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Equality and Diversity Report for Council  

1. Introduction  

This Annual Equality and Diversity Report provides an update to Council on progress against the 

key equality and diversity objectives agreed in 2012/13 and identifies priorities for 2013-14, as 

well as providing a more general update on key areas and developments in this area.  Appendix 

1 shows progress against actions identified last year.  

Last year, Council agreed that, in addition to the on-going equality and diversity objectives, there 

would be four key priorities for the coming year (2012-13): 

 Embedding governance structures and ensuring they are working effectively. 

 Focus on ‘glass ceilings’ for women and black and ethnic minority staff (including: work on 

promotions processes and procedures: supporting people through the promotions process; 

responding to maternity; and, paternity and carers leave). 

 Progressing Athena SWAN, both in relation to supporting REF and more widely in response 

to Research Councils’ (Research Councils United Kingdom (RCUK), Medical Research Council 

(MRC), etc.) funding criteria. 

 Ensuring equality is effectively dealt with through the REF selection process. 

2. Background 

The levers for change affecting equality and diversity work in the higher education sector have 

increased over the last two years.  The Public Sector Equality Duty, part of the Equality Act 2010, 

continues to require us to pay “due regard” to eliminate discrimination, advance equality of 

opportunity, and foster good relations between different people when carrying out activities, 

including the shaping of policy, delivering services and in relation to our employees. This should be 

considered in relation to the nine “protected characteristics”: age, disability, gender reassignment, 

marriage & civil partnership, pregnancy & maternity, race, religion & belief, sex and sexual 

orientation. 

Further to this, there are now more sector-specific levers for change resulting from communications 

from the research councils.  First, in a letter to the Medical Schools Council on 29 July 2011, the Chief 

Medical Officer, Professor Dame Sally C Davies, outlined her intention that all medical schools who 

wish to apply for NIHR Biomedical Research Centre and Unit funding need to have attained a silver-

level Athena SWAN award by 2016. 

This was followed, in February 2013, by a letter from UKRC to all Vice Chancellors, issuing a 

statement of their expectations for equality and diversity at institutions that receive funding from 

the affiliated councils.  The UKRC expects that equality and diversity is embedded at all levels and in 

all aspects of normal research practice, including: 

 promoting and leading cultural change in relation to equalities and diversity; 

 engaging staff at all levels with improving the promotion of equality and diversity; 

http://www.athenaswan.org.uk/
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 ensuring all members of the research workforce are trained and supported to address 

disincentives and indirect obstacles to recruitment, retention and progression in research 

careers; and, 

 providing evidence of ways in which equality and diversity issues are managed at both an 

institutional and department level. 

Some examples of evidence for this work will include participation in schemes, such as: Athena 

SWAN, Project Juno, Investors in People, Stonewall Diversity Champions, inclusion in RE, application 

of ‘Every Researcher Counts’ and analysis and use of benchmarking data.  

Finally, the Equality Challenge Unit (ECU), an organisation established to advance equality and 

diversity in universities and colleges including the administration of Athena SWAN Awards, has 

issued a statement that the principles of Athena SWAN will also be rolled out to non-STEMM 

disciplines for both gender and race, and is currently consulting on how best to achieve this.  

These developments mean that equality and diversity is increasingly central to the university’s future 

business success, and requires a more strategic approach across the university, covering academic 

and professional support staff and students, as well as wider culture change issues.  

3. Progress Against 2012-13 Priorities 

3.1   Governance 

Last year an E&D Advisory Committee, consisting of a wide range of stakeholders across the 

university, was established and met three times.  The Committee reviewed the university’s priorities 

and raised a number of issues with UEG.  Given the growing requirements on universities to take a 

more strategic approach to E&D issues, however, the governance structure has been reviewed and 

UEG has agreed to establish a new E&D Advisory Committee as a sub-group of UEG, with 

membership consisting of: the Provost, the Registrar, the Dean of Medicine (Chair of university’s 

Athena SWAN team), PVC Education, PVC International, PVC Research and Enterprise, the Director of 

HR, and chaired by the university’s Diversity Champion (Professor Jeremy Howells). 

On this basis, the current E&D Advisory Committee will be reformulated to be a consultative group 

(consisting of a wide range of stakeholders including SUSU, staff unions, and equality and diversity 

champions from across the university) using a similar format to the Health and Safety Consultative 

Committee. It was also decided that there would be two representatives from the consultative 

group on the Advisory Committee to allow a wider range of views to be considered by the E&D 

Advisory Committee, which will report to UEG.  This arrangement will also allow a greater focus on 

promoting and leading on culture change in relation to E&D issues. 

In terms of wider representation of women in the committee structures of the university, there has 

been little change since last year.  Appendix 2 shows that only two committees – Audit and Ethics – 

have increased their female representation since 2012.  

http://www.ecu.ac.uk/
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Table 1: Examples of growth in the proportion of women members of university committees 

 March 2013  March 2012 
 

Audit Committee 2 women out of 5 members 0 women out of 5 members 

Ethics Committee 7 women out of 14 members 6 women out of 16 members 

 

Council currently has 5 women out of 20 members, but is holding five vacancies in anticipation of 

reducing the size of the governing body, which could be an opportunity to attract more women. 

The composition of most committees is significantly driven by the pre-existing composition of other 

groups or roles.  Committees typically comprise of ex officio or nominated representatives from 

different parts of the university, or outside the university, with particular knowledge and 

interests.  The Consultative Committee for Safety and Occupational Health is one example, with 

membership including two representatives from each of the three recognised trade unions, all six of 

whom are male.  Similarly, the SUSU Sabbatical Officer who sits on the Student Discipline Committee 

is male.  In other cases, a fixed or ad hoc committee includes senior academics, and so tends to 

reflect the gender composition in individual faculties.  On this basis, any short term change in the 

gender profile of committees will be highly influenced by the gender profile of the wider committees 

or groups where the nominations are drawn from. 

3.2 Promotions and the ‘Glass Ceiling’  

 

Table 2: Female staff by occupation and level, as percentage and number of staff in category 

  2009 2012 

ERE, CLIN & RESN 

Total 38.8%  951  / 2451 40.2%  1079  / 2684 

Level  4 45.6%  391  / 857 49.5%  472  / 953 

Levels 5 & 6 40.7%  473  / 1163 40.9%  516  / 1262 

Level 7 18.0%  71  / 395 19.4%  91  / 469 

MSA, CAO & TAE 

Total 64.3%  1812  / 2816 63.4%  1881  / 2969 

Levels 1a-2b 71.3%  887  / 1244 69.7%  914  / 1312 

Levels 3-5 59.4%  884  / 1487 58.7%  917  / 1562 

Levels 6 & 7 48.2%  41  / 85 52.6%  50  / 95 
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Overall, there has been a slow but steady improvement in the percentage of women at higher levels 

in the university, while changes at other levels have been minimal. 

This is most noticeable at the highest levels of leadership where there are now 5 women compared 
to 1 in 2009. Women also hold the great majority of professional service director positions including 
Finance, HR, Legal, Academic Registry, Student Services, International Office and Development and 
Alumni Relations.  
 

 However, these changes vary across faculties, as Table 3 shows.  

Table 3: Female academic staff at level 7 by faculty, as percentage and number of staff in each 

category 

Business & Law 23%  9  / 40 

Engineering & the Environment 4%  3  / 68 

Health Sciences 79%  15  / 19 

Humanities 41%  22  / 54 

Medicine 16%   11 / 68 

Natural & Environmental Sciences 9%  5  / 55 

Physical Sciences & Engineering 6%  5  / 77 

Social & Human Sciences 27%  22 / 83 

All Faculties 20%  92 / 464 

 

The percentages range from 79% in Health Sciences to 4% and 6% respectively in Engineering & the 

Environment and Natural & Environmental Services.  There has been a small decrease in levels 1-5 in 

the MSA, CAO and TAE career pathways; however, these pathways had high levels of women to 

begin with.  

The number of academic women appointed or promoted to level 7 (Professorial level) has been a 

cause of concern for the university for a number of years.  Monitoring of staff data in 2011 and 2012 

showed that women are less likely to apply for promotion than their male equivalents and were 

proportionality less successful in achieving promotion. The 2012/13 figures (table 4 below), show 

that there has been an improvement over the last year both in terms of applications and success 

rates.  

  In order to address these concerns, a number of initiatives were put in place in 2012/13, including: 

1. interview training for those shortlisted for promotion; 

2. Action Learning Sets;  

3. The ‘Springboard Programme’ (Career Development Training for Women).  

Awareness of the promotions process and expectations were also raised through a well-attended 

open meeting hosted by the Provost.  These development opportunities are being evaluated, with 
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initial indications being very positive (see Box 1).  There will be a longer-term follow-up to see if 

there has been any impact on career progression.  Further to this, a university-wide mentoring 

scheme is also being piloted in partnership between the Professional Development Unit and the 

E&D Team.  This will ensure that good practice is developed, and where we need to target diverse 

groups of staff we can facilitate this within the overall framework. 

Box 1: Developmental progress on women’s promotion prospects 

Analysis of the interview training provided to staff seeking promotion this year has 

shown a marked impact on the success rates: 

 Overall 66% of staff making an application for promotion to Senior 

Lecturer/Reader were successful in their application. 

 93% of staff who attended the promotion interview training were successful 

in their application.  

 55% of staff who did not attend the promotion interview training were 

successful in their application. 

 

Overall success rates for women applying for promotion to Senior Lecturer or Reader and being 

successful have improved on last year.  Table 4 below shows there is a positive trend in terms of 

women progressing to Level 6 and 7. 

Table 4: Promotion success rates by gender as percentage and number of staff in each category 

(exc. ILT): 2011-12 and 2012-13 

 2011-12 2012-131 

Level 6   

Percentage of ERE/Clinical Level 5 

staff that applied for promotion  
 9% (69/735)  11% (78/744) 

Gender balance of applicants 70% M   30% F 62% M 38% F 

Male success rate  77% (37/48)  67% (32/48) 

Female success rate  67% (14/21)  67% (20/30) 

Level 7   

Percentage of ERE/Clinical Level 6 

staff that applied for promotion 
 12% (53/433)  8% (41/513) 

Gender balance of applicants 83% M  17% F 76% M 24% F 

Male success rate  68% (30/44)  61% (19/31) 

Female success rate  67% (6/9)  70% (7/10) 

 

                                                           
1
 Level 7 figures for 2012/13 are indicative, pending ratification and approval by Senate and Council. 
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This data seems to indicate that the initiatives and awareness raising that has taken place around 

academic promotion, including the greater involvement in Athena SWAN (Section 5), has had a 

positive effect on the female promotion rates. However, the challenge to the university will be in 

sustaining this improvement and embedding the culture change needed to ensure that a longer term 

shift is achieved. 

3.2 Black and Minority Ethnic Staff (BME) 

Tables 5 and 6 show the percentage of black and minority ethnic (BME) staff in 2009 and 2012, 

including split by UK BME and Non-UK BME. The figures show that international staff make up a high 

–number of the university’s BME staff. 

Table 5: BME Staff by Occupation and Grade (2009) as percentage and number of staff in each 

category 

  2009 all BME 2009 UK 
BME 

2009 Non-
UK BME 

ERE, CLIN & RESN Total 14.0%  283  / 2020 4.9% 9.2% 

Level  4 21.2%  153  / 721 5.4% 15.8% 

Levels 5 & 6 11.3%  110  / 974 4.5% 16.8% 

Level 7 5.6%  18  / 319 4.4% 1.3% 

MSA, CAO & TAE Total 8.2%  193  / 2340 4.4% 3.8% 

Levels 1a-2b 12.9%  123  / 952 5.8% 7.1% 

Levels 3-5 5.3%  69  / 1309 3.6% 1.7% 

Levels 6 & 7 1.3%  1  / 79 1.3% 0.0% 

 
 

Table 6: BME Staff by Occupation and Grade (2012) as percentage and number of staff in each 

category 

  2012 all BME 2012 UK 

BME 

2012 Non-

UK BME 

ERE, CLIN & RESN Total 15.5%  361  / 2331 5.0% 10.5% 

Level  4 21.9%  184  / 841 5.5% 16.4% 

Levels 5 & 6 12.8%  138  / 1077 4.3% 8.5% 

Level 7 8.4%  32  / 379 5.0% 3.4% 

MSA, CAO & TAE Total 9.3%  240  / 2591 5.4% 3.9% 
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Levels 1a-2b 13.1%  141  / 1077 7.1% 6.0% 

Levels 3-5 6.8%  97  / 1426 4.3% 2.5% 

Levels 6 & 7 2.3%  2  / 88 1.1% 1.1% 

 
The issues affecting BME academic staff have been less well documented in the university, though 

there has been some national research in this area. In order to help take this work forward, and to 

prepare for the ECU’s proposed race charter mark, the Diversity Team commissioned research on 

this in 2012-13, funded by the Engineering and Physical Sciences Research Council (EPSRC). 

Dr Kalwant Bhopal (Southampton Education School) and June Jackson (Research Assistant), 

produced a report in April 2013 entitled ‘The Experiences of Black and Minority Ethnic Academics: 

Multiple Identities and Career Progression’, drawing on national and local research and have started 

to formulate recommendations which will help in the future to identify actions the university may 

want to adopt.  Initial feedback from the research highlights that many BME academic staff feel that 

race issues are hidden and need to be discussed more openly.  Although there were positive 

experiences of the university, several areas of subtle experience of exclusion and differential 

treatment were identified. In particular, subtle and sometimes quite overt experiences of a lack of 

trust, or doubt, were mentioned.  The need to work harder than comparable white staff, adhere 

strictly to rules and deadlines and the perception of a higher threshold being set for BME staff than 

for white staff were also identified.  There was some doubt that there was real equality in relation to: 

pay, particularly on appointment; experiences of exclusion from informal networking; and multiple 

issues of race, gender and associated issues, including communication style and cultural norms.  

Further consideration will be given to this once the recommendations resulting from the research 

have been clarified.  More detailed diversity statistics on all the protected characteristics can be 

requested form the Equality and Diversity Team.  

3.3 Equal Pay  

The university undertook an equal pay audit in 2010; the outcomes of this which were reported to 

Council in 2012.  However, there has not been a full analysis since 2010, although monitoring has 

continued and used where appropriate, for example in the Professorial Pay Review.  HR is currently 

making arrangements to undertake an Equal Pay analysis in 2013, with the involvement of the staff 

unions, and will report back to Council in due course. 

3.4 Athena SWAN  

The Athena SWAN Charter evolved from work between the Athena Project and the Scientific 
Women’s Academic Network (SWAN), to advance the representation of women in science, 
engineering and technology (SET).  The University of Southampton was one of the first signatories to 
the charter in 2005 and signed up to the following principles:  

 To address gender inequalities requires commitment and action from everyone, at all 
levels of the organisation 

 To tackle the unequal representation of women in science requires changing cultures and 
attitudes across the organisation 
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 The absence of diversity at management and policy-making levels has broad implications 
which the organisation will examine 

 The high loss rate of women in science is an urgent concern which the organisation will 
address 

 The system of short-term contracts has particularly negative consequences for the 
retention and progression of women in science, which the organisation recognises 

 There are both personal and structural obstacles to women making the transition from 
PhD into a sustainable academic career in science, which require the active consideration 
of the organisation 

The Equality Challenge Unit, an organisation supporting equality and diversity in the higher 

education sector, has established Athena SWAN awards.  These are graded at bronze, silver or gold 

and are given to universities as a whole and individual departments and faculties in the STEMM 

disciplines.  This recognises that change needs to be owned at all levels of the organisation if a real 

difference is to be made.  In order for the university as a whole to move from a bronze to a silver 

award, a substantive number of STEMM departments and faculties will need to have gained their 

own Athena SWAN award.   More information can be found at http://www.athenaswan.org.uk/ 

The university’s work on Athena SWAN has been very successful over the last year.  In November 

2012, six applications were submitted and five were successful, resulting in bronze awards for: 

Medicine, Chemistry, OES, ECS and the university. Biological Sciences were unsuccessful and will 

resubmit in November 2013.  

A further two applications, for Health Sciences (silver) and Engineering and Environment (bronze), 

were submitted in April 2013 and their results will be known in September 2013.  Currently a range 

of other academic units, including Physics, are developing their work on gender this year. 

The four departments now holding awards represent 23% of all university staff; 20% of female 

university staff; 25% of academic staff; 31% of female academic staff; 47% of STEMM academic staff; 

and 45% of female STEMM academic staff.  Across all STEMM units, the university has seen a steady 

increase in the female percentage of post-doc researchers since 2008, and a sharp increase in the 

percentage of female academic staff since 2010. 16% of professors are now women. 

 

The university has committed itself to obtaining a university-wide silver Athena SWAN by 2015.  OES, 

Medicine and Chemistry are also in the process of taking forward their action plans to submit for 

silver awards over the next couple of years.  For the university to be successful in its aspirations for 

silver awards and beyond, there has to be on-going effort and commitment to delivering these 

action plans.  Those universities who are already successful in this area have taken a long-term view 

of this issue and worked to ensure culture change and resource issues are addressed and embedded 

in the organisation. 

As mentioned previously, the ECU are currently consulting on an extension of Athena SWAN to 

include non-STEMM disciplines as well. The university will need to prepare for this and start to roll-

out good practice across the university.  We have already contributed to this approach, as the 

Southampton Law School and Film Studies, in the Faculty of Humanities, participated in a pilot the 

ECU commissioned in 2012. 

http://www.athenaswan.org.uk/
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The university-wide Athena SWAN team, chaired by Professor Iain Cameron, will keep an oversight 

of these issues and provide a steer to future developments. 

Athena SWAN National Conference  

This year the Diversity Team organised a national conference: ‘Athena SWAN and Beyond’. The 

conference had two excellent keynote speakers, Professors Paul Walton (University of York, where 

Chemistry have achieved a gold Athena SWAN award) and Yvonne Galligan (Queen's university 

Belfast, who have achieved a silver university Athena SWAN award), followed by several workshops 

to explore the issues related to gender equality in higher education and research. It also included Dr 

Sean McWhinnie who offered a workshop on "Embedding culture change", and the Southampton 

Law School who shared their experiences of the non-STEMM Athena SWAN pilot. 

The conference was very well attended with participants from across the UK, as well as internal 

colleagues.  Feedback from the conference was overwhelmingly positive with a strong demand for 

an annual event of this nature.  

3.4 Equality and Diversity and the REF 

Equality and Diversity has been embedded into the REF process as required by HEFCE. This has been 

overseen by the REF Equality & Diversity Group, chaired by Professor Jeremy Howells, and a range of 

work has been undertaken, including:  

 Equality and Diversity training for REF UoA Champions;  

 the development of a  Code of Practice for the selection of staff to REF 2014; 

 the establishment of  a Complex Circumstances Assessment Group to assess the 

possible reduction of outputs to be submitted according to people’s personal 

circumstances; and 

 the establishment of an appeals process. 

To date 415 individuals have submitted an application for reduced outputs and some 360 staff have 

been granted output reductions.  A comprehensive analysis of the data will be undertaken once the 

submission has been made to HEFCE. This will inform the REF Equality Impact Assessment which will 

be published in January 2014. 

4 Student Data  

A summary of the diversity of student data is attached at Appendix 3.  A key issue arising from this 

data is the disparity of experience for undergraduate minority ethnic students: 

There is evidence from 2011-12 data, presented to the University Programme committee, which 

shows that ethnicity has an effect on UG student outcomes: 

 UK minority ethnic group undergraduate students are less likely to progress from their first 

year of study and are more likely to repeat/transfer their first year of study than UK white 

students (although white students are more likely to withdraw). UK minority ethnic group 

students are also less likely to gain the highest grades (first/2:1) at undergraduate level. 

However, at PGR level, there is no substantial difference of progression by ethnicity. 

http://www.york.ac.uk/chemistry/staff/academic/t-z/pwalton/
http://www.york.ac.uk/
http://www.qub.ac.uk/schools/SchoolofPoliticsInternationalStudiesandPhilosophy/Staff/Galligan/
http://www.qub.ac.uk/
http://www.qub.ac.uk/
http://www.vitae.ac.uk/policy-practice/916-180111/Presenters/134011/Vitae-researcher-development-conference-2010-realising-the-potential-of-researchers-.html
http://www.vitae.ac.uk/policy-practice/916-180111/Presenters/134011/Vitae-researcher-development-conference-2010-realising-the-potential-of-researchers-.html
http://www.southampton.ac.uk/law
http://www.southampton.ac.uk/law
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 Nearly 1 in 10 undergraduate islands/overseas students repeat or transfer from their first 

year of study. Islands/overseas students are also more likely to withdraw than home/EU 

students.  

This and other equality data has been presented to the University Programme Committee but there 

is a need to undertake urgent work and further analysis on this issue.  It is recommended that 

equality and diversity issues for students, and in particular the issues facing minority ethnic students, 

is a key objective for 2013/14 and a report is submitted to the new E&D Advisory Committee in 

September to discuss what action needs to be taken. 

5 Good Campus Relationships and the Prevent Agenda  

As the university becomes more global and more diverse, there is a need to take an increasingly 

proactive approach to developing and facilitating good relationships between different groups, 

including in terms of religion and belief.  Further to this, the university is also required to participate 

in the government’s Prevent strategy, which aims to reduce the possibility of terrorist attacks.  The 

Registrar, Tessa Harrison, chairs a cross-university group to better understand what more the 

university can do in this area and also how we can ensure we fulfil our requirements to respond to 

any crisis situations.  The approach in the university is very much to ensure we are working to create 

good relationships across the campus and to work in partnership with all concerned, including SUSU, 

so we have good communication channels and can consider what more we need to do.  

Universities UK have launched a new initiative called Safe Campus Communities, which is primarily 

delivered as an online resource for sharing good practice in developing Good Campus Relations and 

robust Prevent processes.  Key themes emanating from a conference held on 21 May 2013 on this 

theme raised the following issues:  

 the need to engage students directly, as they often provide peer-support which could be 

vital to identifying vulnerable students requiring more comprehensive support 

 providing training for student services staff and students' union reps - including student 

societies: in supporting vulnerable students and identifying early signs of susceptibility to 

extremism 

 the need for robust processes for monitoring the use of university facilities, including on-

campus room bookings for student-run events, and incorporating social, equality and 

reputational aspects into risk assessments for all events 

 establishing with students and staff that freedom of speech and 'academic freedom' are not 

absolute rights, and should be exercised responsibly 

The university has some way to go in agreeing an approach to all these issues, but a discussion paper 

will be submitted to UEG in the autumn to take this debate forward.  

6 Engagement with and support for Diversity Groups 

The university continues to support a number of groups:  

Parents and Carers Network: The University of Southampton Parents and Carers Network held its 

inaugural meeting in May 2012.  Created by working mother and Chair of the network Lisa Then 

(Public Policy Team) with support from the Diversity Team, the Network now has 75 members (1.5% 

http://www.safecampuscommunities.ac.uk/
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of all staff) from across the university.  This is comparable to equivalent networks at other 

organisations, such as Intel. 

LGB&T Network: The University of Southampton LGB&T Network is an autonomous group for LGBT 

staff, mature students, their friends and supporters.  An action group under the sponsorship of 

Debra Humphris formed the Network in July 2010, and it has since grown to include 82 members 

(1.6% of all staff) from across the university. 

WiSET (Women in Science, Engineering and Technology): whose mission is to support women in the 

STEMM (science, technology, engineering, mathematics and medicine) disciplines to achieve their 

full potential by shaping the policies and culture of our university. 

Theano: provides a forum for women to engage with peers and learn from leaders who drive 

innovation in engineering, science and technology.  Theano's mission is to develop skills, cultivate 

professional and strategic relationships and provide inspiration; all of which can support 

empowering women to achieve their full potential. 

Appendix 4 has a summary of the activities carried out by the various networks.  

7   Wellbeing and Health, Leadership Development and Culture Change 

A key to embedding sustainable change in the university where individuals can work to their full 

potential is to create an environment where the health and wellbeing of our staff is central to the 

way we work.  This would include being more mindful on a range of issues and how they impact on 

all our staff, including stress, work life balance, and creating an environment free from harassment, 

as well as embedding the outcomes of the Reward Project currently underway.  

The results if the Staff Survey undertaken in 2012 showed that the university could benefit from 

such an approach: 

 51% of staff agreed or strongly agreed that they are "comfortable with the pressure 
placed upon [them]", but 29% disagreed or strongly disagreed. There was little difference 
between men and women. 

 51% also said that they are "able to strike the right balance between [their] work and 
home life", while 31% disagreed or strongly disagreed. Interestingly, a greater percentage 
of women answered this question positively than men. 

 
For these reasons, in 2013/14, a greater focus will be given to wellbeing and health issues.  This will 

include integrating wellbeing into the university’s leadership programme, coordinating the health 

and wellbeing initiatives across the university and capturing this in an accessible website, initiating 

and developing good practice across the university, including a specific project on mental health.  

8.  Conclusions  

There is an opportunity now to make a significant step change in the culture of the organisation, 

building on the overall progress made through initiatives, such as Athena SWAN and the work on 

promotions.  It will be challenging but essential for the university to implement such approaches 

across the board, make change sustainable, and enhance the university’s global aspirations.  
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The wellbeing agenda is intrinsically linked to developing a culture that is able to get the best from 

our staff, raise morale and decrease sickness and stress levels.  A focus on this over 2013-14 will 

bring a fresh perspective to good working relationships and to embedding fairness and equality in 

the university.  

The student data has also shown that there is an urgent need to focus on equality and diversity 

issues for students. As such, the new E&D Committee will be in a better position to ensure 

leadership on this issue across the university.  

 

9.  Recommended Priorities: 2013-14  

The priorities for 2013/14 have been identified as: 

Objectives for 2013/14 Status 

1. Explore further and identify action to be taken on addressing 
the difference in experience and outcomes for minority ethnic 
students, linking to the Widening Participation project.  

New for 2013/14 

2. Progressing Athena SWAN across the university and planning to 
achieve a Silver university award in 2015. 

Continued from 
2012/13 point 3 

3. Continuing work on overcoming the ‘glass ceiling’ for women, 
supporting the promotions agenda, establishing training and 
development activities for women.  

Continued from 
2012/13 point 2 

4. Internationalisation and Good Campus Relationships. New for 2013/14 

5. Developing Leadership capacity to promote wellbeing and 
healthy working environments.  

New for 2013/14 

6. Develop and embed governance structures.   Continued from 
2012/13 point 1 

 


