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1. LETTER OF ENDORSEMENT FROM THE HEAD OF INSTITUTION 
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Glossary of terms 

AHRC Arts and Humanities Research Council 

AHSSBL Arts, Humanities, Social Sciences, Business and Law 

AS Athena SWAN 

BME Black Minority Ethnic 

CIPD Chartered Institute of Personnel and Development  

CROS Career Researcher Online Survey 

CVP Centre for Violence and Prevention 

DVC and VC Deputy Vice Chancellor and Vice Chancellor 

E&D Equality & Diversity 

ECR Early Career Researcher 

ECU Equality Challenge Unit 

EIA Equality Impact Assessment 

FPE Full Person Equivalent 

H/C Headcount 

HEA Higher Education Academy 

HEFCE Higher Education Funding Council for England 

HPL Hourly Paid Lecturer 

IHS Institute of Health & Society 

IoA Institute of the Arts 

IoE Institute of Education 

IoH Institute of Humanities 

ISE Institute of Science and the Environment 

ISES Institute of Sport & Exercise Science 

LGBT Lesbian Gay Bisexual Trans 

PIRLS Principal Investigators and Research Leaders Survey 

SAT Self-Assessment Team 

SMT Senior Management Team 

STEMM Science Technology Engineering Mathematics and Medicine 

UCAS Universities and Colleges Admissions Service 

UCEA Universities and Colleges Employers Association 

UoA Unit of Assessment 

WBS Worcester Business School 

Data presented in this application is by Headcount as of 31st August in each academic year. Grades 

relate to UCEA/HR Coding and job roles as follows: 

G5 Research Assistant Xpert HR Level M 

G6 Research Associate Xpert HR Level L 

G7 Lecturer/Teaching Fellow/University Tutor/Research 
Fellow 

Xpert HR Level K 

G8 Senior Lecturer/Senior Teaching Fellow/Senior University 
Tutor/ Senior Research Fellow 

Xpert HR Level J 

G9 Principal Lecturer/Principal Research Fellow Xpert HR Level I 

PROF Professor UCEA Level 5A 

National comparator data is drawn from Equality in higher education: staff statistical report 2016 and 

is by FPE. 
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3. THE SELF-ASSESSMENT PROCESS 

(i) A description of the self-assessment team 

The team has dual leadership: an academic and a senior lead. Professor Elizabeth Peel, Professor of 

Social Psychology, was the Academic Lead and Dr John-Paul Wilson, Deputy Pro Vice Chancellor 

Research, Senior Lead. Representation was sought from: 

 Academic Institutes – at least one representative per Institute 

 Professional Service Departments – at least three representatives from professional staff; 

there was no expectation that all departments would be represented 

 Research staff – at least one representative 

 Research students – at least one representative 

 Professors – at least one representative 

 Human Resources – at least two representatives to include a staff member with 

responsibility for Equality & Diversity 

 Senior Executive Management – at least one member (in addition to the Senior Lead) 

Volunteers were sought in the first instance. It was decided that volunteers would not be turned 

down; consequently some areas are more fully represented than others on the team. If necessary, 

nominations were sought from the relevant Institute or Department heads. Each member has either 

a personal or professional reason for their involvement in the team, is passionate and committed to 

progressing gender equality within the University. The team includes individuals with a wide range of 

caring responsibilities which have informed the development of this application. 

Initially, the team was coordinated by a member of the Researcher Development Team but it became 

apparent that the coordination role needed more dedicated time and hence a 0.4FTE Athena SWAN 

coordinator was appointed in the summer of 2016. 

Membership of the team has changed over the last 2 years; notably there has been a change in the 

Academic Lead with Professor Maggie Andrews, Professor of Cultural History, taking over from 

Professor Peel in the summer of 2016 after her departure from the University. We have also 

established Athena SWAN “Champions” for each of the Academic Institutes with time allocated to 

this role in workload planning. 

Details of the current membership are set out in Table 3.1 below. The SAT consists of: 

 21 women and 6 men 

 14 academic & research staff; 12 professional staff (including senior leaders); 1 student 

 24 full-time staff and 3 part-time staff 

 4 BME staff 

We recognise that men and part-time staff have been under-represented on the SAT and will work to 
address this going forward (AP1.5). 
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Centre for Violence 
Prevention, Department of 
Psychological Sciences, 
Institute of Health & 
Society 

F PT Research Associate 
Member of Staff Consultation & Communication Working Group

 has worked at the University as a researcher for 10 years most recently focused 
on domestic violence. 

Registry Services F FT Assistant Registrar 
Member of Supporting Trans People Working Group 

is a UNISON representative with a strong interest in issues of equality and 
fairness. 

Sports Facilities, Institute 
of Sport & Exercise Science 

F FT Financial and Project Manager 
Member of the Staff Consultation & Communication Working Group

 is a member of the University's Joint Consultative Committee and a Unison 
Branch Equalities Officer. 

, Worcester Business School F PT Director of Research, Worcester Business School 
Member of Career Development & Transitions Working Group 

research focus is on career development and her work has explored the barriers 
and opportunities to women’s career progression. 

Senior Leadership F FT Deputy Vice Chancellor
 is the strategic lead for the University’s academic and research portfolio since 

2015. 

Finance M FT Purchasing Assistant 
Member of Staff Consultation & Communication Working Group

 feels that equality in the workplace is important across all areas of any 
organisation. 

Human Resources F FT Athena SWAN Project Coordinator (0.4 FTE) and HR Advisor (0.6 FTE) 
Secretary of SAT

 joined the University in 2015 having previously worked in Equality and Diversity 
roles in the public sector. She is a member of the ECU Athena SWAN review panel. 

Institute of Sport & 
Exercise Science 

F FT Associate Head 
Member of Organisational Culture Working Group 

is the Strategic Lead for Women in Sport and Exercise (WISE) at Worcester. 
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Department of Biological 

Sciences, Institute of 

Health & Society 

F FT Research Fellow 
Member of Career Development & Transitions Working Group 
Joint AS Champion 

is passionate about developing the skills of the next generation of scientists. 

Institute of Humanities F FT Associate Head 
Member of Career Development & Transition Working Group 
AS Champion (IoA and IoH)2 

research is focused on gender and intersectionality. She represents UCU on 
the SAT. 

Department of Sports 
Sciences, Institute of Sport 
& Exercise Science 

F FT Principal Lecturer in Sport and Exercise Psychology 
Member of the Data Analysis Working Group 
AS Champion 

joined the SAT in part because of her personal experience of returning to full time 
work after periods of maternity leave. 

Human Resources F PT Lead for Equality & Diversity
 has a particular interest in gender equality and was involved in developing a 

pilot application under the previous Gender Equality Scheme. 

Human Resources F FT Director of Personal and Organisational Development. 
Member of Career Development & Transition Working Group

 has worked in all aspects of HR and has been involved in various programmes to 
increase the proportion of women at all levels. 

Research School F FT Researcher Development Officer 
Member of Staff Consultation & Communication Working Group 

has worked at the University for 7 years, previously as a Research Assistant 
and now as a Researcher Development Officer. 

Senior Leadership M FT Deputy Pro Vice Chancellor Research 
Senior Lead and Chair of SAT 

has worked at the University for 10 years leading on REF, the Researcher 
Development Programme and HR Excellence in Research application. 

2 
The Institutes of the Arts and of Humanities were one institute until September 2017. Dr Mirza who was champion for this combined institute has retained this role across 

the two institutes for the time being. 
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(ii) An account of the self-assessment process 

The SAT was first established in September 2015. It has since met face-to-face 13 times. Its terms of 

reference were: 

 To promote gender equality across the University, including raising the profile of the AS 

Charter 

 To develop, monitor and review a delivery plan for an application for an AS Institutional 

Bronze Award 

 To receive and review data relevant to the AS agenda 

 To identify areas of good practice and areas for development in gender equality 

 To share areas of good practice in gender equality across the institution 

 To establish an action plan to address any areas for development in gender equality 

 To report to relevant committees on progress against the delivery plan and on wider gender 

equality issues (see Figure 3.2). 

Working Groups (WGs) were established as sub-groups of the SAT and met regularly (in some cases 

monthly; in others 3-4 times per year): 

 Career Development & Transitions 

 Data Analysis 

 Organisational Culture 

 Staff Consultation & Communication 

 Supporting Trans People 

The WGs functioned to drive forward key aspects of the SAT’s remit and to report back to the SAT. 
Membership of WGs was drawn from the SAT with the exception of the Support Trans People WG 

which drew on wider expertise.3 This ensured that the whole team drove forward the application. 

The SAT organised a campaign to increase understanding of and engagement with the AS Charter. 

This consisted of: 

 A poster campaign 

 Information in the University’s Weekly News Blog 

 Meetings with SMTs within academic institutes and professional departments 

 Presentations to academic Institutes by AS Champions (using materials developed by the 

SAT) 

 Meetings with the Student Union’s Executive 

 Presentations to relevant staff networks 

This campaign provided opportunity for direct consultation with various stakeholders. In addition, 

the University engaged in a number of surveys which have informed this application: 

 Staff Equality & Diversity Survey 

 CROS 

 PIRLS 

3 
Expertise was drawn from the Student’s Union, Student Services, the LGBT Network, staff and students in 

transition or with a personal experience of transition. 
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The SAT has received external support through: 

 The AS Regional Network 

 “Critical friends” (e.g. the AS Project Manager at Birmingham City University) 

 Consultancy from ECU 

 Input from partner organisations on specific issues (e.g. a Student Support Advisor from a 

partner college with expertise around Trans support) 

In addition, two members of the SAT are Athena SWAN panellists. We believe this has been critical in 

informing the development of our practice and our application. 

The SAT has 4 reporting lines (as set out in Figure 3.2). It reports to: 

 University Executive Leadership Group through the Chair and the Deputy Vice Chancellor 

primarily on strategic matters 

 Research Committee through the Chair (who is also Chair of Research Committee) and from 

there to Academic Board primarily on the academic implications of the SAT’s work 

 HR Committee through the Director of HR and from there to the Board of Governors 

primarily on matters of HR policy and practice 

 Institute Boards through the AS Champions primarily to share good practice and reflect on 

“local” practice 

Figure 3.2 SAT Reporting Structure 
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additional time based on prior research performance. Workload is a matter for ongoing discussion 

and review with line managers at annual appraisal. 

ix. Timing of institution meetings and social gatherings 

The University asks that no formal meeting takes place before 9:15 (also the start of the teaching 

day), to allow those with childcare responsibilities to drop children at school or nursery before the 

meeting. 

The meetings of Academic Board and its sub-committees are timetabled for Wednesday afternoons 

(normally starting at 1:15) as in principle there should be limited teaching timetabled for this time. 

Meetings of the Board of Governors are held primarily in the evenings and weekends to 

accommodate external governors but meetings across the working day are now being trialled. All 

Staff Meetings, led by the Vice Chancellor, are run at both main campuses, normally on different 

days and at different times. Formal social events are largely scheduled in the early evening (e.g. 

Professorial Inaugurals and other public lectures). 

x. Visibility of role models 

The proportion of women in senior management roles at the University presents a strong message 

on gender equality on a day-to-day basis. This is supported by our website and other publicity 

materials within which we strive to show diversity and emphasise equality. 

We do not systematically collect gender data on presenters at events, workshops, conferences and 

seminars (AP5.8) but the examples in Figures 5.3-5 (see also Section 7) highlight how many of our 

events showcase strong female role-models. 

Figure 5.3: Formidable Women of Worcestershire (January 2017) 
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1.7 Establish a timetable for submissions for AS and other relevant awards 

1.8 Submit for Departmental Silver Award in a minimum of 2 departments 

WORD COUNT: 5461 
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6. SUPPORTING TRANS PEOPLE 

(i) Current policy and practice 

The University is working to develop and enhance support for those who identify as trans. Our aim is 

to be a fully inclusive institution to ensure that the views of those who identify as trans are able to 

contribute to policies and support the University in establishing an agreed language and that 

guidance is available for all levels of the institution in supporting such colleagues. It has established a 

working group to drive this forward drawing on staff and students across the University, including 

individuals who have themselves identified as Trans. 

While the University has no specific policy for trans members of staff, our HR policies on Bullying and 

Harassment and our Disciplinary Procedures and our Staff Code of Conduct make reference to our 

obligations to trans staff. More broadly, the University has a range of policies that promote inclusion 

of the individual. However, it is noted that these policies need updating to refer explicitly to those 

who identify as trans (AP2.7). 

It is our intention to adopt the ECU trans equality policy and associated processes and the working 

group is working to adapt this to the Worcester context (AP2.2); in particular, the group is keen to 

explore wider more inclusive language and concepts such as gender identity and fluidity. 

The University has: 

 a well-established LGBT staff network which provides support and guidance for staff and which 

has organised a range of events on LGBT issues such as Hate Crime. 

 piloted a Transgender Education and Support Programme with a number of student cohorts 

focused on increasing understanding of the trans community and the prejudices and 

discrimination routinely experienced (AP6.5). 

 ‘Gender Neutral’ bathroom facilities across all its sites. 
 ensured its recruitment processes allow applicants to identify as other than male or female. 

Despite the range of support available, further work is required in raising awareness, and introducing 

processes to support students and staff identifying as trans. 

(ii) Monitoring 

The number of staff who have voluntarily disclosed as trans is very small. The University recently 

sought information on trans staff through its E&D survey and their experience of our policies and 

processes. The numbers identifying as trans through the survey are similarly very small, although 

more staff preferred not to specify a gender identity. We recognise that staff are unlikely to 

“disclose” even in this anonymous setting. Based on data from the 2012 Equality and Human Rights 
Commission which suggested approximately 1% of the population identify as gender variant, the 

number of staff who identify as trans is likely to be much higher than suggested by the survey. 

Moving forward, the University will ensure that consideration of trans staff is built into EIAs of all 

policies (AP2.1). 

(iii) Further work 

A range of initiatives have been identified to support those who disclose as trans but training and 

awareness raising for staff has been identified as a priority (AP6.3). This will include: 

 Updating of online Equality & Diversity training modules 
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7. FURTHER INFORMATION 

The University has a long established tradition of supporting women's history for those studying at 

the University and in the wider community. For over 20 years a Women's History Network Midlands 

Region Annual Conference has been held at the University. 

In September 2014, we held the National Conference for the Women's History Network with over 

200 delegates - with speakers from universities across the world mingling with volunteers and 

workers from museums and community-history organisations across the West Midlands. 

We have also been involved in a number of other projects: 

 2015 was the Centenary of the Women's Institute Movement so we hosted an exhibition, 

activity day and events at The Hive with assistance and support from the Worcestershire 

County Federation of Women's Institutes. 

 As part of the AHRC WWI Hub led by Birmingham University, Professor Maggie Andrews was 

funded to work with women's groups, Women's Institutes and other community groups 

looking at Worcestershire women who volunteered in the war and became citizens and 

voters afterwards. 

 Professor Andrews also worked with undergraduate and postgraduate students to produce a 

History of Women in 100 objects due for publication early next year. 

 The University has established a Women’s Legal History project (part of the wider First 100 

Years project). 

Women in Sport & Exercise (WISE) is a cross-institution network of staff and students advocating 

gender equality in all areas of sport and exercise. In addition to organising sporting and exercise 

activities, lectures, events and workshops, it is also the focus for research in this area. 

WORD COUNT: 253 
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8. ACTION PLAN 

Our action plan covers the period from November 2017 to November 2021. It is organised into 6 

sections as follows: 

1. Strategy, Governance & Culture 

2. Policy & Practice 

3. Career Progression 

4. Communication & Consultation 

5. Data 

6. Training & Development 

Whilst all actions identified below are important, we have prioritised actions based on a combination 

of the urgency of the action and what we perceive as the level of its importance. The priority is 

represented by the following colour coding: 

1. Red: urgent and of high importance 
2. Blue: of high importance 
3. Green: of importance 
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broaden expertise, to support 
succession planning and to ensure 
wider distribution of workload 

 specify role of group to oversee the 
implementation of AS action plan 

 specify role of group to further raise 
awareness of Athena SWAN Charter 

 specify role of group to advise 
departments on AS award 
applications 

1.6 Establish a Carers’ Network to examine how 

support could be given across the care life 

cycle 

Jan 2018 Sep 2019 Chair of SAT Network established. Network to: feed into E&D 

Strategy Group; review relevant policies and make 

recommendations for development; establish a 

programme of awareness-raising. 

1.7 Establish a timetable for submissions for AS 

and other relevant awards 

Jan 2018 Dec 2018 Chair of SAT Timetable for further institutional and departmental 

applications established 

1.8 Submit for Departmental Silver Award in a 

minimum of 2 departments 

Jan 2019 Nov 2021 Chair of SAT 

working with 

Heads of 

Institute 

Applications submitted, likely in Nov 2020 and Nov 

2021. 
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Management, Computing 

 Shortlisting 

2.6 Review and revise appraisal processes Feb 2018 Jun 2019 Director of HR Review scheme in summer 2018; finalised scheme to 

be launched in summer 2019 

2.7 Update all relevant policies to include 

specific reference to Trans 

Sep 2018 Sep 2019 E&D Lead (HR) Updated policies in place. 

2.8 Review the process for appointing 

maternity/adoption cover posts to ensure 

that there is opportunity for handover at 

either end of maternity/adoption leave 

Jan 2018 Sep 2018 Director of HR Significant majority of maternity/adoption cover posts 

in place 1-month ahead of leave being taken with a 

minimum of 1-month handover at the end 

(recognising that changes in leave taken will impact on 

this). 

2.9 Review mentoring scheme to assess impact 

and effectiveness 

Jan 2018 Sep 2019 Staff 

Development 

Lead (HR) 

Review complete; recommendations from review 

acted on. 

2.10 REF 2021 E&D Group to inform development 

of Code of Practice for Staff Selection in REF 

2021 

Jan 2018 Dec 2018 Deputy Pro Vice 

Chancellor 

Research 

Code of Practice finalised (date may vary dependent 

on the requirements of REF 2021) and fully reflective 

of E&D. 

2.11 Evaluate effectiveness of the new research 

mentoring scheme 

Jan 2019 Sep 2019 Deputy Pro Vice 

Chancellor 

Research 

Scheme launched in Jan 2018; evaluation undertaken 

after 1 year of new scheme; report and 

recommendations for future of the scheme submitted 

to Research Committee in Jun 2019; revised scheme in 

operation and staff engaging 

2.12 Review the arrangements in place for career 

breaks, and develop a formal policy and 

guidance, along with appropriate support for 

managers and communication methods 

Sep 2018 Sep 2019 Deputy Director 

of HR 

New policy approved and in place; associated 

guidance available and associated training if 

appropriate. 

2.13 Develop clear frameworks for the delivery of 

outreach that will support consistent and 

transparent reporting of staff engagement 

Sep 2018 Sep 2019 Director of 

Access & 

Inclusion 

Framework established; data on participants and staff 

engagement collected. 
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and participant data 

2.14 Review Flexible Working Policy and amend 

to reflect specific challenges of transitioning 

from part-time back to full-time work 

Sep 2018 Sep 2019 Director of HR Revised policy approved and in operation; revised 

policy communicated effectively to staff. 

2.15 Develop guidance for those transitioning 

back to full-time work drawing on best 

practice (e.g. guidance from Daphne Jackson 

Trust) 

Sep 2019 Sep 2020 E&D Lead (HR) Guidance developed; guidance communicated 

effectively to staff. 
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3.6 Develop further guidance for Heads of 
Institute and Department for how to 
support part-time staff to enable them to 
develop and apply for promotion 

Dec 2017 May 2018 Deputy Director 

of HR 

Guidance developed; Heads of Institute and 

Departments engage with guidance; increase in 

numbers of part-time staff applying for promotion. 

3.7 Identify potential barriers for part-time Jan 2018 Dec 2018 Deputy Director Project undertaken and completed; recommendations 
staff applying for promotion to G9 and of HR developed for subsequent campaign and/or for 
Professor revisions to promotion process. 

3.8 Develop a campaign targeted at part-time 
staff around promotion drawing on the 
outcome of this exercise 

Jan 2019 Jun 2019 

(and 

ongoing) 

Deputy Director 

of HR 

Campaign launched; increased number of applications 

for promotion at G9 and Professor from part-time 

staff. 

3.9 An analysis of those on fixed-term Jan 2018 Mar 2018 Deputy Director Analysis complete and feeds into statutory gender pay 
contracts, particularly HPLs and research of HR reporting. 
staff 

3.10 Further analysis of any gap of 3% or higher Jan 2018 Mar 2018 Deputy Director 

of HR 

Analysis complete and feeds into statutory gender pay 

reporting. 

3.11 Ensure that engagement in outreach Sep 2018 Sep 2019 Deputy Vice Outreach an explicit area for recognition in promotion 

activities is an explicit category of evidence Chancellor and reward process. 

in promotion criteria 
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5.7 Collate data on staff engaged in outreach 

centrally by grade and gender 

Sep 2018 Sep 2019 Director of 

Access & 

Inclusion 

Process for collecting data in place; data collected for 

2018/19. 

5.8 Collect data systematically on presenters at 

conferences, workshops, lectures and other 

public events by gender 

Dec 2017 Sep 2018 Director of 

Communications 

and 

Participation 

Data collected and reported on according to an 

agreed timetable. 

5.9 Record KIT Days centrally Jan 2018 Sep 2018 E&D Lead (HR) Data collected and reported on according to an 

agreed timetable. 
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