight of PDR 
outcomes and objectives 
 

April 2021 Dec 2022 Jan Godsell, Head of 
Academic Talent 
Development 

• We will achieve a significant 
improvement in the 2022 
Pulse results relating to the 
academic promotion process: 
≥ 50% by 2022 (2019/20 = 
20% either strongly agreed or 
agreed that the academic 
promotion process was fair). 

• Individuals will have a talent 
development plan, and three 
career development session 
per year (linking in with PDR) 

• We will see an increase in the 
participation in the Line 
Management Programme 
(80% take up by both male 
and female, see table 9) 

AP2020/7 
Green/Medium Priority 
 
To capture Professional Services 
staff perceptions of promotion 
and to improve their 
understanding and experience 
of promotion and job 
evaluation. 
 

Career development was flagged as an 
area for improvement in the 2020 
PULSE survey.  
We do not currently capture the views 
of colleagues’ experiences of job 
evaluation and applications for 
promotion. It has not been easy to 
gather data on these applications from 
the University’s systems. 
 

• Deliver a targeted staff survey to be sent out to 
staff in June 2021, with a follow-up survey in 
2023. 

• Track regrades through job evaluation 

• Track internal staff who apply for promotion 

• Equip managers through our line management 
training suite to have the skills to conduct 
career coaching conversations as part of their 
PDRs with their team members 
 

June 2021 June 2024 HR Manager/HR Business 
Partners 

• An increase in awareness and 
satisfaction between the 
baseline survey in 2021 and 
the follow up survey in 2023. 

• Improved PULSE survey 
results on career 
development and line 
management questions. 

• Feedback will be obtained 
after the line management 
training to ensure managers 
are equipped to offer 
coaching to their team 
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OBJECTIVE RATIONALE ACTION 
TIMEFRAME 

RESPONSIBILITY IMPACT 
START DATE END DATE 

AP2020/8 
Amber/High Priority  
 
To be one of the pilot 
departments to trial the 
development of job families for 
its Engineers and Project 
Management staff  
 

In further support of professional and 
support staff’s career development, the 
University is looking at developing job 
families. WMG has a large cohort of 
Engineer staff, embedded within 
Research teams, but whose terms and 
conditions are Professional Services 
(and therefore not eligible for academic 
promotions). Project Manager staff are 
also on the same Ts and Cs. Having job 
families will provide a framework for 
Engineer and PM staff to understand 
the skills and experience needed for 
progression. 

• Pending the establishment of a skills 
framework for our Engineers family, we will 
pilot the proposed approach with our smaller 
group of Project Managers (FA6-FA8) 

• We will engage with the University’s process to 
establish job families for engineers, allowing 
individuals to easily identify the key skills 
needed to develop into the next role 

• The University will tailor its training and 
development provision to support specific skills 
gaps and we will contribute to this to ensure 
that suitable provision is delivered. 

• To identify a baseline in terms of promotions 
and leavers within the PM and Engineer teams; 
to continue to analyse during the review 
period. 

Jan 2021 July 2021 
(Project 
Manager pilot) 

Julie Doherty (HR Business 
Partner) 

• Positive feedback from 
colleagues regarding their 
understanding of the 
framework and the 
opportunities for 
progression.  

• An increased number of 
internal promotions 
amongst the PM and 
Engineer teams.  

• Lower staff turnover 
amongst these teams. 

AP2020/9 
Amber/High Priority 
 
To ensure that all staff have the 
opportunity to participate in a 
PDR that is constructive, 
meaningful and will support 
their future professional 
development; line managers 
should be mindful of their role 
and equipped with the tools to 
support their teams effectively. 
 

In 2019, a survey on WMG’s PDR 
process returned generally positive 
feedback, however there were a few 
areas that could be improved upon. 
There were also some differences in 
experience and completion rates across 
different staff groups.  
A small number of colleagues have 
reported a loss of momentum with their 
PDR objectives when their line manager 
changes, as the incoming LM is not 
routinely provided with previous PDR 
documents.  

• Organise additional PDR training tailored to the 
WMG audience for both reviewers and 
reviewees, across all staff groups. This is to 
increase completion of the full process (to the 
submission of paperwork); more PDR 
conversations occur than forms submitted.  

• Training will include local face-to-face briefings 
which will complement and build upon the 
online training offered by the University.  

• The reviewers’ session will be incorporated 
into the WMG Management Programme as 
part of a module focused on supporting staff 
with their career development in general. It 
will be compulsory for new line managers and 
optional for existing line managers. However, 
they will be strongly encouraged to attend.   

• Provide proactive support for staff when their 
line manager leaves, in terms of briefing the 
new line manager on PDR outcomes and 
ensuring a smooth transition 

• Investigate why PDR completion rates for male 
support staff are typically lower than females 
and address any barriers  

 

April 2021 ongoing Jane Shepherd (HR Projects 
Coordinator) 

• Reviewers’ training will have 
increased to= ≥50% by 2022 
and ≥70% by 2024 

• Satisfaction levels in career 
support/PDR Pulse survey 
responses will have increased 
from 56% overall to 70% by 
2025 

• We will have run a minimum 
of 3 training session for 
reviewees and reviewers per 
year 

• Barriers will be addressed 
following an investigation 
into low PDR return rates for 
male support staff. Thus, 
resulting in a reduction in the 
‘opt out’ rate for this staff 
group (currently 26%). This 
should result in higher 
completion rates for those 
groups.  
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OBJECTIVE RATIONALE ACTION 
TIMEFRAME 

RESPONSIBILITY IMPACT 
START DATE END DATE 

AP2020/10 
Green/Medium Priority 
 
Investigate reason why 
proportion of females applying 
for grants/awards is lower than 
overall academic m/f split. 
Investigate by contract type and 
formulate further actions 
accordingly. 
 

To ensure eligible females and males 
both have equal opportunities and 
support when submitting grant 
applications. 

• Survey eligible staff to better understand 
any barriers that may exist and/or where 
more support is required  

• With the Research Directorate and 
Research Office, agree a set of actions to 
address survey findings 

Jan 2022 June 2023 Head of Research Services 
/Research Office 

• Application rates to be more 
proportionate. 

• Other impact measures to be 
identified once actions 
developed. 

AP2020/11 
Green/Medium Priority 
 
To foster and develop staff’s 
overall sense of belonging to - 
and integration with - the 
workplace whilst on maternity 
leave. 
 
 

To further improve support for females 
during and returning from maternity 
leave, including KIT activities. 

• HR to send out a congratulations on your baby 
pack, a little corporate card, including 
information about how they could keep in 
touch whilst on leave, and referring them to 
the flexible working policy. 

• Returners to be invited to complete a short 
questionnaire by HR to enable WMG to 
understand if the KIT actions had enabled the 
staff member to feel supported and part of the 
WMG community whilst on maternity leave 

• To improve reporting on KIT and SPLIT Days 
 

 
 

Jan 2022 Jan 2023 HR Manager/HR Business 
Partners 

• 100% of staff on maternity 
leave will have been sent a 
congratulations pack 

• WMG will know and 
understand the extent to 
which staff report a sense of 
belonging to and integration 
back into the workplace 

AP2020/12 
Green/Medium Priority 
 
Raise the profile of Athena 
amongst our PGR community. 
 
 

PGR students when recently surveyed 
did not recognise Athena (40.7% 
responded no when asked do you know 
what the Athena Charter is?) 

• Include Athena in all PGR handbooks 

• Include on PGR SSLC agenda 

• Introduce PGR Athena Champions (2 or 3) 

• Repeat the PGR survey 
 

May 2021 May 2022 Internal Comms Team in 
partnership with Research 
Degrees office and PGR SAT 
Representative 

• Active Athena PGR 
champions will lead to 
further actions being 
identified 

• Through a repeat of the PGR 
survey, we will see an 
improved awareness of 
Athena, with 80% having 
awareness 

AP2020/13 
Amber/High Priority  
 
Continue to review our 
memberships and chairs of 
committees to ensure they are 
more representative of our staff 
profile in terms of gender and 
BAME. 
 

Our groups and committees are not yet 
wholly representative of our staffing 
profile in both gender and BAME terms. 

• To review annually our memberships and 
chairs of committees to ensure they are 
more representative of our staff profile in 
terms of gender and BAME. 

• Where imbalances are identified, positive 
action will be taken to encourage 
colleagues from under-represented groups 
to join committees.  

• Additional committee representation will 
be considered e.g. 

▪ Students 
▪ Grade 1a-5 

 

August 2021 Ongoing Catherine Gordon (Senior 
Administrator) 

• The composition of our 
Committees will be more 
reflective of our staff 
demographic 
(notwithstanding the fact 
that membership is often 
linked to job role) 
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OBJECTIVE RATIONALE ACTION 
TIMEFRAME 

RESPONSIBILITY IMPACT 
START DATE END DATE 

AP2020/14 
Amber/High Priority  
 
Further promote and embed 
our Flexible Working Policy 
 
 

Arranging meetings within core hours 
continues to be a challenge for some 
functional areas. Almost a quarter 
(22.4%) of survey respondents, either 
“somewhat disagreed” or “disagreed” 
that meetings, training and 
departmental activities were being held 
within core hours. Thus, further work is 
needed to drive this element of the 
policy forward. 
 

• Conduct focus groups with line managers to 
identify any barriers to holding meetings within 
core hours and to find a solution.  

• Display Working Families’ ‘happy to talk 
flexible working’ logo on recruitment adverts. 

• Reinforce ‘core hours’ message every month. 

• Repeat Flexible Working Survey 
 

May 2021 Ongoing HR Manager/HRBPs with 
Internal Comms team 

• Focus groups will identify any 
barriers to ‘core hours’ policy, 
with solutions implemented, 
as necessary. 

• Repeat survey (annual) will 
show year-on-year 
improvement in staff’s 
experience of the policy’s 
implementation (goal: 90% 
positive sentiment) 

• ‘Happy to talk flexible’ logo 
adopted in recruitment 
advertising. 
 

AP2020/15 
Amber/High Priority  
 
To support the 18th 
International Conference of 
Women Engineers and 
Scientists, promoting Athena 
values/principles; maintaining 
visibility of role models. 
 

Supporting the 18th International 
Conference of Women Engineers and 
Scientists creates visibility for Athena 
Swan work and enables us to progress 
work on gender equality/diversity. 

• Through our presence at the conference, we 
will promote our Athena agenda through 
raising the profile of our women engineers 
(stands, speakers, marketing collateral, 
including our AS Handbook) 

• We will offer a number of free spaces to our 
women staff and PGR students to enable them 
to hear influential voices on STEM issues for 
the benefit of women, gender equity and 
society as a whole. 

• We will invite girls from the WMG Academy to 
attend the conference as our guests 

• We will engage with the INWES board (via our 
SoE colleague who is on the Board) to explore 
ways in which WMG can develop a deeper 
relationship with the organisation.  

Ongoing from 
September 
2020 

September 

2021 

(Conference) 

and ongoing 

INWES 

engagement 

Freeha Azmat (Senior 
Teaching Fellow), 
Catherine Gordon (Senior 
Administrator), Margot 
James (Executive Chair) 

• Our Athena agenda will have 
been promoted through our 
attendance and associated 
activities, fostering further 
engagement with – and 
interest in – what we are 
doing (quantified by post 
event feedback and 
engagement) 

• We will have encouraged 
aspiring female engineers and 
PGR students to hear 
influential voices, inspiring 
them in their own journeys 
(assessed by a post event 
survey) 

• We will have strengthened 
our networks, developing a 
deeper relationship with 
likeminded organisations 
(assessed by the extent to 
which we start to work more 
closely with INWES, in the 
first instance) 

AP2020/16 
Green/Medium Priority 
 
Continue to foster and develop 
WoW and the Women 
Advancing in Leadership 
Groups.   
 

To provide support, peer mentoring and 
personal development activities for 
WMG women. 

• To continue to deliver a series of events 
around which mutual support and peer 
mentoring can occur 

March 2021 ongoing Jane Shepherd (HR Projects 
Coordinator), Catherine 
Gordon (Senior 
Administrator), Nancy 
Olson (Senior Teaching 
Fellow) 

• We will have delivered 1 
event per quarter 

• We will have engaged both 
junior and senior female staff  

• We will measure success by 
how much participants found 
the events useful, and by 
their further engagement 
with activities 

https://workingfamilies.org.uk/news/happy-to-talk-flexible-working-the-new-recruitment-strapline/
https://workingfamilies.org.uk/news/happy-to-talk-flexible-working-the-new-recruitment-strapline/
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OBJECTIVE RATIONALE ACTION 
TIMEFRAME 

RESPONSIBILITY IMPACT 
START DATE END DATE 

AP2020/17 
Red/V High Priority 
 
Commence buddy scheme early 
2021, when more staff will have 
a presence on campus for some 
of the time post-Covid. 
 

To assist new staff with familiarisation 
of the WMG environment, and advance 
their workplace development. 

• Train and brief potential buddies as to 
expectations and requirements of the role, 
prior to being matched with a new starter 

• Commence matching process of new starters 
with WMG buddies 

• Monitor and evaluate the effectiveness of the 
scheme by obtaining feedback from new 
starters via a questionnaire 

Dec 2020 ongoing Jane Shepherd, HR Projects 
Coordinator/HR Team 

• Training will have been 
undertaken by all potential 
buddies 

• 100% of new starters will be 
offered a buddy 

• High positive responses from 
the questionnaire showing 
that the buddies helped the 
new starters with their 
familiarisation to WMG and 
supported their induction 
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AP2016 
Action plan covering 2016 to 2020. 

 

A RAG rating system is used to denote progress against actions, as follows: 

Red/No Progress – action was never undertaken, action was started but permanently discontinued, and/or further work is needed to begin the action or review the approach. 

Amber/Partial Progress – action has begun but is incomplete, action was completed but outcomes/impacts were not as predicted/desired, and/or further work is needed to complete the action or to obtain the desired outcome or 

impact. 

Green/Good Progress – the action was completed with outcomes/impacts as (or very close to) predicted/desired, and/or no further work is needed on this action. 

 

Summary 

  

1. STUDENT RECRUITMENT AND SUPPORT 

AP2016/1.0 Networking and mentoring for UG AEP students. 

AP2016/1.1 Support for women applicants for AEP, reduce drop out between sign up and entrance exam. 

AP2016/1.2 Feedback loop of AEP women’s experiences to employers. 

AP2016/1.3 Highlight opportunities for study at WMG to current Warwick students, in particular women. 

AP2016/1.4 Increase the proportion of women participating in internship schemes. 

AP2016/1.5 Introduce a new system of recording PGR student data to examine completion rates. 

AP2016/1.6 Include Athena SWAN objectives in Teaching and Learning Officers job descriptions. 

2. STAFF CAREER DEVELOPMENT, PROMOTION, AND RECRUITMENT 

AP2016/2.0 Improve promotion prospects for women. 

AP2016/2.1 Develop a framework for career progression for staff in Project Manager roles. 

AP2016/2.2 MentorSET. 

AP2016/2.3 Hold a ‘Women Advancing in Leadership’ training course at WMG. 

AP2016/2.4 Ensure ED&I, Unconscious Bias, and, Recruitment and Selection training is completed by all. 

AP2016/2.5 Bi-annually review the WMG Management Programme. 

AP2016/2.6 Encourage ECRs to complete R&S training to increase people available to support interviews. 

AP2016/2.7 Review support provided throughout the research award application process. 

AP2016/2.8 Ensure that language used in recruitment adverts is optimal to encourage women applicants 

AP2016/2.9 Ensure head-hunter long-/short-lists for academic posts include a good proportion of women. 

AP2016/2.10 Collect and monitor leavers data by full- and part-time status. 

3. FLEXIBLE WORKING AND CAREER BREAKS 

AP2016/3.0 Promote the Shared Parental Leave policy to encourage take up, in particular, by men. 

AP2016/3.1 Enhance existing provisions for formal flexible working requests. 

4. ORGANISATION, CULTURE, AND SUPPORT 

AP2016/4.0 Form a Women of WMG group. 

AP2016/4.1 Include Athena on WCG, WMG Executive, and departmental meeting agenda. 
  

AP2016/4.2 New staff Buddy scheme. 

AP2016/4.3 Increase PDR completion rates, in particular for women. 

AP2016/4.4 Increase staff engagement with external committees, in particular teaching staff. 

AP2016/4.5 Increase staff engagement with internal committees. 
 

 

Ongoing SAT Actions 

(iii) Meet at least every two months. 

(iv) Oversee the implementation of AP2016. 

(v) Observe, share, and implement best practice with other departments and institutions. 
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(vi) Analyse staff and student data annually to ensure progress is being made and to address any problem areas. 

(vii) Hold focus groups in order to discuss key issues in more depth. 

(viii) Liaise with students through student representative. 

 

OBJECTIVE RATIONALE ACTIONS TIMEFRAME RESPONSIBILITY IMPACT PROGRESS NEW ACTION 

1. STUDENT RECRUITMENT AND SUPPORT 

Support for Women 
Students 
 
AP2016/1.0 
Launch a networking and 
mentoring initiative to 
support women UG AEP 
students with their studies 
and career progression. 

At WMG, mentoring has 
been shown to be 
successful in supporting 
staff through the 
promotions process. 
Furthermore, research has 
indicated being assigned 
to women-majority 
groups enhances women 
engineering students’ 
motivation, confidence, 
verbal participation, and 
aspirations to pursue a 
career in engineering 
(Dasgupta, Scircle, and 
Hunsinger 20156). 

Establish a Women’s 
Action Group for all 
women UG AEP students, 
whereby: 
(viii) Students can 

connect with one 
another to build 
networks and 
discuss 
challenges. 

(ix) Staff can share 
information on 
careers advice. 

(x) Students can 
request a staff 
mentor. 

Spring term. 
 
September 2017. 
 
Monitoring: Ongoing/ 
feedback to SAT annually. 

Director of Undergraduate 
Degrees. 
 
Student Experience 
Manager. 
 
Member to provide 
updates to the SAT on this 
action: Shaheen 
Charlwood. 

All women UG AEP 
students have access to 
opportunities to build 
networks with other 
students and request a 
staff mentor. 
 
≥50% of women students 
to have accessed the 
platform. 
 
Student feedback shows 
≥50% of students who 
have accessed the 
platform have increased 
confidence to pursue 
opportunities to develop 
their career. 

Red/No Progress. 
 
  

n/a 
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OBJECTIVE RATIONALE ACTIONS TIMEFRAME RESPONSIBILITY IMPACT PROGRESS NEW ACTION 

AP2016/1.1 
Provide targeted support 
for women applicants for 
AEP, in order to reduce 
the drop out between 
initial sign up and 
entrance exam. 

It has been identified that 
some women are 
registering for the course 
but not attending the 
entrance tests due to low 
confidence in 
mathematics. This is 
consistent with research 
which indicates that the 
underrepresentation of 
women in ‘maths-
intensive’ fields is likely 
explained by factors such 
as performance on 
gatekeeper tests, but 
there is no evidence to 
suggest this is due to 
biological difference, but 
sociocultural factors (Ceci, 
Williams, and Barnett7). 
 
Reducing the number of 
women dropping out at 
this stage would increase 
the number of women on 
the programme and 
create a better gender 
balance. 

Create a Moodle resource 
to refresh appropriate 
content for maths 
entrance exam. 

March 2017. 
 
To be run yearly. 

Shaheen Charlwood 
(Senior Teaching Fellow, 
lead on support for 
women students). 
 
Member to provide 
updates to the SAT on this 
action: Shaheen 
Charlwood. 

Reduce dropout rate of 
women for AEP due to 
concerns about maths 
entrance exam by 40%. 
 
See Impact/Progress 2 
 

Amber/Partial Progress. 
 
 

n/a 
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OBJECTIVE RATIONALE ACTIONS TIMEFRAME RESPONSIBILITY IMPACT PROGRESS NEW ACTION 

AP2016/1.2 
Provide a constructive 
feedback loop of women’s 
experiences to employers 
to highlight that women 
do not feel more 
empowered or valued in 
the workplace despite 
passing the AEP 
qualification. 

The Value-Added Survey 
for AEP students shows a 
discrepancy between men 
and women’s experiences 
when they return to work. 
Men report feeling that 
they are given more 
responsibility and 
opportunity, but women 
do not share this 
experience. 

Present Value-Added 
Survey results on the AEP 
Women's Forum to allow 
experiences to be shared 
and collated. 
 
Present Value-Added 
Survey results and 
collated student 
experiences to company 
contacts responsible for 
degree apprentices. 
 
Hold meetings with 
company contacts to 
discuss setting actions for 
gender parity in 
experience at work for 
AEP students and 
graduates. 

Open discussion on forum 
in January 2017. 
 
Present results to 
company contacts May 
2017. 
 
Hold meetings with 
company contacts April 
2017. 

Shaheen Charlwood and 
Freeha Azmat (Senior 
Teaching Fellows, AEP). 
 
Member to provide 
updates to the SAT on this 
action: Shaheen 
Charlwood. 

Students given an 
opportunity to identify 
areas where additional 
support could be 
provided. 
 
Information provided to 
company contacts and 
actions set for 
improvement. 
 
Future Value-Added 
Surveys show ≥30% 
increase in women 
reporting positive benefits 
of AEP qualifications in 
the workplace. 

Red/No Progress. 
 

n/a 

Pipelining Talent 
 
AP2016/1.3 
Highlight further 
opportunities for study at 
WMG to current 
University of Warwick 
students. In particular, 
targeting women 
students, and 
departments with a high 
proportion of women 
students. 

90% of WMG students are 
PG, as such there are 
many opportunities for 
students to continue their 
studies by joining a WMG 
PG course. Students may 
not be aware of these 
opportunities when 
studying UG courses in 
other departments. In 
addition, our low number 
of UG students doesn’t 
create much pipelining 
opportunity. 
 
Only 9% (9 out of 99) of 
our UG students are 
women, as such in order 
to support a gender 
balance on PG courses 
women will be recruited 
from elsewhere in the 
University, as well as 
internally. 

Hold an annual Open Day 
providing tours of 
facilities, talks by staff 
and early career 
researchers, and 
showcasing: 

• Opportunities for PG 
study at WMG. 

• WMG’s work on 
Athena SWAN and 
the ways this is 
benefiting staff and 
students. 

• Women role models 
in WMG, including 
presentations from 
women staff on their 
current research. 

• Visibility of women 
staff and students at 
WMG supporting 
coordination of 
activities. 

June 2020 (Unfortunately, 
due to the COVID-19 
situation, this event has 
been cancelled) 
 
Annually. 

Kurt Debattista (Director 
of Research Degrees). 
 
Member to provide 
updates to the SAT on this 
action: Catherine Gordon. 

Research shows that 30% 
is the ‘critical mass’ level 
at which a minority group 
of women becomes able 
to have their voices heard 
and influence real change 
(Newton-Small, 20158). As 
such, we aim to have this 
level of representation of 
women at the event with 
at least 30% of presenters 
and staff supporting the 
event to be women. 
 
Event to be attended by 
≥30 women students (it is 
anticipated that 100 
people will attend in 
total). 
 
Student feedback shows 
≥40% of women students 
who attended the event 
are more likely to consider 
a PG course at WMG after 
the event. 

Red/No Progress 
 
 

Use tactics set out here 
to support, in particular 
(but not limited to), the 
objective to increase 
the number of female 
students on SAE – 
AP2020/4). 
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OBJECTIVE RATIONALE ACTIONS TIMEFRAME RESPONSIBILITY IMPACT PROGRESS NEW ACTION 

Internships  
 
AP2016/1.4 
Increase the proportion of 
women students 
participating in internship 
schemes in order to 
improve progression from 
UG to PGR courses. 

WMG does not offer a 
full-time UG programme, 
so to bring UG students 
on to PGR courses within 
the department a series of 
8-week paid internships 
programmes were 
established in academic 
year 2013/14. An 
increasing proportion of 
these have been awarded 
to women (18.7% in 
2013/14 to 27% in 
2015/16) and we aim to 
continue this trend. 
 

Internships advertised 
through mass mailings to 
first, second, and third 
year students in the 
Faculty of Science, 
Engineering, and 
Medicine. 

March 2017. 
 
Ongoing. 

Stuart Coles (Lead 
academic for internships). 
 
Member to provide 
updates to the SAT on this 
action: Stuart Coles. 

≥30% of interns to be 
women. This target is 
higher than the proportion 
of women currently on our 
PGR courses and therefore 
will help to improve the 
progression pipeline. (In 
2015/16, 28 of 103 of 
interns were women, 
constituting 27%).  
 
See Impact/Progress 3 
 

Green/Good Progress. 
 
 
 

n/a 

Data 
 
AP2016/1.5 
Introduce a new system of 
recording PGR student 
data to examine 
completion rates for men 
and women. Once 
sufficient data have been 
collected, seek to identify 
reasons for the observed 
drop in graduation for 
women. 

Due to PGR programmes 
being of different lengths, 
and changes to processes 
to increase flexibility in 
granting extensions, it has 
not been possible to 
obtain accurate tracking 
completion data for 
specific individuals. The 
nearest data we have 
available is graduation, 
but this does not show the 
exit point of individuals 
who entered at a 
corresponding fixed time 
earlier and there is 
significant variation in 
time between submissions 
of individual theses to 
graduation. As such, 
better data are required 
to allow us to examine 
PGR student completion 
data. 
 
Graduation data showed a 
decrease from women 
from 2012 (33%) to 2015 
(10%). This requires 
further examination. 
 

Establish a process for 
collecting completion 
data. 
 
In our next Athena SWAN 
submission, a year-on-
year comparison of four 
years of data to be 
considered to identify 
trends and any actions 
required. 

January 2017. Kurt Debattista (Director 
of Research Degrees). 
 
Member to provide 
updates to the SAT on this 
action: Catherine Gordon. 

PGR completion data, by 
gender, is available in 
order to identify any 
issues and develop actions 
accordingly. 
 
The availability of 

completion data has 

improved, providing 

accurate data in Figure 16: 

PGR completions by year 

and gender 

 

Green/Good Progress 
 
 

n/a 
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OBJECTIVE RATIONALE ACTIONS TIMEFRAME RESPONSIBILITY IMPACT PROGRESS NEW ACTION 

AP2016/1.6 
Include Athena SWAN 
objectives in Teaching and 
Learning Officers job 
descriptions, including 
recording and reporting 
data. 

In order to continually 
monitor the gender 
balance of our students, 
staff are required to 
record the relevant data 
and be able to report this 
to the SAT regularly. To 
support this, Athena 
SWAN objectives will be 
explicitly embedded in the 
work of Teaching and 
Learning Officers. This 
helps to demonstrate that 
gender equality is a core 
function of all staff, not 
just the SAT. 
 

Develop Athena SWAN 
related objectives for 
inclusion in the 
Recruitment Officer job 
description. 

January 2020. Amy Robinson/Sally Byrne 
(HR Advisers). 
 
Member to provide 
updates to the SAT on this 
action: Anne McQuillan. 

Athena SWAN objectives 
embedded into core 
activity of Teaching and 
Learning Officers. 
 
See: Impact/Progress 1 

 

Green/Good Progress. 
 

n/a 

2. STAFF CAREER DEVELOPMENT, PROMOTION, AND RECRUITMENT 

Staff Promotion Support 
 
AP2016/2.0 
Improve promotion 
prospects for ART women 
within the department by 
encouraging more women 
to put themselves forward 
and line managers to put 
forward women for 
promotion sooner. 

Research at the University 
indicates that the lower 
proportion of women put 
forward for promotion 
can be accounted for by 
over-cautiousness from 
women staff and their line 
managers. 
 
In ART roles, during 
2014/15 – 2015/16, no 
women applied for 
promotion, compared to 
ten men (nine were 
successful). We need to 
increase the number of 
women being put forward 
for promotion. 
 
From previous submission: 
In ART roles two women 
applied for promotion, in 
professional services roles 
4 women were promoted 
by application and 11 by 
job evaluation. 

Provide support to 
women to put themselves 
forward for promotion: 

• Invite all ART staff to 
attend annual 
promotions briefings, 
including a women-
only session. 

• Hold a briefing session 
for early career 
researchers at WMG. 

• One-to-one sessions 
are offered to review 
staff CVs and provide 
feedback to support 
promotion. 

 
Provide sessions in line 
manager training which 
encourage conversation 
around identification and 
support for women. 
Request line managers to 
review their team and put 
forward women staff for 
promotion and/or identify 
staff close to promotion 
and put them forward for 
additional career advice 
and support on how to 
advance. 

Training to be developed 
ready for dissemination at 
2017/18 PDR cycle. 

Jane Coleman (Chief 
Operating Officer). 
 
Richard Moffatt (Senior  
Administrator). 
 
Barbara Shollock 
(Academic Director). 
 
Member to provide 
updates to the SAT on this 
action: Jane Coleman 
(Jane Shepherd to 
support). 

Increase the number of 
ART women applying for 
promotion over the next 
three year period, to be 
more in line with the rate 
at which men are put 
forward for promotion 
(proportional to numbers 
of men and women staff 
in the department).  
 
See Table 7  
 

Amber/Partial Progress. 
 
 
 
 
 
 
 

The following action will 
continue to ensure that 
ART women continue to 
be encouraged, 
supported and 
empowered to apply for 
promotion. See:  
 
AP2020/6  
Develop and implement 
a new academic Talent 
Development 
programme during the 
Spring 2021. 
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Career Development 
 
AP2016/2.1 
Develop a framework for 
career progression for 
staff in Project Manager 
roles. 

Feedback from Project 
Managers has indicated 
that there is no formal 
framework for career 
progression between 
Project Manager roles of 
different grade levels, 
therefore this will be put 
in place in order to 
improve promotion 
prospects. 

Produce a 
skills/knowledge/ 
experience framework for 
Project Managers to show 
the differences between 
FA6, 7, and 8 roles. 

January 2019. Archie MacPherson (CEO 
Catapult). 
 
Amy Robinson/Sally Byrne 
(HR Advisers). 
 
Member to provide 
updates to the SAT on this 
action: Jane Coleman 
(Jane Shepherd to 
support). 

Project Manager feedback 
shows ≥25% have 
increased understanding 
of the differences 
between grades and 
career progression for 
these roles. 
 
Increase in Project 
Managers successfully 
applying for promotion to 
FA6, 7, and 8 roles. 
 
A framework for training 

related to project 

management, that also 

addresses personal 

development of those 

members of staff was 

developed during 

December 2018.  

See Impact/Progress 10 

 

Amber/Partial Progress. 
 
 
 
 
 
 

AP2020/8 sets out the 
next steps for Project 
Managers who will, 
pending the 
establishment of a skills 
framework for our 
Engineers family, pilot 
the proposed approach. 
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AP2016/2.2 
Work with Women’s 
Engineering Society UK to 
join MentorSET in order to 
provide our women staff 
with an external women 
mentor in STEM. 

Research shows that 
mentoring can provide 
both objective (e.g. 
compensation such as pay 
and promotion) and 
subjective benefits (e.g. 
career satisfaction) to 
mentees (Allen et al., 
20049). At WMG, 
mentoring has been 
shown to be successful in 
supporting staff through 
the promotions process, 
we would like to expand 
these benefits to support 
women’s career 
progression more broadly. 
 
WES’ feedback on 
MentorSET shows that 
participants are benefiting 
from the programme and 
that MentorSET is playing 
a useful part in helping 
women advance in STEM 
careers. 

Circulate emails to all 
women staff offering the 
opportunity of a mentor 
and continually promote 
the scheme to all staff, 
including new starters, to 
raise awareness. 
 
Hold training for 
interested parties run by 
WES to advise how to 
make the most of the 
scheme, assisting with 
time management, 
content, and aims and 
objectives. 
 
Contact mentees annually 
for feedback to allow 
amendments to the 
scheme to be made as 
necessary. 

Women staff to be 
informed of the scheme in 
January 2017, prior to the 
PDR process, when they 
will be considering career 
development options. 
 
Training to be held in April 
2017. 
 
Programme to be 
reviewed annually in 
January. 

Jane Shepherd (HR Project 
Coordinator). 
 
Member to provide 
updates to the SAT on this 
action: Jane Coleman 
(Jane Shepherd to 
support). 

≥5 women to be assigned 
mentors (there are 10 
mentors available in 
total). 
 
Women reporting positive 
outcomes following 
engagement with the 
programme. 
 
MentorSET was 
successfully implemented. 
However, staff have been 
dissatisfied with the 
service provided. 
 
Eight women signed up to 
be mentored. 
 
Unfortunately, the 
MentorSET programme 
via WES did not prove 
beneficial (see 5.4 iii for 
details). 
 

Amber/Partial Progress. 
 
 
 

AP2020/16 will partially 
address the desire to 
offer mentoring for 
women staff, albeit not 
from outside the 
organisation.  
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Training 
 
AP2016/2.3 
Hold a ‘Women Advancing 
in Leadership’ training 
course at WMG. 

This year, three staff 
members attended the 
Women in Leadership 
conference and reported 
that is helped them to 
gain a deeper 
understanding of the 
skills, qualities, and 
attributes needed to be a 
successful leader. 
 
We would now like to 
offer this opportunity to 
as many staff as possible 
by running our own 
Women in Leadership 
training, available to all 
WMG women staff, 
hosted at WMG in order 
to make it easier for staff 
to be able to attend. 
 
We will also use this as an 
opportunity to identify 
any gaps in skills or 
knowledge and use this 
information to inform 
future training provision. 
 

Hold a Women Advancing 
in Leadership course, 
focusing on career 
development advice for 
women staff at WMG. 
 
Collect comments and 
feedback from 
participants and create a 
summary of additional 
training needs. 

July 2018. Jane Shepherd (HR Project 
Coordinator). 
 
Member to provide 
updates to the SAT on this 
action: Jane Coleman 
(Jane Shepherd to 
support). 

Event to be attended by 
≥12 women staff 
members (15 attended). 
 
Event attendee feedback 
shows ≥40% have 
increased confidence to 
put themselves forward 
for promotion and 
leadership opportunities. 
 
A ‘Women Advancing in 
Leadership’ event was 
held in July 2018, followed 
by additional events 
including a session on 
‘creating the conditions 
for your success’. 
 
See: Impact/Progress 15 

 

Amber/Partial Progress. 
 
 
 

AP2020/16 will deliver a 
series of events to build 
momentum in this area. 

AP2016/2.4 
Ensure ED&I in the HE 
Workplace, Unconscious 
Bias, and, where relevant, 
Recruitment and Selection 
training is completed by 
all staff. 

Since our 2012 
submission, ED&I in the 
HE Workplace and  
Recruitment and Selection 
training have been made 
compulsory. However not 
all staff have completed 
them. Therefore, 
completion needs to be 
monitored more regularly 
and employees reminded 
to complete. 
 
Unconscious Bias training 
will now also be made a 
compulsory course. 

Email all staff to inform 
them that Unconscious 
Bias training is now 
compulsory. 
 
Check completion data for 
all three courses quarterly 
and identify staff who 
have not yet completed 
the training. 
 
Send email reminders to 
those who have not yet 
completed courses, with 
their line manager copied 
in. 
 

Quarterly checks and 
reminders to begin in 
January 2017. 
 
On-going. 

Laura Townsend (HR 
Assistant). 
 
Member to provide 
updates to the SAT on this 
action: Jane Coleman 
(Jane Shepherd to 
support). 

100% of staff have 
completed ED&I in the HE 
Workplace and 
Unconscious Bias training 
within their probationary 
period. 
 
See:  
Impact/Progress 8 
Completion of diversity 
training and N.B. 
AP2020/1 

Green/Good Progress. 
 
. 

 

AP2020/1 includes 
training for line 
managers and for all 
staff on How to be an 
Active Bystander and 
Managing Micro-
Incivilities 
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AP2016/2.5 
Bi-annually review the 
WMG Management 
Programme. 

A review was undertaken 
after the first year of the 
Programme, with 
comments regarding 
timings of sessions and 
usefulness of topics and 
content. Amendments 
were made to the second 
year of the programme 
based on this review. 
 
We are keen to regularly 
review the Programme in 
order to ensure it 
continues to be a useful 
tool for staff. But, we are 
also concerned to ensure 
revisions are not made to 
content which has not had 
sufficient time to be 
tested. As such, we will 
complete the 2015/16 
course and allow the 
2017/18 course to run in 
full, undertaking a review 
at the end of the 2017/18 
course and bi-annually 
following this. 

Monitor attendance by 
grade, staff group, and 
gender. 
 
Collect feedback from 
participants on the 
content and delivery of 
the Programme. 
 
Review sessions, updating 
content to ensure the 
programme remains up-
to-date, and developing 
new sessions where 
additional needs are 
highlighted. 

January 2019. 
 
Bi-annually. 

Jane Shepherd (HR Project 
Coordinator). 
 
Jane Coleman (Chief 
Operating Officer). 
 
Member to provide 
updates to the SAT on this 
action: Jane Coleman 
(Jane Shepherd to 
support). 

Gender balanced 
attendance (in line with 
staff figures). 
 
Programme attendee 
feedback shows ≥40% 
have increased 
understanding of the role 
and responsibilities of a 
line manager. 
 
Future Pulse staff surveys 
show ≥25% increase in 
staff agreeing that their 
line manager supports 
them.  
 
A review of the WMG 
Management Programme 
has been undertaken, 
with  
a new Coaching and 
Mentoring course added 
to the programme, and a 
Stress and Mental Health 
Awareness course for 
Managers trialled.  
 
See: Impact/Progress 9 

 

Amber/Partial Progress. 
 
 

The evolution of the 
programme is included 
in the following actions: 
AP2020/9  
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AP2016/2.6 
Encourage Early Career 
Researchers to complete 
Recruitment and Selection 
training to increase the 
pool of people available to 
support interviews. 

Enabling ECRs to become 
interviewers benefits the 
department by increasing 
the pool of women 
interviewers available, 
reducing the burden on 
other women interviewers 
whilst enabling us to 
ensure that recruitment 
panels remain gender 
balanced. 
 
In turn, ECRs benefit by 
developing skills useful for 
their CV and career 
development, e.g. 
experience as an 
interviewer provides an 
opportunity to better 
understand the 
recruitment process, 
which can then be applied 
in future when attending 
interviews themselves. 

Promote Recruitment and 
Selection training to ECRs 
by email. Monitor take-up 
of training by gender. 
 
Line managers to 
encourage ECRs to 
complete training in 
annual PDRs. 
 
Invite ECRs to attend 
interview panels for new 
staff recruitment. Monitor 
the use of ECRs as 
interviewers, including by 
gender. 

December 2016. 
 
Training to be continually 
promoted to ECRs. 
 
Training and interviewer 
figures monitored bi-
annually. 

Research Forum 
Coordinators to 
encourage attendance. 
 
SAT to monitor figures. 
 
Member to provide 
updates to the SAT on this 
action: Jane Coleman 
(Jane Shepherd to 
support). 

≥25 ECRs to have 
completed the 
Recruitment and 
Selection training (there 
are 75 ECRs in total), at 
least 6 (25%) to be 
women (in line with the 
proportion of ECRs who 
are women). 
 
≥10 ECRs to have 
participated in an 
interview panel, at least 2 
to be women. 
 
The number of individuals 
trained for recruitment 
panels has increased, and 
data are collected on the 
diversity of recruitment 
panels. However, whilst 
ECRs were targeted, take-
up wasn’t tracked.  
 

Red/No Progress 
 

This is not a key priority 
for the AP2020, but may 
be returned to in the 
future. 
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AP2016/2.7 
Review current support 
provided throughout the 
research award 
application process and 
identify additional support 
required by women 
researchers. 

In 2015, more research 
awards were led by men 
than women (21 men and 
10 women were PIs). This 
difference can be 
accounted for by the fact 
that there are more men 
in Research Active roles 
than women, as when 
comparing the number of 
awards led by men and 
women as a proportion of 
men and women research 
active staff, women 
perform slightly better 
(25% of men RAS were 
PIs, compared to 30% of 
women RAS). 
 
In addition, men are 
winning larger awards (in 
2015, the average funding 
for awards led by a man PI 
was £213,715.99 higher 
than those led by a 
woman). 
 

Collect feedback on 
current systems. 
 
Discuss application 
process with women and 
men staff separately to 
highlight any different 
approaches. 
 
Use learning from 
feedback and review of 
approaches to develop 
enhanced guidance and 
support for women. 
 
Enable opportunities for 
peers to review one 
another’s applications and 
exchange feedback. 

Collect feedback and 
discuss application 
approaches February 
2017. 
 
Develop enhanced 
support and guidance, 
including opportunities for 
peer review, Summer 
2017. 

Barbara Shollock 
(Academic Director). 
 
Member to provide 
updates to the SAT on this 
action: Jane Coleman 
(Jane Shepherd to 
support). 

Reduction in disparity 
between award size for 
women and men.  
 
Some one-to-one support 
has been offered to staff 
members. 
 
In 2019, 41 men and 9 
women were PIs i.e. 32% 
of male RAs and 17% of 
women RAs. 
 
In 2019, the average 
funding for awards led by 
females was £129,533.66 
higher than those led by 
males. 

Amber/Partial Progress. 
 
 

AP2020/10 seeks to 
investigate the reason 
why the proportion of 
females applying for 
grants/awards is lower 
than overall academic 
m/f split. Investigate by 
contract type and 
formulate further 
actions accordingly. 
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Recruitment 
 
AP2016/2.8 
Ensure that language used 
in recruitment adverts is 
optimal to encourage 
women applicants. 

We could greatly increase 
the diversity of WMG’s 
staff by increasing the 
diversity of applicants to 
roles advertised. Given 
the rapid expansion of the 
department, we regularly 
have a high volume of 
roles advertised, as such it 
is essential to ensure that 
standard language used in 
job adverts is included 
which may encourage 
women to apply for roles. 

Review the information 
which is to be included in 
job adverts, ensuring that 
all 

• Highlight that WMG 
hold an Athena SWAN 
award and are 
committed to gender 
equality. 

• Indicate that the 
department is support 
of staff with caring 
responsibilities, 
including offering a 
generous maternity/ 
paternity/adoption/ 
parental leave policy 
and onsite childcare 
facilities. 

• That applications for 
part-time and/or 
flexible working will 
be considered. 
 

September 2017. Ruth Shirley (Recruitment 
Officer). 
 
Member to provide 
updates to the SAT on this 
action: Anne McQuillan. 

Increase the proportion 
of applications from 
women (in 2014/15, 92 
women applied to 
academic roles, 
constituting 17.1% of all 
applicants). 
 
See Impact/Progress 5 
 
 
 
 

Green/Good Progress. 
 

 
 

 

AP2020/1 will further 
develop this objective. 

AP2016/2.9 
Work with head-hunters 
to ensure that all long-
/short-lists for academic 
posts are diverse and 
include a good proportion 
of women. 

In order to improve the 
staff gender balance, we 
are keen to increase the 
number of women being 
considered for interview, 
alongside actions 
identified above to 
increase the number of 
women applying for roles. 

Include a requirement for 
diverse long-/short-lists in 
the brief provided to the 
headhunters on 
appointment, in 
particular, specifying that 
all lists should include at 
least one woman. 

January 2017.  Amy Robinson/Sally Byrne 
(HR Advisers). 
 
Ruth Shirley (Recruitment 
Officer). 
 
Member to provide 
updates to the SAT on this 
action: Anne McQuillan. 

Head-hunters are 
requested to provide 
diverse long-/short-lists. 
 
Increase in the 
proportion of women 
shortlisted for ART roles. 
 
Over the last five years, 
there has been an 
increase of 6.8% in 
women shortlisted for 
Academic roles – in 
2014/15, 17.9% 
shortlisted were women, 
compared to 24.8% in 
2018/19. 
 
See: Impact/Progress 6 

 
 
 

Green/Good Progress. 
 

 
 
 

As for AP2016/2.8, 
AP2020/1 will further 
develop this objective.  
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AP2016/2.10 
Collect and monitor 
leaver’s data by full- and 
part-time status. 

At the time of submission 
data are not available to 
compare number of 
leavers and reasons for 
leaving for full- and part-
time staff. This 
information would help us 
understand if appropriate 
support is being provided 
to part-time staff. 
Collection of these data 
over the course of the 
award period will allow 
for fuller consideration of 
any issues in our next 
Athena SWAN submission. 

Establish a process for 
identifying full-/part-time 
working status in leavers 
data. 
 
In our next Athena SWAN 
submission, a year-on-
year comparison of four 
years of data to be 
considered to identify 
trends and any actions 
required. 

January 2017. HR. 
 
Member to provide 
updates to the SAT on this 
action: Anne McQuillan. 

Leaver’s data by full- and 
part-time status is 
available in order to 
identify any issues and 
develop actions 
accordingly. 
 
See Impact/Progress 4 
 

Green/Good Progress. 
 
 

n/a 

3. FLEXIBLE WORKING AND CAREER BREAKS 



100 

 

 

OBJECTIVE RATIONALE ACTIONS TIMEFRAME RESPONSIBILITY IMPACT PROGRESS NEW ACTION 

Career Breaks 
 
AP2016/3.0 
Promote the Shared 
Parental Leave policy to 
encourage take up, 
highlighting the benefits, 
in particular with a view 
to increasing the use of 
this option by men. 

WMG was the first 
department in the 
University to have an 
employee request and 
take Shared Parental 
Leave and staff have 
found it valuable e.g. one 
woman Research Fellow 
said 
 
“I used my shared 
parental leave to get back 
to work gradually. This 
gave me the opportunity 
to stay involved in our 
ongoing research project 
whilst still having time at 
home with my baby. I 
believe that this period of 
shared parental leave has 
greatly facilitated my 
transition back to work”. 
 
We would like to build on 
this by further highlighting 
the offering. In particular, 
currently only women 
have requested this leave, 
we are keen to promote 
the policy to men, who 
may be unaware of the 
options available to them. 

Regularly include 
promotion of the policy in 
the WMG Bulletin (sent to 
all staff, weekly), for 
example linking in with 
inter/national observance 
dates such as Global Day 
of Parents (1 June). 
 
When staff inform HR of 
maternity/paternity leave, 
provide information about 
the Shared Parental Leave 
policy and invite the staff 
member to meet with HR 
to discuss this informally. 

Ongoing. Wendy Fox (HR Officer). 
 
Member to provide 
updates to the SAT on this 
action: Jane Shepherd. 

Double the number of 
staff taking Shared 
Parental Leave (in 2016, 1 
person took Shared 
Parental Leave). 
 
At least one man to take 
Shared Parental Leave. 
 
Shared parental leave has 
been widely promoted 
and staff are asked to 
record when this has been 
taken. 
 
 (SPL) is currently 
amalgamated into the 
data for maternity and 
paternity leave We are 
not able to obtain the raw 
data to separate out the 
figures to reflect only 
shared parental leave. We 
are working with our 
systems team to amend 
this going forward.  
 
The most recent data was 
not available at the time 
of submission, but we do 
know that 2 males and 1 
female have used SPL in 
2019/2020. 
 
See Impact/Progress 11. 

Green/Good Progress. 
 

n/a 
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Flexible Working 
 
AP2016/3.1 
Enhance existing 
provisions for formal 
flexible working requests 
by adopting 

• A flexible working 
policy which allows 
for informal/ad-hoc 
flexible working. 

• Core hours for 
training, meetings, 
and other 
departmental 
activities to be held. 

Staff can request flexible 
working arrangements 
such as term-time only, 
annualised hours, later 
start times, and a non-
working week day for 
part-time staff. 
 
All staff were invited to a 
series of World Café 
events in November 2016. 
A key point of discussion 
was the need for more 
informal/ad-hoc flexible 
working options. For 
example, for staff who 
need to leave early to 
attend an after school 
activity for their child, to 
take a longer lunch break 
to engage in sports 
activities, or to work from 
home – in particular, 
where these changes are 
not required on a long 
term basis, but as a one-
time or occasional 
request. 
 
In addition, in order to 
support people to work 
flexibly, it was deemed 
necessary to adopt core 
hours for departmental 
activities to take place, in 
particular to support staff 
with later start times or 
who have evening 
childcare responsibilities. 

Present a paper to the 
Operational Executive 
Board for approval. This 
paper will outline the 
proposed flexible working 
policy and core hours 
provision, including 
highlighting points of 
discussion and feedback 
from the World Café 
events with staff. 
 
Once ratified by WMG 
Executive, develop a 
flexible working policy and 
identified core hours. 
 
Communicate the new 
policy to all staff, including 
sharing on the WMG 
website, in the WMG 
bulletin (sent to all staff 
every week), and in new 
starter induction 
information. 

WMG Executive paper to 
be prepared in December 
2016 to be discussed by 
the WMG Executive in 
February 2017  
 
Feedback to staff on 
outcomes and actions to 
be made in March 2017. 
 
Implementation of new 
policy from April 2017. 

Catherine Gordon (WMG 
Executive Secretary)  
  
Jane Shepherd (HR Project 
Coordinator) 
  
Jane Coleman (Chief 
Operating Officer). 
 
Member to provide 
updates to the SAT on this 
action: Jane Shepherd. 

Staff feedback shows 

• Staff are aware of the 
policy (≥70%). 

• Flexible working 
requests are 
considered seriously 
by line managers 
(≥50% of staff agree). 

• Core hours are 
observed where 
possible (≥70% of staff 
agree). 

 
See Impact/Progress 12. 

Green/Good Progress. 
 

AP2020/14 addresses 
this, including:  
 
Hold focus groups with 
line managers in these 
areas on what the 
barriers are and to find 
solutions. 
 
Display Working 
Families’ ‘happy to talk 
flexible working’ logo on 
recruitment adverts. 
 
 

4. ORGANISATION, CULTURE, AND SUPPORT 

https://workingfamilies.org.uk/news/happy-to-talk-flexible-working-the-new-recruitment-strapline/
https://workingfamilies.org.uk/news/happy-to-talk-flexible-working-the-new-recruitment-strapline/
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AP2016/4.0 
Form a Women of WMG 
(WoW) group to 
encourage the growth and 
progression of our women 
staff and increase the 
visibility of women role 
models in the department 
by holding an annual 
lecture on career 
progression in STEMM by 
women role models. 

Staff feedback has 
indicated that due to the 
growth of WMG and staff 
being split across six 
buildings it has been 
difficult for staff to 
network. In particular, 
women do not currently 
have a forum to discuss 
issues of career 
development and 
progression. 
 
Furthermore, research 
indicates that women and 
girls are more likely to 
leave STEMM than men 
because they lack role 
models, and the provision 
of role models can 
improve retention 
(Herrmann et al., 201610; 
Kesar, S. and Microsoft, 
201811). 
 
WoW will provide 
opportunities for women 
to connect, hear 
inspirational speakers, 
share learning, and 
provide feedback to the 
department (for example 
through women-only 
focus groups). 

Launch WoW, including 
establish a webpage 
where staff can find 
information about the 
group and upcoming 
events. 
 
Hold a series of talks and 
seminars on promoting 
women in STEMM, career 
support workshops, 
social/networking events, 
and lectures on career 
progression in STEMM by 
women role models. 
 
Create opportunities for 
staff to nominate women 
speakers (internal and 
external) and encourage 
them to do so with regular 
communication. 

Launch March 2017. Mel Loveridge (WoW 
Convener). 
 
Member to provide 
updates to the SAT on this 
action: Mel Loveridge. 

Events to be attended by 
≥30 women staff 
members. 
 
Event attendee feedback 
shows ≥40% have an 
increased feeling that 
WMG is a department 
with a culture which 
recognises challenges for 
women in STEMM and is 
taking positive actions to 
address these challenges. 
 
Future Pulse staff surveys 
show an increase in 
women staff agreeing that 
they feel a sense of 
belonging to the 
University. 
 
See: Impact/Progress 15 

 

Likely Amber/Partial 
Progress.  
 
 

AP2020/16: 
Continue to foster and 
develop WoW and the 
Women Advancing in 
Leadership Groups to 
provide support, peer 
mentoring and personal 
development activities 
for WMG women. 
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AP2016/4.1 
SAT, WCG, and WMG 
Executive members to 
work together to further 
increase the visibility of 
WMG’s work on Athena 
SWAN in the department. 

Since our 2012 
submission, the SAT has 
evolved by splitting from 
the WCG to form its own 
group in order to increase 
focus on gender equality 
and improve staff 
awareness of our 
commitment to the 
Athena SWAN principles. 
The SAT now reports to 
WCG, which in turn 
reports to WMG 
Executive. All these 
groups will continue to 
work together to raise the 
profile of Athena SWAN at 
WMG. 

Athena SWAN to be 
included as an agenda 
item at WCG and WMG 
Executive meetings twice 
annually, with SAT 
representatives attending 
these meetings to provide 
an update on gender 
equality work, share 
successes, and answer 
questions from WCG/ 
WMG Executive members. 
 
Athena SWAN to be a 
standing item on at least 
one of the termly WMG 
all staff meetings per year, 
to provide staff with an 
update on work in this 
area and how they can get 
involved. 
 
Publish more information 
about Athena SWAN on 
the WMG website where 
all staff can access it and 
keep up to date with 
activities. 

 Ongoing. Jane Coleman (Chief 
Operating Officer). 
 
Alistair Keddie (Chair, 
OEG). 
 
SAT. 
 
Member to provide 
updates to the SAT on this 
action: Mel Loveridge. 

Athena SWAN an 
agenda item at least 
twice annually for WCG 
and WMG Executive 
meetings. 
 
Athena SWAN an 
agenda item for at least 
one of the termly WMG 
all-staff meetings per 
year (three meetings 
held per year). 
 
Publication of Athena 
SWAN webpages, 
including information 
about SAT membership. 
 
See Impact/Progress 12 
 
 
 

Green/Good Progress. 
 
 

AP2020/12 
Raise the profile of 
Athena amongst our 
PGR community. 
 

AP2016/4.2 
All new starters given the 
opportunity to have a 
Buddy to support them 
during the induction 
period, including the 
option for women to 
request a woman Buddy. 

Since our 2012 
submission, we have 
made a range of 
improvements to the 
induction process. We 
aim to continue to build 
on this by providing 
additional support for 
new starters. Assigning 
each new starter a Buddy 
will allow them to meet 
existing staff and hear 
first-person accounts of 
the experience of working 
at WMG. 

Establish a Buddy scheme, 
whereby all new staff are 
allocated a Buddy with the 
option for women new 
starters to request they 
be assigned a woman 
Buddy. 

Ongoing.  Jane Shepherd (HR Project 
Coordinator). 
 
Member to provide 
updates to the SAT on this 
action: Jane Shepherd. 

≥40% increase in women 
new starters reporting 
that they feel well 
supported through 
induction in future new 
starter surveys 
(completed 3-6 months 
after staff join the 
department).  
 
See Impact/Progress 16 

 

Amber/Partial Progress. 
 
 

AP2020/17: 
Roll out buddy scheme 
in full early 2021, 
building on the learning 
from the earlier pilot. 
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AP2016/4.3 
Increase PDR completion 
rates, in particular for ART 
women, to ensure all staff 
are provided with the 
opportunity to have a 
constructive meeting 
about their personal 
development at work. 

From 2012/13 to 
2013/14, completion of 
PDR’s by ART staff 
increased, but then 
dropped in 2014/15. In 
2015/16, figures for men 
increased again, reaching 
the highest completion 
levels to date (83% of 
men completing PDRs) 
but continued to drop for 
women (66% of women 
completing PDRs). 

Produce a generic line 
manager job description 
to ensure staff who are 
line managers are aware 
of their responsibility to 
complete PDRs with their 
staff. 
 
Introduce PDR training for 
reviewers and reviewees, 
to support understanding 
of and increase 
confidence in the process. 
 
Establish a process to 
offer alternative reviewers 
for staff in cases where 
PDRs not taking place in a 
timely manner. 

January 2017. 
 
Ongoing. 

SAT. 
 
HR. 
 
Member to provide 
updates to the SAT on this 
action: Anne McQuillan. 

Increase in PDR 
completion rate, in 
particular for ≥70% of ART 
women to be completing 
PDRs. 
 
See Impact/Progress 7 
 
Planned to hold additional 
in-person training this 
year, but formal PDRs on 
hold with ‘PDR light’ 
replacing it during autumn 
2020. 
 

Green/Good Progress. 
 
 
 

AP2020/9 ensures that 
all staff have the 
opportunity to 
participate in a PDR that 
is constructive, 
meaningful and will 
support their future 
professional 
development; line 
managers should be 
mindful of their role and 
equipped with the tools 
to support their teams 
effectively. 
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AP2016/4.4 
Increase staff engagement 
with external committees 
in order to support 
external networking and 
create opportunities for 
the department to 
influence externally. In 
particular, encouraging 
more teaching staff to 
become involved in 
external committees and 
ensure that women are 
not being overburdened 
in this area. 

WMG staff are 
encouraged to be involved 
with external committees 
e.g. professional bodies, 
funding councils, etc. We 
recognise these roles as 
important for individual’s 
development and 
beneficial for the 
department, with 
networking and industry 
links enhancing 
collaboration 
opportunities and career 
development. 
 
A sample group of 160 
employees provided data 
on involvement with 
external committees, 
which highlighted a low 
representation of teaching 
staff externally. In 
addition, key members of 
the department 
contribute to 18 
University-wide 
committees, with a 
gender balance heavily 
weighted towards women 
(6 men, 12 women]). The 
imbalance has been 
identified as role related, 
we need to continue to 
monitor this to ensure this 
is no excessive workload. 

Develop a process for 
identifying beneficial 
organisations and 
promoting engagement 
with them to staff. 
 
Encourage staff to 
become involved with 
external committees, 
including providing 
training and support. 
 
Identify appropriate 
teaching staff in the 
department to participate 
and approach them 
individually. 
 
Continue to monitor the 
gender balance of staff 
participating in external 
and University-wide 
committees. 
 

June 2017. WMG Executive. 
 
Member to provide 
updates to the SAT on this 
action: Catherine Gordon. 

15% increase in number of 
WMG staff on external 
committees, in particular 
an increase in the number 
of teaching staff taking 
these opportunities. 
 
50% increase in number of 
men engaged in 
University-wide 
committees, to reduce the 
burden on women.  
 
Staff engagement with 
University level 
committees by gender is 
now known. 
 
See Impact/Progress 14 

 

Amber/Partial Progress. 
 

 

No specific action on 
this until a systems 
project enables WMG to 
establish baseline data 
for staff on external 
committees. This is 
anticipated, but its 
delivery timescales are 
unknown. As a result, 
we will keep the pursuit 
of this objective in 
abeyance until the data 
is available.  
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AP2016/4.5 
Increase staff engagement 
with internal committees. 

In order to ensure 
engagement with issues 
across the department, 
we need a diverse range 
of staff to be involved 
with internal committees. 
It is also important to 
ensure that engagement 
with internal committees 
does not place an undue 
burden on staff, regularly 
rotating membership can 
help ensure that workload 
related to committees is 
shared across the 
department. 
 
In addition, we are keen 
to involve external 
members in our internal 
committees to provide 
opportunities to network, 
share best practice, and 
learn from those working 
in other sectors, for 
example staff working in 
industry. 

Manage workload for staff 
involved in committees by 
regularly refreshing 
membership, encouraging 
a wider scale of 
collegiality. 
 
Invite guest attendees at 
internal committees, 
where appropriate, 
through promotion by 
current committee 
members and requests for 
expressions of interest 
from the weekly bulletin. 

October 2017. WMG Executive. 
 
Member to provide 
updates to the SAT on this 
action: Catherine Gordon. 

Annual refresh of 
membership of 
committees undertaken, 
creating a wider 
representation of staff on 
internal committees, 
including representation 
from all five research 
directorates. 
 
At least one external 
guest attendee to have 
been invited to a 
committee meeting each 
year. 
 
The gender split of 
departmental committees 
has been reviewed. 
 
Committee membership is 
reviewed annually. 
 
See: Impact/Progress 13 
 
 
 

Amber/Partial Progress. 
 
 
 

AP2020/13: Continue to 
review our 
memberships and chairs 
of committees to 
ensure they are more 
representative of our 
staff profile in terms of 
gender and BAME. 
 
 
 
 
 

 

 

 


