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Athena SWAN Bronze department award application  
 
Name of university: Newcastle University  
 
Department: School of Agriculture, Food and Rural Development 
 
Date of application: April 2014 
 
Date of university Bronze and/or Silver Athena SWAN award: November 2012 (Bronze) 
 
Contact for application: Dr Nicola Thompson (please note on maternity leave March – September 
2014).  During leave please contact Dr Sharron Kuznesof.  
 
Email: nicola.thompson@ncl.ac.uk  
sharron.kuznesof@newcastle.ac.uk 
 
Telephone: 0191 222 3594 
 
Departmental website address: http://www.ncl.ac.uk/afrd/ 
 
Athena SWAN Bronze Department awards recognise that in addition to university-wide policies 
the department is working to promote gender equality and to address challenges particular to the 
discipline. 
 
Not all institutions use the term ‘department’ and there are many equivalent academic groupings 
with different names, sizes and compositions. The definition of a ‘department’ for SWAN purposes 
can be found on the Athena SWAN website. If in doubt, contact the Athena SWAN Officer well in 
advance to check eligibility. 
It is essential that the contact person for the application is based in the department. 

 
Sections to be included 
At the end of each section state the number of words used. Click here for additional guidance on 
completing the template. 
  

mailto:nicola.thompson@ncl.ac.uk
mailto:sharron.kuznesof@newcastle.ac.uk
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1. Letter of endorsement from the head of department: maximum 500 words 
 
An accompanying letter of endorsement from the head of department should explain how the 
SWAN action plan and activities in the department contribute to the overall department strategy 
and academic mission.  
 
The letter is an opportunity for the head of department to confirm their support for the 
application and to endorse and commend any women and STEMM activities that have made a 
significant contribution to the achievement of the departmental mission. 
 
2. The self-assessment process: maximum 1000 words 
 
Describe the self-assessment process. This should include: 
 

a) A description of the self assessment team: members’ roles (both within the department 
and as part of the team) and their experiences of work-life balance; 

 
In March 2013 the self-assessment team (SAT) was formed with its primary role to gather and analyse data 
on gender issues; coordinate consultation with staff and students; identify areas for improvement to 
ensure adherence to the principles of the Athena SWAN charter, cultivate an action plan (AP) to maintain 
and support gender equality issues and establish a process for evaluation of progress against the action 
plan.  The initial SAT membership includes 10 staff who represent a diversity of job roles, responsibilities 
and contracted hours of employment.   

 
Dr Nicola Thompson is a Lecturer in rural development.  She chairs the SAT meetings.  In additional to 
lecturing and research duties in rural development she is the Chair of the School’s Impact and Engagement 
Committee and a member of the School’s Executive Committee.  She joined the School in 2003 and in 
2011/12 she took maternity leave when her first child was born.  She will be taking a second maternity 
leave in 2014.  Nicola has worked 0.6 FTE since 2010. 
 
Dr Andrew Beard is a Lecturer in Agriculture.  His research and teaching focuses on the reproductive 
physiology of farm animals.  Andrew serves as Senior Tutor in the School.  He has two school age children. 
 
Ms Gillian Butler is a Senior Lecturer in the School specialising in organic and low input agricultural 
systems.  She has been in post since 1997 following a career in industry.  Gillian splits her work time 
between the Newcastle campus and one of the two farms run by the School.  
 
Ms Tina Huddart is the Academic Administrator in the School.  She manages the administrative functions 
and staff in addition to the day to day management of learning and teaching activities within the School.  
Tina has also conducted research on diversity issues running projects on internationalisation in higher 
education that have focused on student experience and perception. In 2011/12 she took a period of 
maternity leave. 
 
Dr Dawn Jones is member of staff based on Newcastle University’s Singapore campus.  It has proven 
difficult to incorporate Dawn into team meetings due to time differences however she has contributed 
feedback to the final submission document.  
 
Dr Sharron Kuznesof is a Lecturer in the School.  She directs an MSc degree in Advanced Food Marketing 
and conducts research on the food consumer.  In 1999 Sharron had a period of maternity leave and 
returned to work 0.6 FTE.  A second maternity leave followed in 2002.  Once her children were at school 
she increased to 0.8 FTE and at the end of 2013 she returned to a 100% contract. 
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Mrs Michelle Palmer is the secretary to the SAT.  Michelle had a baby in 2011 and returned to work on a 
0.65 FTE contract. In her role as PA to the Head of School she administers the HR records for the School. 
 
Professor Chris Seal holds a Chair in Food and Human Nutrition.  Between July 2013 and March 2014 he 
was acting Head of School (HoS) and has been part of the SAT during this time.  Before this the previous 
Head of School, Dr Alan Younger, was part of the team.  In March the School welcomed a new externally 
appointed Head of School (Professor Rob Edwards) who will now form the membership of the SAT.   
 
In addition to the input from the SAT two other members of administrative staff have provided support and 
input into this application:  
 
Mr Steve Hall has assisted in the production of the statistical tables. 
 
Mrs Yvonne Turnbull provided initial information on the workload model. 
 

b) an account of the self assessment process: details of the self assessment team meetings, 
including any consultation with staff or individuals outside of the university, and how these 
have fed into the submission; 
 

Table 1: SAT meeting dates and discussion themes 
 

Date Meeting Theme 

March 2013 The membership of the SAT and how to involve the wider School including those 
based in Singapore 

April 2013 Initial analysis of basic staff and student data 

May 2013 Outcomes of consultations with students on taught programmes and discussion of 
initial self-assessment exercise  

July 2013 School based policies on gender and equality  

September 2013 Preparing consultation with all School staff 

Oct 2013 Feedback from School consultation exercise and implications for action planning 

Dec 2013 and Jan 
2014 

Application drafting and discussion of commentary  

Feb 2014 Drafting the Action Plan 

March 2014 Final comments on advanced draft and implementing the action plan 

 
Since March 2013, the SAT has met 10 times and all committee members have been involved in the 
drafting of this application.  All the paperwork and application drafts have been available to all the team 
members via a shared drive to promote collaboration.   
 
The process has involved the opportunity for all staff and students in the School to voice their opinion on 
the issues and to suggest actions.  For the undergraduate and postgraduate taught community this was 
done through a briefing and discussion session in the relevant staff student committees (Spring Term 
2013).  Postgraduate researchers were consulted during the monthly PGR coffee mornings.  For staff, a 
presentation was followed by a discussion session at a School meeting which is open to all staff in the 
School (Sept 2013).  In addition to providing specific opportunities for feedback at meetings the School has 
sought to raise awareness of equality and diversity issues through: 
 

 Banners and publicity materials around School premises 

 Emailing information to staff and students raising awareness of the application 

 Reviewing and improving the quality of information on relevant policies in student handbooks and 
internal staff information sources 
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The draft application has also been discussed in a wider University forum (Faculty Diversity Group) in which 
the School received useful feedback and a number of SAT members have been in regular consultation with 
staff in other Schools looking to share good practice.   

 

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

 
The SAT will continue to meet on a bi-monthly basis using an amended terms of reference and slight 
change in committee membership that reflects the prioritisation and importance of Action Plan 
implementation.  It is now an established School level committee and the Chair reports directly to the 
School Executive Board under a standing item on diversity and equality issues.  There are also formal 
monitoring links between the SAT and the Boards of Studies within the School.   

[Word count:885 excluding table] 
 

3. A picture of the department: maximum 2000 words 
 
 (a) Provide a pen-picture of the department to set the context for the application,  
  outlining in particular any significant and relevant features. 
 
The School of Agriculture, Food & Rural Development (AFRD) is one of ten Schools in the Faculty of Science, 
Agriculture and Engineering at Newcastle University (NU).  We are unique in the UK in terms of our 
multidisciplinarity and since the unit spans the social and natural sciences with considerable overlap 
between disciplines, it has been challenging to extract and classify data for STEMM staff and students.  Now 
established, however, we have protocols which will underpin monitoring by the SAT in the future.    
 
AFRD is based on the Newcastle site but includes a Singapore campus and runs two farms.  Within the 
School there are nine single honours undergraduate programmes.  STEMM degrees for inclusion are:  
 

 Agriculture (A) 
 Animal Science (AS)  
 Environmental Science (ES) 
 Food and Human Nutrition (Newcastle) (FHNNcl) 
 Food and Human Nutrition (Singapore) (FHNSing) 

 
At postgraduate taught level AFRD manages eight programmes.  STEMM degrees for inclusion are: 
 

 Agriculture and Environmental Science (AES) 

 Applied Animal Behaviour and Welfare (AABW) 

 Biodiversity Conservation and Ecosystem Management (BCEM - suspended in 2013/14) 

 Environmental Resource Assessment (ERA) 

 Medicinal Plants and Functional Foods (MPFF) 

 Organic Farming and Food Production Systems (OFFPS) 
 
At postgraduate research level, it has been difficult to separate social and natural sciences students and 
therefore a whole School perspective has been taken.   
 
We are applying for a Bronze Award on the basis that the School has an established foundation of 
encouraging female participation, eliminating gender bias and developing an inclusive culture that values 
all staff.  Our aim is that with a more structured approach and working to agreed School objectives in our 
Action Plan (AP), we will become a leader in diversity and equality management.  

http://www.ncl.ac.uk/afrd/study/undergrad/sitnutrition/index.htm
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 (b) Provide data for the past three years (where possible with clearly labelled graphical 
  illustrations) on the following with commentary on their significance and how they 
  have affected action planning. 
 
Student data 
 
(i) Numbers of males and females on access or foundation courses – comment on the data 
 and describe any initiatives taken to attract women to the courses.  
 
No Access or Foundation courses.  
 

(ii) Undergraduate male and female numbers – full and part time – comment on the 
 female:male ratio compared with the national picture for the discipline.  Describe any 
 initiatives taken to address any imbalance and the impact to date.  Comment upon any 
 plans for the future. 
 
Table 2: Stage 1 Registrations for UG STEMM Degrees 
 
Academic Year  2011/12 2012/13 2013/14 

Male 44 (29%) 57 (40%) 52 (37%) 

Female 109 (71%) 85 (60%) 87 (63%) 

 
Table 3: UG STEMM Registrations by degree programme 
 
Degree Programmes 2011/12 2012/13 2013/14 

M F M F M F 

A 25 (78%) 7 (22%) 33 (75%) 11 (25%) 29 (74%) 10 (26%) 

AS 1 (5%) 19 (95%) 2 (10%) 18 (90%) 3 (14%) 18 (86%) 

ES 7 (32%) 15 (68%) 7 (58%) 5 (42%) 6 (75%) 2 (25%) 

FHN(Ncl) 6 (22%) 21 (78%) 1 (6%) 14 (94%) 4 (21%) 15 (79%) 

FHN(Sing) 5 (10%) 47 (90%) 14 (27%) 37 (73%) 10 (19%) 42 (81%) 

 
Table 2 shows that consistently more females than males register on UG programmes.  At individual degree 
level (Table 3) all but one of our UG degrees admits more female entrants, Agriculture (A), where female 
registrations have slowly been increasing but still remains low.  Initial investigations on this imbalance have 
failed to draw any definite conclusions, therefore further review is required [AP:2.4].  For Animal Science 
(AS) and Food & Human Nutrition (FHN) the number of male registrations is low and further examination to 
increase recruitment of male students needs addressing [AP:2.5].  For Environmental Science (ES) the 
picture before 2011/12 shows a relatively even intake of male:female students (10/11–9M/8F; 09/10–
9M/9F; 08/09–10M/10F), with the decline in applications/registrations requiring further investigation 
[AP:2.6], however applications for entry in 2014/15 have risen over 40% with the introduction of the 
Master of Environmental Science (MEnv).  National benchmarking1 for 2011/12 indicates more females 
(64.3%) are in full time study compared to males (35.7%) similar to AFRD breakdowns.   

 
Part-time (PT) students in AFRD is low (almost non-existent) with those studying in this mode moving from 
FT to PT for a specific reason.  Recent examples include a male who played sport at a semi-professional 
level and several cases of females taking maternity leave and returning to study PT.  Student numbers 
within NU for 2013/143 indicate that there were only 53 PT undergraduate students, compared with 15,854 
studying FT.   
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(iii) Postgraduate male and female numbers completing taught courses – full and part time – 
 comment on the female:male ratio compared with the national picture for the discipline.  
 Describe any initiatives taken to address any imbalance and the effect to date.  Comment 
 upon any plans for the future. 
 
Table 4: Total Registrations for PGT STEMM Degrees 
 
Academic Year  2011/12 2012/13 2013/14 

Male 15 (27%) 19 (42%) 17 (29%) 

Female 40 (73%) 26 (58%) 42 (71%) 

 
Table 5: PGT STEMM Registrations by degree programme  
 
Degree Programmes 2011/12 2012/13 2013/14 

M F M F M F 

AABW 2 (13%) 14 (87%) 2 (25%) 6 (75%) 3 (15%) 17 (85%) 

AES 2 (33%) 4 (66%) 5 (71%) 2 (29%) 4 (44%) 5 (66%) 

BCEM (suspended 12/13) 7 (47%) 8 (53%) 4 (44%) 5 (66%) 0 0 

ERA 1 (33%) 2 (66%) 2 (33%) 4 (66%) 2 (29%) 5 (72%) 

OFFPS 2 (50%) 2 (50%) 2 (66%) 1 (33%) 3 (33%) 6 (66%) 

MPFF 1 (9%) 10 (91%) 4 (33%) 8 (66%) 5 (36%) 9 (64%) 

 
More females than males are registered on AFRD PGT programmes (Table 4).  The drop in female numbers 
for 2012/13 coincided with the University increasing its PGT fees although it is uncertain if this was the 
main reason given male registrations increased slightly during this year.  Fee increases may also have 
accounted for the low student intake on AABW, which draws students from industry looking for enhanced 
professional development. 
 
Table 5 shows variation in male and female registrations.  HESA4 data 2011/12 showing NU key competitors 
(Leeds–54F/11M; London Metropolitan–50F/17M) indicates the gender profile of students on MPFF is 
similar to that of other institutions who offer UG nutrition degrees (see Table 3, FHNNcl).  For AABW, HESA4 
data in 2011/12 shows institutions offering animal science degrees favour female participation (Edinburgh–
31F/7M; Bristol–20F/3M).  This also reflects the profession nationally of veterinary sciences which is female 
dominated.  Benchmarking data1 for 2011/12 (ERA/AES/BCEM/OFFPS) indicates that more females (56.6%) 
than males (43.4%) undertake this type of study.  Whilst our statistics show female participation on PGT 
degree programmes is steady, given the large number of programmes the School runs, more could be done 
to improve overall registrations and therefore will require further review and action [AP:2.3]. 

 
Table 6: Total Part time registrations PGT STEMM  
 
Academic Year 2009/10 2010/11 2011/12 2012/13 2013/14 

Male 1 1 1 2 4 

Female 1 4 8 2 10 

 
PT study is more common at PG level within AFRD and across Newcastle University3 (2013/14–
1834FT/1295PT).  Growth of PT student numbers is relatively small but rising; therefore 5 years of 
registrations are shown (Table 6).  National benchmarking1 indicates that females (54.8%) are more likely to 
undertake PT studies than men (45.2%) and AFRD will need to put in place a number of actions to maintain 
and increase its numbers [AP:2.3]. 
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(iv) Postgraduate male and female numbers on research degrees – full and part-time – 
 comment on the female:male ratio compared with the national picture for the discipline. 
 Describe any initiatives taken to address any imbalance and the effect to date.  Comment 
 upon any plans for the future.  
 
Table 7: FT PGR STEMM Registrations – all stages 
 

Academic Year 2009/10 2010/11 2011/12 2012/13 2013/14 

Male 20 (65%) 23 (61%)  23 (58%)  27 (59%)  18 (50%) 

Female 11 (35%) 15 (39%) 17 (42%) 19 (41%) 18 (50%) 
 

Table 8: PT PGR Registrations – all stages 

 

The number of FT PGR students within AFRD is small and therefore 5 years of data is shown indicating a 
steady increase of female registrations (Table 7).  Whilst the majority of PGR students registered are male, 
this does not reflect national benchmarking1 (2011/12) showing more females (54.8%) than males (45.2%) 
studying.  The steady increase in female registrations may have been the result of efforts within the School 
to ensure the positive inclusion of female researchers in marketing material and the active recruitment of 
promising female PGT students.  The number of PT registrations within AFRD is very small (Table 8) and 
fluctuates from year to year, with most female students undertaking PT study aligned to the social sciences.   
 
Overall AFRD are making small steps in increasing female PGR registrations (FT/PT) but a more structured 
approach needs to be established in order to maintain and improve this situation [AP:2.1,2.2]. 
 

(v) Ratio of course applications to offers and acceptances by gender for undergraduate, 
 postgraduate taught and postgraduate research degrees – comment on the differences 
 between male and female application and success rates and describe any initiatives taken 
 to address any imbalance and their effects to date.  Comment upon any plans for the 
 future.  
 

Table 9: Applications, Offers and Acceptances – UG/ PGT/ PGR 
 
 UG PGT PGR 

11/12 12/13 13/14 11/12 12/13 13/14 11/12 12/13 13/14 

F Apps 321 253 291 193 185 210 80 77 108 

M Apps 
 

261 182 247 195 222 302 155 186 174 

F Offer 242 
(75%) 

198 
(78%) 

222 
(76%) 

164 
(84%) 

131 
(70%) 

158  
(75%) 

32  
(40%) 

28  
(36%) 

48  
(44%) 

M Offer 181 
(69%) 

142 
(78%) 

194 
(79%) 

145 
(74%) 

147 
(66%) 

203  
(67%) 

59  
(38%) 

54  
(29%) 

51  
(28%) 

F Reg 109 
(45%) 

85  
(42%) 

87  
(39%) 

40  
(24%) 

26  
(20%) 

42 
(27%) 

5 
(15%) 

4 
(14%) 

9 
(16%) 

M Reg 54  
(30%) 

57  
(40%) 

52  
(26%) 

15  
(10%) 

19  
(13%) 

17 
(8%) 

4 
(7%) 

6 
(11%) 

5 
(10%) 

 
At UG level AFRD receives more female than male applications (Table 9) with 70-80% all applicants 
receiving an offer (male and female).  Whilst the statistics suggest we are attracting female applicants who 

Academic Year  2009/10 2010/11 2011/12 2012/13 2013/14 

Male 5 (50%) 4 (57%) 3 (60%) 6 (66%) 6 (66%) 

Female 5 (50%) 3 (43%) 2 (40%) 3 (33%) 3 (33%) 
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are capable of meeting their offer grade, there has been a slight downward trend over the past three years  
in female registrations (a similar situation with male offers to registration across the same time period).  
Initial investigations reveal no identifiable reasons as to why this is happening therefore closer examination 
is required on applicants’ decision making process, marketing and conversion activities within the School 
[AP:1.2,2.4,2.5,2.6].  
 
There are more male applications than female for PGT (Table 9) which predominantly relates to the large 
number of overseas applications we receive, particularly from developing countries where female 
participation is not as actively encouraged.  However, those proportionally more females than males who 
apply are given an offer of study.  PGT registrations is low in both genders therefore regular monitoring and 
review, conversion activities and consideration of alternative course delivery to increase and convert PGT 
students (female/male) [AP:1.2,2.3]. 
 
Table 9 for PGR reflects the large number of overseas applications, with more males and females applying 
but females are more likely to be given an offer of study.  In 2013/14 AFRD was awarded a number of 
collaborative studentships attracting quality female applicants which reflects the jump in both applications 
and offers compared with 2012/13.  The number of registrations each year for female/males is small but 
steady however continued monitoring and review is required to ensure this position is maintained and 
enhanced [AP:1.2,2.1,2.2]. 
 

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

Table 10: UG STEMM Degree Classifications  
 

Academic 
Year 

 

First class 
honours 

Upper second 
class honours 

(2.1) 

Lower second 
class honours 

(2.2) 

Third class 
honours/Pass 

(3rd) 

Total Numbers 

Male Female Male Female Male Female Male Female  M F 

2010/11 
4  

(13%) 
2  

(5%) 
16  

(50%) 
26  

(59%) 
10  

(31%) 
15  

(34%) 
2  

(6%) 
1  

(2%) 
32 44 

2011/12 
4  

(12%) 
2 

(5%) 
16  

(48%) 
30  

(70%) 
11  

(33%) 
11  

(26%) 
2  

(6%) 
0  

(0%) 
33 43 

2012 /13 
0  

(0%) 
5  

(5%) 
25 

(60%) 
51 

(54%) 
17 

(40%) 
37 

(39%) 
0 

(0%) 
2 

(2%) 
42 95 

Overall 
Average 

7% 5% 53% 59% 36% 35% 4% 2% 
  

 
Whilst females comprise the majority of most UG degrees (Table 10), they receive proportionally fewer 
First class degrees.  Of the five First class degrees in 2012/13, four were awarded to FHNNcl.  Averaged over 
a three year period a higher proportion of female students achieve 2:1 degree awards (59%) compared to 
males (53%), although there was a shift in 2012/13 with proportionally more males achieving 2:1 awards.  
There were no gender differences in the award of 2:2 degrees.  Females overall received fewer 3rd class 
degrees.  In 2012/13 AFRD graduated its first cohort of FHNSing students, hence the increase in female 
total numbers.  
 
National benchmarking1 in 2011/12 indicates that females (72.9%) are awarded more First class degrees 
than males (27.1%) and for 2:1 and 2:2 degrees again females (69.9%/62.9%) compared to males 
(30.1%/37.1%) were in the majority.  At Third class level females (60%) are in the higher percentage 
compared to men (40%) the opposite in AFRD.   
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Initial investigations on the differences between genders were focused on the entry grades of students, 
ascertaining if this could affect final degree classification.  However this becomes very difficult to analyse 
given the diverse range of backgrounds and student motivation during their studies.  Review of application 
processes, subsequent registrations and support mechanisms during studies will be required (female/male) 
[AP:1.2,2.7]. 

 
Table 11: PGT STEMM Degree Classification 
 
Academic 
Year 

Dist Merit Pass Not Awarded 
(p/t studies) 

Other Award Total 

M F M F M F M F M F M F 

2010/11 4 
(15%) 

4 
(20%) 

10 
(38%) 

9 
(45%) 

7 
(27%) 

6 
(30%) 

4 1 1 0 26 20 

2011/12 4 
(20%) 

12 
(27%) 

6 
(30%) 

20 
(44%) 

6 
(30%) 

12 
(27%) 

4 1 0 0 20 45 

2012/13 0 
(0%) 

11 
(31%) 

8 
(38%) 

15 
(42%) 

7 
(33%) 

7 
(19%) 

6 
 

3 0 0 21 36 

Overall 
Average 

12% 27% 36% 44% 30% 25%       

 
PGT degrees awarded (Table 11) indicate that in general females are achieving higher levels of MSc awards 
than their male counterparts.  Whilst the students not passing their MSc are negligible, fewer males than 
females receive Distinction and Merit awards.  AFRD’s PGT degrees do attract large numbers of overseas 
students and in 2012/13 of the 57 registered, 43 did not have English as their first language (21 female).  
Further analysis shows that of the 11 Distinction awards, only 2 of these were given to international 
students.  More could be done then to support these students who come with diverse cultural and 
educational backgrounds and further review and implementation of actions is required [AP:1.2,2.7]. 
 
Numbers of students studying PT are very small (Table 6) and appear to make no difference on the award 
of final degree.  National benchmarking1 for 2011/12 only reports on students who have qualified for a 
degree, rather than degree classification as shown above.  However, the statistics show larger numbers of 
females (57.8%) passing their MSc compared to males (42.2%). 
 

Table 12: PGR awards by gender and year 

Year Male Female % female 

2010/11 4 1 20% 

2011/12 4 1 20% 

2012/13 6 3 33% 

PGR students receiving their award over a three year period are very small but show an increase in degrees 
obtained by females (Table 12).  For 2013/14, AFRD had 14 students’ registered (9 females) therefore there 
is the expectation by the time of completion (3-4 years) the % of females receiving their award will rise to 
nearly 64% (national benchmark1 56% for “agriculture & related subjects”).  Additional monitoring and 
review will be required to ensure that these targets are met [AP:1.2,2.1,2.2]. 
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Staff data 
 

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

 
Table 13: Female:Male ratio academic and research staff splits 
 

Academic 
Year 

Male  
Academic 

Female  
Academic 

Male 
Research 

Female 
Research  

Male % 
Academic/ 
Research 

(of total staff) 

Female % 
Academic/ 
Research  

(of total staff) 

Combined 
% 

Total 
staff  
(inc. 

academic 
& 

research) 
2010/11 27 12 8 16 29% 23% 52% 120 

2011/12 32 13 11 12 34% 20% 54% 125 

2012/13 30 20 6 12 29% 26% 55% 123 

 
Given the interdisciplinary nature of the School it was not possible to separate natural science staff and 
therefore the statistics above (Table 13) include all staff.  In 2012/13 AFRD employed 68 staff on Teaching & 
Research (T&R) and Teaching & Scholarship (T&S) contracts which represented 55% of the total staff.  The 
remainder of staff numbers consist of farm, technical and administrative staff.  The increase in female 
academic staff for 2012/13 was as a result of the School appointing a number of 2 year T&S contracts, to 
cover academic staff leavers.  National benchmarking2 indicates that females (43.8%) are underrepresented 
compared to males (56.2%) showing similarities in AFRD.  
 

Table 14: Gender ratios between academic and research staff 
 
 Researcher Lecturer Senior Lecturer Reader Professor 

Academic 
Year 

M F M F M F M F M F 

2010/11 8 16 7 6 12 4 3 0 5 2 

2011/12 11 12 10 7 13 5 3 0 5 2 

2012/13 6 12 12 13 10 5 4 0 4 2 

 
Gender ratio statistics for AFRD (Table 14) indicate that females are underrepresented at the Senior 
Lecturer and Professorial level.  At Lecturer level the gender split is more even and at Researcher (RA) level 
females dominate these positions.  Initial observations indicate that whilst we employ more female 
researchers they rarely apply for positions of Lecturer/Senior Lecturer level, a similar situation in the 
transition from Lecturer to Senior Lecturer.  The School is therefore reviewing processes linked to 
recruitment of staff and implementing appropriate procedures to encourage females (all grades) to apply 
for promotion [AP:3.1,4.1,5.2].  A number of mechanisms will be put in place such as improving data 
collection to support Personal Development Reviews (PDRs), promoting existing mentoring opportunities 
and implementation of procedures for RA career progression [AP:1.1,3.4,4.1,4.2].  
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(ii) Turnover by grade and gender – comment on any differences between men and 
women in turnover and say what is being done to address this.  Where the 
number of staff leaving is small, comment on the reasons why particular 
individuals left. 
 

Table 15: Staff Leavers 2010/11 to 2012/13 
 

Academic 
Year 

Gender Support Researcher Lecturer Senior Lecturer Professor 

2010/11 Male 0 0 0 0 0 
 Female 0 2 0 0 0 

2011/12 Male 0 3 0 0 0 
 Female 2 1 0 0 0 

2012/13 Male 0 4 0 5 1 

 Female 0 4 0 2 0 

 
Staff leavers in 2010/11 and 2011/12 were very small with most linked to RAs completing their contracts, 
moving onto other research positions.  In 2012/13 AFRD had an unusually large number of staff leavers 
(16).  Most of these were either in research positions leaving when their contracts expired or academic 
staff retirements (three, all male, one professorial).  Of the remaining five there was one dismissal and four 
resignations (two female) with these staff leaving to take up other academic positions outside the 
University.  Discussions in SAT meetings on the reasons why staff have left highlighted the problem that 
AFRD does not have a formal route through which staff can communicate their reasons for leaving.  
Anecdotally work load [AP:5.1] appears to have been an issue for two female leavers on academic 
contracts.  This lack of information has highlighted the need to conduct exit interviews [AP:3.6] for all staff 
types to identify reasons for resignation and further understanding into why fixed term contracts have not 
been renewed or extended [AP:4.2]. 
 

[Word count:2044 excluding tables] 
 
 

4. Supporting and advancing women’s careers: maximum 5000 words 
 
Key career transition points 
a) Provide data for the past three years (where possible with clearly labelled graphical 

illustrations) on the following with commentary on their significance and how they have 
affected action planning.  

(i) Job application and success rates by gender and grade – comment on any 
differences in recruitment between men and women at any level and say what 
action is being taken to address this. 
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Table 15: Job application and success rate 
 

Academic 
Year 

Job Role Applications Appointed 

Male Female Gender 
Unknown 

Male Female 

2010/11 Research Associate 39 35 0 3 4 

 Teaching Fellow 2 1 0 0 1 
 Lecturer/ Senior Lecturer 66 76 5 2 3 

2011/12 Research Associate 30 24 1 1 1 

 Teaching Fellow 2 3 0 1 0 
 Lecturer/ Senior Lecturer 8 7 1 1 0 

2012/13 Research Associate 15 29 0 0 4 

 Teaching Fellow 26 39 0 4 7 

 Lecturer/ Senior Lecturer 29 15 0 3 0 

 
The data over the past three years shows the School has not been successful in attracting female applicants 
to academic positions and therefore recruitment, particularly at the Senior Lecturer/Lecturer level, is not as 
strong it could be.  In 2012/13 the number of female appointments to Lecturer/Senior Lecturer level was 
negligible which was disappointing.  Of the four Lecturer/Senior Lecturer positions available all the female 
applications were for a vacant post in Food & Human Nutrition.  One of the four posts was not filled due to 
a lack of suitable candidates.  
 
It is evident then that addressing recruitment processes within the School will be a priority and will take the 
form of reviewing and adjusting text used in recruitment materials and job specifications [AP:3.1], a specific 
webpage introduced outlining the School’s commitment to Athena SWAN, policies and actions in place 
[AP:5.2], regular monitoring of gender balances in job applications, shortlisting and appointments [AP:1.3] 
and consideration given to the use of “headhunters” for Lecturer/Senior Lecturer and above, with a clear 
brief that gender balance should be part of their process [AP:3.5].  The School will continue to ensure that 
its external web pages and other external marketing materials are pro-actively managed to ensure a strong 
representation of female staff as well as students, helping to ensure an attractive portrayal of AFRD for 
female job applicants [AP:5.2].  
 
At the interview stage, it will also be important to ensure that interview panel members are aware of 
equality and diversity issues during this process.  In order to ensure that there is a continued equality in the 
recruitment process, the School will be requiring at least one member, ideally more, of every recruitment 
panel to have been specifically trained in diversity issues for recruitment [AP:3.3].  
 
The School is also aware that the University HR department in 2014 will be implementing a new e-
recruitment system which will enable a report to be run on gender at the shortlisting stage, where 
applicants have declared their gender which will assist the School in monitoring gender balance [AP:1.3]. 
 
In 2013/14 the School will need to make a number of strategic academic appointments as a result of staff 
retirements. It is therefore important that clear actions are put in place to ensure that suitably qualified 
applicants are attracted to the School.  
 

(ii) Applications for promotion and success rates by gender and grade – comment on 
whether these differ for men and women and if they do explain what action may be 
taken. Where the number of women is small applicants may comment on specific 
examples of where women have been through the promotion process.  Explain how 
potential candidates are identified. 
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Table 16: Applications for Promotion and Success 
 
Academic 
Year 

Male (M) STEMM 
applications 

Female (F) STEMM 
applications 

Male STEMM 
success 

Female STEMM 
success 

2008/09 2 1 1 1 

2009/10 2 1 2 0 

2010/11 2 0 2 0 

2011/12 2 0 0 0 

2012/13 2 2 1 2 

2013/14 2 1 0 1 

 
As promotion numbers are relatively small, 6 years’ worth of data is shown.  Annual promotions are few 
with 12 males and 5 female applications between 2008 and 2012 with 50% of males and 80% of females 
were successful.  During this period there has been one promotion to Chair (M), 5 to SL (2F), 3 from 
Lecturer F to G (2F) and one (F) RA.  Candidates are identified for promotion through the annual 
Performance Development Review (PDR) process which includes career planning as one of its objectives 
[AP:4.1].  Staff seeking promotion are encouraged to discuss their applications with the HoS who is 
required to confirm factual accuracy of the application and provide a confidential statement to the 
Promotions Committee. Staff are also encouraged to attend workshops on preparing for promotion. 
Unsuccessful applicants receive feedback from the Chair of Promotions Committee and the HoS.  Feedback 
will include identifying areas for improving future applications and development of plans for achieving 
these goals.  The HoS has strategic overview of staffing in the School linking into the School Executive Board 
and will monitor staff progression, in particular those approaching the top of their academic grade [AP:1.1]. 
 

 

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

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

The School follows Newcastle University’s HR recruitment policies and procedures on advertising and 
selection.  All job advertisements are aligned to a University style and are approved, along with job 
descriptions and person specifications, by University Human Resources.  The initial stage of recruitment 
involves jobs advertised internally on the redeployment register for one week prior to wider advertisement.  
If a suitable candidate/s applies on redeployment the School undertakes normal recruitment processes of 
shortlisting and interviewing must take place.  If no suitable candidate is found then the job advert goes 
external and can be held open dependent on the School and job applicant requirements.  The shortlisting of 
staff, comprising of at least two members of staff, is firstly based upon the essential criteria identified in the 
person specification and then on desirable criteria.  A shortlisting matrix is compiled and returned to 
University HR department, a copy is kept within the School and the School enters into a University database 
those applicants who have been shortlisted.  The system can automatically generate e-mails to those 
candidates not shortlisted and provides the opportunity to receive feedback if requested.    
 
At interview stage, the panel comprises of at least two members of staff, often linked to the discipline.  As 
mentioned in 4(a)(i), the School has recognised the need to ensure that all panel members are aware of 
equality and diversity issues during this process.  Given that the School fails to recruit an appropriate 
balance of female staff into Lecturer/Senior Lecturer positions, this is considered an area of priority and 
therefore a minimum of one member of any recruitment panel to have undertaken recruitment and 
selection diversity training (from the University Staff Development Unit) [AP:3.3]. 
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There is however the bigger challenge of increasing the number of female applicants for positions 
particularly at academic posts Lecturer and above.  At RA level the proportion of female applicants applying 
for research posts remains healthy, with a larger numbers of appointments being made particularly in 
2012/13.  The expectation that some of these research posts will lead through to academic posts does not 
manifest and therefore a more structured approach to encourage female applicants is needed in the School 
for this to happen.  Actions to encourage female external and internal applicants were outlined in the AP 
[AP:3.1,4.2,5.1]. 
  

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

 
As noted in Table 14, there is an imbalance of male to female staff at Senior Lecturer and above in the 
School, with overall fewer females applying for these positions and subsequent appointments (Table 13).  
There are very few female leavers at Lecturer/Senior Lecturer level (Table 15) and fewer females applying 
for promotion and being promoted (Table 16).  Therefore the focus of the School will be on two levels (i) 
attracting greater female applicants (staff and students) across all grades and (ii) supporting and 
encouraging promotion prospects across all levels.  A number of actions have then been identified that 
include review of text in recruitment maternal and job specifications [AP:3.1]; wider promotion of the 
School’s commitment to Athena SWAN on web pages and other visual images [AP:5.2]; improving data 
collection to support the PDR process [AP:1.1]; ensuring timely discussion of promotion and career plan in 
PDR [AP:4.1]; career progression for RA’s [AP:4.2] and implementation of a transparent and detailed 
workload model [AP:5.1]. 
 
It has also been identified within the School that mentoring for academic staff at key transition points 
needs to be improved.  There is an informal system of mentoring, usually aligned through research groups 
but this has been variable and not monitored appropriately.  There is a Faculty wide mentoring scheme 
open to all academics and researchers which staff are encouraged to participate on.  At present 5 staff are 
signed up to the scheme, 2 at Professorial level (one female), 2 Senior Lecturers and 1 Senior Research 
Associate (female).  From September 2014 the School will be more proactively promoting mentoring 
especially for early and mid-career stage academics and putting in place the necessary monitoring 
requirements [AP:3.4]. 
 
The School is highly supportive of staff participation in personal development training and in 2013 of the 
190 personal development courses booked, 120 of these sessions were undertaken by females.  Over the 
past five years, staff have undertaken a variety of leadership programmes including the University’s PI 
Development Programme (attended by 15 AFRD staff in last five years, 66% female), Getting Most From 
Your Research Team (attended by 9 AFRD staff in last five years, 66% female) and Managing Your Research 
Project (attended by 11 AFRD staff in last five years, 63% female).   
 
 

Career development 
a) For each of the areas below, explain what the key issues are in the department, what steps 

have been taken to address any imbalances, what success/impact has been achieved so far 
and what additional steps may be needed. 

(i) Promotion and career development – comment on the appraisal and career 
development process, and promotion criteria and whether these take into 
consideration responsibilities for teaching, research, administration, pastoral work 
and outreach work; is quality of work emphasised over quantity of work? 
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AFRD staff (on all grades and job roles) undertake an annual appraisal, or Performance Development 
Review (PDR) which reviews achievement over the past year in relation to set objectives, agrees new 
objectives for the coming year and discusses a personal development plan with associated training needs.  
The HoS, line manager or leader of a research group conducts the PDR and staff are also given the option of 
requesting an alternative PDR reviewer.  A University designed form is used and dependant on the job role 
focus will be given to research, teaching, engagement and administration.  Identifying development needs 
is an explicit part of the PDR process.  Once the PDR paperwork has been completed it is signed off by the 
HoS and review dates entered into a HR database.  On the most part these are done every 12 months but a 
mid-review can be organised at 6 months.  Prior to 2012/13 PDRs within the School were not undertaken 
systematically and extensive work has been undertaken recently to improve the overall completion rates 
which is now just over 80% (the Faculty target is 100%).   
 
There is a need to better integrate the PDR process with the system for identifying those staff ready to 
apply for promotion.  This will be achieved by the HoS reviewing all staff within the School who are coming 
to the top of their grade prior to their PDR and ensuring that reviewers discuss with reviewees whether it is 
timely to apply for promotion with them [AP:3.2].  For academic staff, promotion criteria address research, 
teaching and engagement and applications can be based on achievements in any of, or a combination of, 
these areas.  On the most part promotion success is linked to research contribution, however management 
and leadership are also considered and encouraged.  For Chairs and Readers, the Central HR Team write to 
the applicants following the University Promotions Committee meeting and then again, once the decisions 
have been ratified by Senate.  At other levels, candidates are offered feedback from the Faculty Pro-vice 
Chancellor (PVC).   
 
The establishment of a workload model will also be critical in improving the transparency of academic 
activities within the School and identifying areas where improvement is needed in order to enhance/ 
encourage promotion prospects [AP:5.1].   The model has been developed and is currently being rolled out 
in the School for 2014/15. 
 

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

Whilst there is a generic University Welcome Event introducing new staff to the structure and functioning 
of the University (including staff in attendance to promote what the University is doing with regard to the 
Athena SWAN Charter), most induction support occurs within the School.  The Staff Development Unit 
provides an Induction Coordinators Checklist and the range of activities organised for the individual will 
depend upon the job grade but this will normally include allocation of an office, out of hours access, IT 
support, inclusion on staff distribution list, Health and Safety sign off and organised meetings with key staff 
such as HoS, School Manager, Director Learning & Teaching and research group leader that aligns with that 
staff member.  In addition induction for all new staff will include a meeting with the Chair of School’s 
Equality & Diversity Committee [AP:5.5].  New academic staff are usually assigned two mentors, one for 
learning and teaching and the other linked to research, often these are the same person. 
 
The University invests heavily in ensuring that all new staff appointed with teaching responsibilities are 
provided with the opportunity to enhance their professional development.  The Newcastle Teaching Award 
(NTA) is a programme for newly appointed teachers at Newcastle University and is compulsory for all newly 
appointed teachers who cannot demonstrate equivalent prior learning.  It is also suitable for those who 
have not previously had training in teaching and/or more experienced staff as a refresher course.  In 
addition the Certificate in Advanced Studies in Academic Practice (CASAP) offers experienced academics 
the opportunity for accreditation of personal and professional development in their academic practice.   
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Other professional and personal development opportunities (internal and external) are highlighted to new 
staff members available through the Staff Development Unit and training needs identified at an initial PDR.  
 
The School has recently implemented flexi-time for all support staff on grades A to E based on the main 
University campus.  Those on grade F and above can negotiate flexible working arrangements with their 
line manager.  All staff can make a request for flexible working under the current University Flexible 
Working policy.  There is provision to agree non-teaching days and times with the agreement of the HoS. 
 

(iii) Support for female students – describe the support (formal and informal) provided 
for female students to enable them to make the transition to a sustainable 
academic career, particularly from postgraduate to researcher, such as mentoring, 
seminars and pastoral support and the right to request a female personal tutor. 
Comment on whether these activities are run by female staff and how this work is 
formally recognised by the department. 

 
The School takes its responsibility to support all students very seriously.  Given the ratio of male to female 
academic staff within the School it is not always possible to align a female student with a female tutor. 
However, female staff are willing to be consulted on an ad hoc basis.  In all UG and PGT handbooks it is 
made clear to students that they must meet with their Personal Tutor at least twice during the first 
semester in the University and that your Personal Tutor will offer to meet with you at least once a semester 
at other times.  Students are encouraged to be proactive in setting up further meetings with their Personal 
Tutor when required.  Personal Tutors try to help with any issues the student may have, from personal 
problems that could be affecting their studies to just being available for a chat about how they are 
progressing so far.  The School follows the University Framework for Personal Tutoring that provides a 
greater clarity about the function of personal tutors and their relationship to other layers of academic and 
pastoral support.  This helps the University fulfil its commitment to deliver education for life, and its 
promise to students of providing a wider student experience that is supportive and offers a sense of 
wellbeing.  

 
In 2010/11 the position of Senior Tutor was created within the School (both UG and PGT) whose role is to 
act as a co-ordinating point for general communication between the School and central and academic 
services.  They also act as a second point of contact for a student in the event of the allocated Personal 
Tutor’s absence from the University, and support both tutors and students in the event of complicated 
issues.  The role of Senior Tutor mainly focusses on supporting students who may have personal 
circumstances affecting their overall performance, rather than specific academic issues.  Figure 1 below can 
be found in UG and PGT handbooks. 
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Figure 1: Personal Tutor contact points 
 

 
 
The UG and PGT handbook also indicate that if students are unhappy with their Personal Tutor for any 
reason it is possible to request a change of tutor.  Whilst both the UG and PGT Senior Tutors are both male, 
students are informed that if they wish to change personal tutors then they can speak to the Director of 
Excellence in Learning and Teaching (DELT), School Manager, Academic Administrator and Teaching 
Support Administrator all of whom are female.  Personal Tutor/Senior Tutor/Supervisor roles will formally 
be recognised in the workload model for implementation in September 2014 [AP:5.1].  The UG and PGT 
handbook also outlines additional support available to students through Student Wellbeing.  There is also 
material on equal opportunities for all students.  The UG and PGT Handbook also contain information about 
university level Athena SWAN Awards and AFRD’s commitment to applying.   
 
Female students are well represented on the UG Staff/ Student Committee (SSC), 60% of student 
representatives are female, including both the student Chair and Secretary.  The PGT SSC, has 50% female 
representation, including female student Chair and Secretary.  
 
In addition to the University Handbook for Research Students and Research Supervisors (Part 3), the School 
provides PGR students with a handbook and in reviewing this it has been identified there is very little 
information (unlike that of UG/PGT) on support and advice mechanisms for students which needs to be 
addressed [AP:5.6].   
 
In response to the Postgraduate Research Experience Survey (PRES) 2013 indicating students felt the School 
could be providing better opportunities to enhance professional contacts/networks and manage their own 
personal development, the School implemented an “industry panel session” at the annual PGR Conference.  
Speakers from industry (including female role models) are invited to attend the conference to hear current 
PGR students speak or present posters; and provide PGR students the opportunity to hear about possible 
career paths once they have finished their studies.  Within some research groups (e.g. Animal Science) 
journal clubs have recently been established to provide opportunities to discuss research with other 
research students.  For the past two years the School has run a “coffee morning”, the last Thursday of each 
month, giving PGR students the opportunity to mingle with their PGR colleagues.  Attendance over the past 
6 months has been dwindling and a re-focus needed.  Internal/ external speakers are now invited with a 
brief to focus on career development for both male and female.  
 

STUDENT 

Contact Personal Tutor by e-mail to discuss issue or 
to arrange an appointment 

Visit School Office 

School Office staff will try to contact Personal 
Tutor on your behalf if possible or direct you to the 

next appropriate person 

Degree Programme 
Director (DPD) for 
academic related 

issues 
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personal/pastoral 

issues 

Personal Tutor 
not available? 
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Support has also been provided in the School to students requiring maternity or paternity leave.  A guide on 
maternity and paternity issues is available to students on the University’s Student Wellbeing site but 
updated information will be included in School UG, PGT and PGR Handbooks [AP:5.7].  The School will also 
implement monitoring mechanisms for the implementation of the University’s Student Maternity Policy 
[AP:2.8].  The School has an established Personal Extenuating Circumstances (PEC) procedure to allow 
exemptions from practical work and extensions to coursework deadlines.  Students have also been allowed 
to defer examination and tuition through the PEC procedure/DPD discretion when caring responsibilities 
have required a non-standard pattern of study.   
 

Organisation and culture 
a) Provide data for the past three years (where possible with clearly labelled graphical 

illustrations) on the following with commentary on their significance and how they have 
affected action planning.  

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

 
Figure 17 : Male:Female representation on committees 

 
School Committees 2013/14 2012/13 2011/12 

Male Female Male Female Male Female 

School Executive Board (a) 5 6 5 5 5 5 

School Research Committee (b) 7 4 5 5 6 2 

Athena Swan Working Committee (c) 2 6 N/A  N/A N/A N/A 

Impact & Engagement Committee (d) 
(previously Industrial Advisory Board 12/13 and 11/12) 

3 4 N/A N/A N/A N/A 

Learning & Teaching Committee (e) 7 2 7 7 2 7 

School Health & Safety Committee (f) 9 4 9 9 10 3 

UG Board of Studies (combined) 21 17 20 16 22 17 

UG Board of Examiners (combined) 21 17 20 16 22 17 

PGT Board of Studies  24 15 23 14 26 15 

PGT Board of Examiners 24 15 23 14 26 15 

Staff/ Student Committee UG 5 2 3 3 4 2 

Staff/ Student Committee PGT 4 2 4 4 4 2 

 
The composition of committees within the School is primarily based upon specific leadership roles that 
academic staff have been assigned either at research and/or learning and teaching level.   
 
In the School Executive Board the ratio of male to female has remained relatively static over the past three 
years.  The membership of this committee is made up of senior management positions within the School 
encompassing administration, research and learning and teaching.  On the School Research Committee over 
the past three years there has been an increase in female representation as a result of the diversified 
research strengths within the School.  However in the Learning and Teaching Committee whilst in 2011/12 
there was strong female representation, organizational changes in order to clarify the role of this 
committee saw a significant drop in female participation.  The committee’s membership is now made up of 
Chairs of Board of Studies at both undergraduate and postgraduate level who are predominantly male.  
 
The Staff/ Student Committees are composed of Degree Programme Directors.  At present these are 
predominantly male.   The drop in female representation between 2012/13 to 2013/14 was as a result of 
two female Degree Programme Directors leaving their posts and both being filled by males until these posts 
are filled on a more permanent basis.  Composition of Board of Examiners and Board of Studies is 
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dependent upon module leaders for compulsory and optional modules aligned to degree programmes and 
therefore gender balances vary slightly from year to year.  
 
Membership on these committees is reviewed annually by the HoS with a view to ensuring there remains a 
balance (where appropriate) of female representation in key School Committees (Table 17, a-f) [AP:5.4] 
and will feed into the School’s workload model [AP:5.1]. 
 

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

 
Figure 18: Numbers academic and research staff on open-ended and fixed term contracts 
 
 2010/11 2011/12 2012/13 

 Male Female Male Female Male Female 

Academic 

Fixed- term 3 2 5 1 8 7 

Open-ended 29 10 26 13 28 14 

Researchers 

Fixed-term 7 12 8 13 6 13 

Open-ended 2 3 2 4 3 3 

 
The numbers of teaching staff on fixed-term contracts is small but in 2012/13 there was an overall increase 
in these positions due to a number of teaching only appointments.  Open-ended contracts, given that we 
have a higher proportion of males in the School than females, reflects this statistic.  Nationally in 2011/12 
for the “agriculture & forestry” discipline there are proportionally more males employed on open ended 
contracts (57.7%) compared to females (42.3%).   
 
For researchers, most are on fixed-term contracts reflecting the nature of their contract, with 
predominantly more females on fixed-term contracts.  However more females are appointed to researcher 
positions (Table 13) so there is no indication of gender bias.  Researchers on open-ended contracts have 
remained relatively static during the past three years and it has been acknowledged that more could be 
done to ensure that “good” researchers are offered open-ended contracts or are encouraged to apply for T 
& R posts rather than have that knowledge and expertise leave the School [AP:4.2]. 
 
 

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

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

As noted earlier, (Section, a(i)), the composition of committees within the School is primarily decided upon 
specific leadership roles that academic staff have been assigned either at research and/or learning and 
teaching level.  Women occupy a number of key positions within the School, including Director of 
Excellence in Learning and Teaching (Dr Elizabeth Stockdale) who is a member of the School Executive 
Board and Professors Sandra Edwards and Professor Lynn Frewer who sit on the School Research 
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Committee.  Outside the School, female representation on research council and government advisory 
committees is very extensive.  Dr Carmen Hubbard represents the School in two steering groups – the 
North East Farming and Rural Affairs Network and the Rural Growth Network for the North East; and was 
one of 25 people selected by the European Commission which forms the “Voice of Researchers” at the EU 
level; Professor Lynn Frewer sits on the UK Food Standards Agency (FSA) Social Science Research 
Committee; Mrs Gillian Butler sits on the Soil Association’s Farmer and Grower Committee; Dr Sharron 
Kuznesof is a member of the Knowledge Transfer Network Biosciences Food Group and Professor Sandra 
Edwards is a member of the Animal Health and Welfare Panel (European Food Safety Authority) and Red 
Tractor Farm Assurance Scheme (Pigs Technical Advisory Committee).   
 
Female selection on these committees is usually through peer recognition and/or linked to areas of 
research interest within those disciplines.    
  

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

By September 2014 a workload model will be fully implemented within the School which will allocate hours 
for administrative roles, committee work and student personal tutoring or supervision as well as teaching 
and research for all academic/ researcher staff [AP:5.1].  Until a workload model is implemented, and 
allocations transparent, the School will not be in a position to formally rotate key responsibilities which can 
support career progression.  Already actions have been identified, once the workload model is in place to 
enhance and support career progression and promotion for females [AP:1.1,3.4,4.1,4.2].  
 
Balancing workload issues within the School is critical to ensuring that formal recognition is given to 
activities undertaken by academic staff.  In the last five years the School has been able to make a small 
number of strategic appointments to strengthen research potential and contribute to teaching.  The 
academic staff to student ratio was 17.1 in 2011/12 and in its strategic plan AFRD has set an aspirational 
target of 16.1.  AFRD has not had a culture of using teaching and scholarship (T&S) appointments to 
underpin teaching delivery until 13/14.  For staff on Teaching & Research contracts, teaching contact hours 
per member of academic staff are higher than the Faculty average; often at over 150 contact hours per 
annum.  There is no evidence from the REF submission process that contact hours up to 100-120 have 
affected likely submission of staff to the REF.  However, teaching loads of greater than 200 contact hours 
per annum do seem to limit staff capacity to engage effectively in research.  Over the next eighteen months 
major reviews of the portfolio of programmes, the number of modules and the way in which modules are 
taught are planned. 
 

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

All meetings are held during working hours, to begin after 9am and finish before 5pm.  Research seminars 
are scheduled either during the lunch period (between 12.30pm-1.30pm) or late afternoon, finishing by 
5pm.  Although the University timetables lectures for before 10 and after 3, staff in AFRD can request not 
to be given duties in these slots if they have family commitments.  All other committees (Figure 15) 
requiring staff attendance are normally held between the hours of 9am to 5pm.  The exception to this is 
when BoS and BoE meetings take place with our Singapore colleagues (7/8 hour time difference) when 
these meetings may start at 8am or 8.30am depending on the type of business discussions.  The School is 
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flexible about attendance at meetings recognising that when these involve Singapore colleagues in 
particular there are no time slots which are convenient for all and that times suitable for Newcastle staff 
often involve Singapore staff working late.  For external committees an alternate representative is often in 
place to cover instances when the formal member cannot attend due to family commitments or because 
the meeting occurs on a day when they do not work.  Certain internal committees only meet between 10 
and 3 to accommodate the caring responsibilities of particular key members of staff.   

 
(iv) Culture –demonstrate how the department is female-friendly and inclusive. 

‘Culture’ refers to the language, behaviours and other informal interactions that 
characterise the atmosphere of the department, and includes all staff and students.  
 

Social events are scheduled in the School at fairly regular intervals: a Christmas lunch, a reception to 
welcome new postgraduate students, coffee mornings for PG students once a month, congratulatory drinks 
and nibbles for successful completion of a PhD viva and retirement/leaving events.  Such events are 
scheduled to begin during working hours, and meals off-campus are generally preceded by a reception 
within the School during office hours, thus facilitating the involvement of more colleagues.  
 

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

 
The School engages in a large number of outreach activities predominantly linked to the North East.  Mrs 
Helen Adamson & Mr Simon Parker are both involved in the development of activities aimed at Schools and 
Colleges for the National Science and Engineering Week.  The programme is aimed at increasing awareness 
of Science and Engineering in HE.  Mr Simon Parker is also currently developing progression opportunities 
with Northumberland College which will see students completing a National Diploma, moving through to 
Foundation and then subsequently to an Honours degree where appropriate either at Newcastle University 
or elsewhere.  Two members of staff are also school governors (one male, one female).  At present none of 
these activities are formally recognised but will be through the implementation of the workload model 
[AP:5.1]. 
 

Flexibility and managing career breaks 
a) Provide data for the past three years (where possible with clearly labelled graphical 

illustrations) on the following with commentary on their significance and how they have 
affected action planning.  

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

Table 19: Numbers of staff taking maternity leave and numbers returning 
 
Year Maternity leave total Returned full-time Returned on reduced 

hours 

2010/11 6 0 6 

2011/12 5 1 4 

2012/13 4 0 4 

 
The numbers of academic and administrative staff taking maternity leave over the past three years is very 
small.  Most of the staff who took maternity leave were on administrative grades and returned back to 
work after discussions with their line manager between 0.52 FTE to 0.8 FTE (part time).  The one member 
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of staff returning to work full time after maternity leave was administrative.  Only one member of academic 
staff went on maternity leave returning to work in the 3 year period this table covers.  She returned to 
work 3 days a week.  Another female academic returned to work full time from maternity leave in 2013/14.  
To date no requests for reduced hours when returning from maternity leave have been declined and future 
requests will be discussed at individual level, with an appropriate line manager. 

 
 

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

Over the past three years no staff have formally requested paternity, adoption and parental leave.  It is 
acknowledged that this data has been produced centrally and there may be requests submitted informally 
that are not being monitored and therefore a School based process will need to be established to ensure 
consistent records are available locally and centrally [AP:1.5]. 
 

(iii) Numbers of applications and success rates for flexible working by gender and 
grade – comment on any disparities. Where the number of women in the 
department is small applicants may wish to comment on specific examples. 

 
Table 20: Requests for flexible working and success rates by gender 
 
Academic Year Male applications Female applications Requests approved 

2010/11 0 1 1 

2011/12 0 5 5 

2012/13 0 2 2 

 
Predominantly formal flexible work requests are submitted by females returning from maternity leave.  
Most of these requests were submitted by administrative staff and the School considers all requests taking 
into account its business needs.  The School will continue to consider applications on an individual basis and 
approve requests wherever possible.  It is acknowledged that this data has been produced centrally and 
there may be requests submitted informally that are not being monitored and therefore a School based 
process will need to be established [AP:1.4].  
 
Most flexible work requests involved a reduction in contracted hours to fit with caring responsibilities, 
moving from 5 days to 3 days.  Benchmarking statistics show that there generally a higher proportion of 
females on part time contracts (57.1%) to males (42.9%).   
 

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

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

All staff, regardless of grade within the School are able to work flexibly which to date has been largely 
informal.  Currently there is provision for academic staff to work from home, with the agreement of the 
HoS and/or line manager.  The School has recently implemented an electronic absence/leave system that 
allows academic staff to formally record all absences, signed off by their direct line manager (which is 
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normally the HoS).  As the system is relatively new, adjustments and enhancements will be made which will 
now include a direct link to the University’s Flexible Working Policy [AP:5.3].  For administrative staff flexi-
time has recently been introduced.  To ensure that the School is managing and maintaining Human 
Resource (HR) processes and policies, the School Manager/HoS hold regular meetings with Faculty HR who 
advise accordingly.  Any changes are then filtered down directly to line managers.  
 

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

 
To date no staff member has requested adoption leave.   
 
All maternity leave is considered on an individual basis and prior to maternity leave, staff hold discussions 
with their line manager.  When maternity leave may impact on key roles and responsibilities within the 
School further discussions may be needed with the HoS.  Arrangements to cover work commitments during 
maternity leave are considered carefully and in most cases teaching workload is distributed out to other 
staff and in some cases temporary academic appointments are made.  If maternity leave is requested at 
researcher level the Principal Investigator (PI) will make contact with the appropriate funder to either 
suspend the research project for the duration of the maternity leave or ask to make a temporary 
appointment.   
 
Staff may stay informed of important developments within the School via email or direct contact should 
they choose, during maternity leave.  Requests for returning to work under flexible working conditions are 
discussed in advance of the formal return date.  
 
Largely though most discussions about pre and post maternity leave takes place informally and there 
appears to be no formalised mechanisms whereby a maternity returner has a structured meeting with their 
line manager/HoS upon return and this will be addressed in the action plan [AP:3.7]. 

 
[Word count:4921 excluding tables & figure]  

 
5. Any other comments: maximum 500 words 
 
Please comment here on any other elements which are relevant to the application, e.g. other 
STEMM-specific initiatives of special interest that have not been covered in the previous sections. 
Include any other relevant data (e.g. results from staff surveys), provide a commentary on it and 
indicate how it is planned to address any gender disparities identified.  
 
Over the past 12 months the School has undergone a number of changes primarily as a result of a larger 
than average number of academic staff leaving.  This has resulted in a period of uncertainty about the 
future direction of AFRD, with a new Head of School, financial backing from the University/Faculty to 
support growth for learning and teaching, research and engagement, it is hoped stability will now ensue 
within the School.  Applying for the Athena SWAN Bronze Award therefore has come at an opportune time 
when the School is looking to rebuild, enhance and invest in its best assets: students and staff.  Particularly 
important is that the School builds on its commitment to enhance and support female participation, 
progression and promotion in the School’s core activities.   
 
The 2013 University Employee Opinion survey was completed by 54 AFRD staff (26 male and 27 female).  
Eight percent of staff felt that they had been discriminated against in the last 12 months which was lower 
than the University figure of 9%.  There were two areas where there was a significant gap between AFRD 
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and the University: Fewer staff agreed that their manager helped them to find a good balance between 
work and home life compared (63% vs 72% for the University) while 31% of AFRD staff reported feeling 
unduly stressed at work (vs 23% for the University).  Follow up consultations identified areas which need to 
be addressed (teaching work load, career support for staff on research contracts, opportunities for p/t 
study) or monitored  more effectively (management of part time hours, approach to flexible working, 
career support for staff on teaching and scholarship contracts).  These issues are being addressed in the 
Action Plan and through the delivery of the School’s strategic plan. 
 
AFRD is a multi-disciplinary School and as a consequence it proved very difficult to differentiate at times 
between STEMM from non STEMM activity.  As indicated in the pen portrait there are areas of the School’s 
activity which we excluded from the main analysis.  These include: 
 

 The UG Joint Honours in Science (Accounting & Maths, Economics & Maths, Nutrition & 
Psychology, Maths & Psychology and Biology & Psychology) 

 BSc Agri-Business Management 

 BSc Countryside Management 

 BSc Rural Studies 

 BSc Food Marketing & Nutrition (new in 2012/13) 

 MSc Food and Rural Development Research 

 MSc Sustainable Agriculture & Food Security (new in 2014/15)   
 
This has been taken into account in the Action Plan but does not feature in the data.  In all these cases the 
degrees will be included in the monitoring plans set out in the Action Plan.   
 
Benchmarking References 
1. Athena SWAN/ECU benchmarking data (2011-12) for full-time students in Agriculture & related subjects 
(based on HESA data). 
2. Athena SWAN / ECU benchmarking data (2011-12) for Agriculture & forestry staff (based on HESA Staff 
record). 
3. Newcastle University (2014) Facts and Figures. Available at: 
http://www.ncl.ac.uk/press.office/figures.htm (Accessed: 21 April 2014). 
4. Higher Education Information Database (2007-2011). National data comparisons. Available at: 
http://www.heidi.ac.uk/.  (Accessed: 6 November 2013). 
 

[Word count: 492] 
 

 

6. Action plan  
 
Provide an action plan as an appendix. An action plan template is available on the Athena SWAN 
website. 
 
The Action Plan should be a table or a spreadsheet comprising actions to address the priorities 
identified by the analysis of relevant data presented in this application, success/outcome 
measures, the post holder responsible for each action and a timeline for completion. The plan 
should cover current initiatives and your aspirations for the next three years.  
  

http://www.ncl.ac.uk/press.office/figures.htm
http://www.heidi.ac.uk/
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Application for an Athena SWAN Bronze award- School of Agriculture, Food and Rural Development, Newcastle University 

Action Plan, 2013 - 2016 
Action Description of action Action taken 

already and 
outcome at 
April 2014 

Further action 
planned at April 
2014 

Progress 
log 

Responsibility Timescale Start date Success measure Page 
No. 

1 Baseline Data and supporting evidence  

1.1 Improve overall data collection to 
support PDR process within the 
School – including teaching, research 
and engagement to demonstrate to 
all staff what they have achieved 
and areas where they need to 
improve in order to enhance/ 
encourage promotion prospects. 

Review of current 
School processes. 

Implement systems to 
ensure that key data is 
collated/ available to 
support the PDR process 
within the School that will 
assist in personal 
development and 
promotion. 

 - HoS 
- Chair of SAT  
- School Manager 
- Academic Administrator 
- Teaching Support Admin 
- PA to HoS 
 

2014/15 
onwards 

Sept 2014 - 100% PDR completion in 
2014/15 
- Improved transparency of 
academic activities within the 
School allowing for better 
distribution of activities and 
identification of areas of 
strength/weakness (supports 
AP:5.1). 

13,14,20 

1.2 Monitor application, offer and 
registration data for all degrees on a 
yearly basis.  Improve overall offers 
and registrations for females. 

Review of current 
School processes. 

- Implement cyclic review 
of application, offer and 
registration. - Statistics to 
feed into BoS and 
Research Committee 
(PGR). 
- Review of factors 
affecting applicants to 
apply and decision making 
process for registration. 

 - Academic Administrator 
- Chair of SAT  
- DPD’s to report to BoS/SAT/LSEC 

2014/15 
onwards, 
intake of first 
students who 
will be part of 
the changes 
will be in 
2015/16 

Sept 2014 - Increase of UG female 
registrations in 15/16 to 65% 
- Increase of FT PGT female 
registrations in 15/16 to 74%. 
- Increase of PT PGT female 
registrations in 15/16 to 15 
students. 
- Increase of FT PGR female 
registrations in 15/16 to 53%. 
- Increase of PT PGR female 
registrations in 15/16 to 36%.  
- Accurate data to be 
available for DPD’s when 
writing AMR. 
- Accurate data presented to 
SAT on yearly basis to allow 
complete overview and 
initiate appropriate actions. 
 

8,9 

1.3 Monitor gender balances on job 
applications, shortlisting and 
appointments across the School. 

Review of current 
School processes. 

- Implement cyclic review 
of gender balances on job 
applications. 
- Implementation of 
appropriate structure 
within the School to keep 
accurate records. 
 

 - School Manager 
- Chair of SAT 
- PA to HoS  
 

2014/15 Sept 2014 - Accurate data presented to 
SAT on yearly basis to allow 
complete overview and 
initiate appropriate actions. 

12 
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1.4 Collect data on flexible working 
practices within the School. 

Review of current 
School processes. 

- Integration of staff 
requesting flexible 
working into on-line 
absence/ leave process 
within the School. 

 - School Manager 
- Chair of SAT  
- PA to HoS 
- IT Technician 

2013/14 
onwards 

Sept 2014 - Accurate data presented to 
SAT on yearly basis to allow 
complete overview and 
initiate appropriate actions. 

22 

1.5 Monitor take up of the different 
types of care related leave including 
paternity, adoption and parental 
leave. 

Review of current 
School processes. 

- Integration of staff 
requesting care related 
leave into on-line 
absence/leave process 
within the School. 

 - School Manager 
- Chair of SAT  
- PA to HoS 
- IT Technician 

2013/14 
onwards 

Sept 2014 - Accurate data presented to 
SAT on yearly basis to allow 
complete overview and 
initiate appropriate actions. 

22 

2 UG and PG students  

2.1 Examine ways in which to increase 
number of female full time PGR 
students. 

Review of 
applications, offers 
and registrations 
over the past 5 
years. 

- Implement cyclic review 
of application, offer and 
registration statistics for 
FT PGR students.  
Statistics to feed into 
School Research 
Committee.   
- Conduct focus groups 
with students to ascertain 
key reasons for taking up 
studies and deterrents.   
- Conduct analysis on the 
number of PGT students 
taking up FT PGR studies 
and factors affecting their 
take up rate. 

 - Director of PG Research  
- Director of Research  
- Academic Administrator 
- Chair of SAT 
- Student Recruitment Assistant 
 

2014/15 
onwards 

Sept 2014 - Increase in applications in 
15/16 by 15% 
- Increase in offers in 15/16 
by 15% 
- Increase in registrations in 
15/16 by 18% 
- Accurate data to be 
available for Director of PG 
Research when writing AMR. 
- Accurate data presented to 
SAT on yearly basis to allow 
complete overview and 
initiate appropriate actions. 
 

7,8,9 

2.2 Examine ways in which to increase 
number of female part time PGR 
students. 

Review of 
applications, offers 
and registrations 
over the past 5 
years. 

- Implement cyclic review 
of application, offer and 
registration statistics for 
PT PGR students.  
Statistics to feed into 
School Research 
Committee.   
- Conduct focus groups 
with students to ascertain 
key reasons for taking up 
studies and deterrents.   
- Conduct analysis on the 
number of PGT students 
taking up PT PGR studies 
and factors affecting take 
up rate. 

 - Director of PG Research  
- Director of Research  
- Academic Administrator 
- Chair of SAT 
- Student Recruitment Assistant 
  

2014/15 
onwards 

Sept 2014 - Increase in applications in 
15/16 by 5% 
- Increase in offers in 15/16 
by 5% 
- Increase in registration in 
15/16 by 5% 
- Accurate data to be 
available for Director of PG 
Research when writing AMR. 
- Accurate data presented to 
SAT on yearly basis to allow 
complete overview and 
initiate appropriate actions. 
 

7,8,9 

2.3 Examine ways in which to increase 
female applications and registrations 
on PGT degree programmes.  Both 
FT and PT participation.  

Review of 
applications, offers 
and registrations 
over the past 10 

- Implement cyclic review 
of application, offer and 
registration. Statistics to 
feed into BoS.   

 - Academic Administrator 
- DPD’s to report to BoS/ SAT/LSEC 
- Chair of SAT  
- Student Recruitment Assistant  

2014/15 
onwards 

Sept 2014 - Increase in applications in 
15/16 by 10% 
- Increase in offers in 15/16 
by 5% 

6,8 
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years. - Conduct focus 
groups/questionnaire with 
students to ascertain key 
reasons why females take 
up FT PGT studies. 
- Conduct focus groups/ 
questionnaires with 
students to ascertain key 
reasons why females take 
up PT PGT studies. 
- Implement review on 
preferred study methods 
to attract students to FT 
and PT study.  

 - Increase in registrations in 
15/16 by 5% 
- Accurate data to be 
available for DPD’s when 
writing AMRs. 
- Accurate data presented to 
SAT on yearly basis to allow 
complete overview and 
initiate appropriate actions. 
 

2.4 Examine lower conversion rates for 
female applicants to BSc Agriculture 
in order to increase number of 
female entrants to the degree. 

- Review of 
applications, offers 
and registrations 
over the past 10 
years. 
- Discussion with 
academic selector. 

- Implement cyclic review 
of application, offer and 
registration statistics for 
BSc Agriculture. 
- Raise awareness of 
issues with BSc Agriculture 
admissions selector. 
- Conduct focus groups 
with female BSc 
Agriculture students to 
ascertain key reasons why 
females want to take 
agriculture and reasons 
why they may not. 
- Review School Open Day 
schedules and ensuring 
there are positive female 
role models at these 
sessions.  

 - Agriculture Teaching Group  
- Academic Administrator 
- Agriculture Academic Selector  
- Student Recruitment Assistant  
- Chair of SAT 
 

2014/15 
onwards 

Sept 2014 - Percentage of females on 
BSc Agriculture to increase to 
30% for intake in 15/16 

5,8 

2.5 Examine ways in which marketing 
and promotion of FHN (Ncl and Sing) 
and Animal Science degrees could 
be improved to attract more male 
applicants. 

Review of 
applications, offers 
and registrations 
over the past 10 
years. 

- Implement cyclic review 
of application, offer and 
registration statistics for 
FHN and AS.   
- Conduct focus groups 
with male students to 
ascertain reasons for 
taking up the degree and 
potential marketing focus 
to attract more male 
students. 
- Review School Open Day 
schedules and ensuring 
there are positive male 
roles models at these 

 - FHN Teaching Group 
- Animal Science Teaching Group  
- FHN Academic Selector 
- AS Academic Selector 
- Academic Administrator 
- Student Recruitment Assistant 
- Chair of SAT 
 
 

2013/14 
onwards 

Sept 2014 - Percentage of males on BSc 
FHN (Ncl & Sing) to increase 
to 24% for intake in 15/16 
- Percentage of males on BSc 
Animal Science to increase to 
18% for intake in 15/16 

5,8 
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sessions. 

2.6 Examine decreasing recruitment 
onto BSc Environmental Science. 

Review of 
applications, offers 
and registrations 
over the past 10 
years. 

- Implement cyclic review 
of application, offer and 
registration statistics for 
ES.   
- Conduct focus groups 
with students to ascertain 
key reasons for taking up 
the degree and potential 
marketing focus to 
increase recruitment and 
conversion. 
 

 - ES Teaching Group  
- ES Academic Selector 
- Academic Administrator 
- Student Recruitment Assistant 
- Chair of SAT 
 
 

2013/14 
onwards 

April 2014 - Increase in applications in 
15/16 by 30% 
- Increase in offers in 15/16 
by 20% 
- Increase in registrations in 
15/16 by 10% 
 

5,8 

2.7 Monitoring of relationship between 
gender, culture and degree 
classifications awarded – UG & PGT. 

Review of degree 
classifications over 
the past 10 years. 

- Implement cyclic review 
of degree classifications 
awarded.  Statistics to be 
fed into BoS.  
- Ascertain if there is any 
correlation between entry 
level grades, country of 
origin and final degree 
classicisation 
- Review of support 
mechanism’s available to 
students during their 
studies. 

 - Academic Administrator 
- Academic Administrator 
- DPD’s to report to BoS/ SAT/LSEC 
- Chair of SAT  
 

2014/15 
onwards 

Sept 2014 - Increasing UG female First 
degrees awarded to 6% in 
15/16 
- Increasing UG female 2.1 
degrees awarded to 57% in 
15/16 
- Increasing PGT female 
Distinction degree awarded 
to 34% in 15/16 
- Increasing PGT female Merit 
degree awards to 44% in 
15/16 
- Accurate data to be 
available for DPD’s when 
writing AMRs. 
- Accurate data presented to 
SAT on yearly basis to allow 
complete overview and 
initiate appropriate actions.  

9 

2.8 Monitor and examine the 
implementation of the University 
wide student maternity policy. 

Review of 
University Policy 
and current 
monitoring and 
review of 
implementation 
within the School.  

- Implement cyclic review 
of applications for 
suspension of studies 
(UG/PGT) and interruption 
of studies (PGR) and how 
these are managed. 

 - Academic Administrator 
- Teaching Support Administrator 
- PA to HoS 
- Chair of SAT 
- Programme support secretaries 
(School Office) 
 

2014/15 
onwards 

Sept 2014 Accurate records kept of 
students taking maternity 
leave in order for the SAT to 
review on a yearly basis and 
initiate appropriate actions.  

18 

3 Key career transition points, appointments and promotions   

3.1 Review text used in recruitment 
material and job specs to ensure 
appropriate on opportunities for 
flexible working and provision for 
those with caring responsibilities. 

Review of 
University and 
School recruitment 
and job specs 
templates 

- Include statement 
reading “The School is 
committed to the Athena 
Swan Charter for women 
in science” in job 
advertisements.  
 - Additional information 

 - HoS 
- School Manager 
- PA to HoS 
- Chair of SAT 
 

2013/14 
onwards 

Sept 2014 - Increased number of female 
applicants for Lecturer/ 
Senior Lecturer (and above) 
job vacancies from Sept 2014 
by 30%  

10,12,14 



 

31 
 

to also include 
commitment to promote 
flexible working and clear 
opportunity to discuss the 
job specifications with HoS 
(or alternative). 
- Implement cyclic review 
of recruitment materials 
for staff positions in AFRD. 

3.2 HoS to review all staff on a yearly 
basis that are coming to the top of 
their grade prior to their PDR in 
order for timely discussions to take 
place regarding promotion. 
 

Review of current 
School processes. 

- Implement cyclic review 
of staff grades in advance 
of PDR’s (Jan-Mar). 
- Statistics produced 
within the School of the 
number of staff at the top 
of their grade, those put 
forward for promotion 
and success rates.  

 - HoS 
- School Manager 
- PA to HoS 
- Chair of SAT 

2013/14 
onwards 

Sept 2014 - 100% PDR completion in 
2014/15 
- At least half of candidates 
put forward for promotion to 
be successful. 
- Accurate data presented to 
SAT on yearly basis to allow 
complete overview and 
initiate appropriate actions  

14,15 

3.3 Minimum of one member of any 
recruitment panel to have 
undertaken recruitment and 
selection diversity training. 

Review of current 
School processes. 

- Request Staff 
Development Unit run a 
course “in-school” for 
AFRD to increase numbers 
who have been trained.  - 
Implement monitoring 
system to ensure 
adherence to School 
policy. 

 - HoS 
- School Manager 
- PA to HoS 
- Chair of SAT 

2013/14 
onwards 

Sept 2014 - At a minimum at least one 
panel member (preferably 
more) to have completed 
recruitment and selection 
diversity training.  
- Accurate data presented to 
SAT on yearly basis to allow 
complete overview and 
initiate appropriate actions. 

12,13 

3.4 Promote existing mentoring 
opportunities for early and mid-
career academics and where 
necessary implement School based 
mentoring system 

Review of current 
School processes. 

- Inclusion in School 
Strategic plan. 
- Promotion of mentoring 
opportunities through 
School Research 
Committee and discipline 
specific research 
meetings. 
- Promote mentoring 
opportunities during 
induction meetings. 

 - HoS 
- School Manager 
- Chair of SAT 
- Director of Research  

2014/15 
onwards 

Sept 2014 - Target 75% take up by staff 
on grades F and G by 2015 

14,20 

3.5 Consideration of using recruitment 
“headhunters” in order to increase 
female applicants to academic job 
vacancies. 

Review of current 
School processes. 

- Review of current and 
future job vacancies and if 
they require additional 
recruitment support 
- Review how the 
University currently 
operates with the use of 
recruitment 
“headhunters”. 

 - HoS 
- School Manager 
- Research Heads (dependant on 
vacancy) 
- Chair of SAT 
- PA to HoS 

2014/15 Sept 2014 - To use a recruitment 
“headhunter” agency for at 
least one job vacancy from 
September 2014 

12 
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3.6 Offer formal exit interviews for all 
staff leavers. 

Review of current 
School processes 
and informal data 
on reasons for 
leaving. 

- Design of “exit” 
questions and interviews 
to be formally recorded 
for audit purposes.  
- Implement cyclic review 
of exit interviews. 

 - HoS 
- School Manager 
- PA to HoS 
- Chair of SAT 

2013/14 
onwards 

Sept 2014 - 100% accurate data records 
kept 

11 

3.7 Set up meetings with maternity 
returner, line manager and the Head 
of School on return from maternity 
leave. 

 - Implement cyclic review 
of maternity review 
meetings.   
- Implement appropriate 
record keeping of these 
meetings. 

 - HoS/ appropriate line manager 
- School Manager 
- PA to HoS 
- Chair of SAT 
 

2014/15 
onwards 

Sept 2014 - 100% accurate data records 
kept 
 

23 

4 Career advice and support  

4.1 Ensure timely discussion of 
promotion and career plan in PDR. 

Review of current 
School processes. 

-Highlight HR guidance on 
overall objectives of the 
PDR to reviewers, with 
emphasis on ensuring 
discussion of personal 
development plans. 

 - HoS/ appropriate line manager 
- School Manager 
- PA to HoS 
- Chair of SAT 

2014/15 
onwards 

Jan 2015 - At least half of candidates 
(male & female) put forward 
for promotion to be 
successful. 
 

10,13,14,
20 

4.2 Implement a mechanism for career 
progression to for RAs who could be 
employed on open ended contracts 
once fixed term contracts finishes. 
Subsequently identifying 
appropriate career advice and 
support for these individuals. 

Implementation of 
current RA 
concordat 

- School Manager and 
Finance Administrator 
tasked with reviewing 
School processes with 
current University policy 
and submit report to 
School Executive Board. 
- Identification of 
mechanisms to ensure 
appropriate career advice 
and support is in place 
during RA fixed term 
contract. 
 

 - HoS 
- School Manager 
- Finance Administrator 
- Director of Research 
- PA to HoS 
- Chair of SAT 

2014/15 
onwards 

Sept 2014 - Increasing current open 
ended research contracts 
(12/13) from 3 to 5 (female) 
by September 2015. 

11,13,14,
19,20 

5 Culture, Communications and Departmental Organization  

5.1 Implementation of transparent and 
detailed workload model. 

- Preliminary data 
entered into the 
model.   
- Small number of 
staff used to review 
the data for 
accuracy before 
rolling out across 
the School.  

- Meetings with all staff as 
part of PDR to discuss 
individual workloads 

 - HoS 
- School Manager 
- Academic Administrator 
- Chair of SAT 

2013/14 
onwards 

Sept 2014 - Statistics produced on 
teaching, administration and 
research that produce a 
workload model by 
September 2014 that will 
feed into PDRs (Jan-Mar).   
 

11,13,14, 
15,,17,19
, 
20,21 
 

5.2 Specific web page outlining the 
school’s commitment to Athena 
SWAN and policies and actions in 
place.  This will also include the 

Review of current 
School web pages. 

- Design specific web 
pages for external 
viewing. 
- Review use of images 

 - Academic Administrator 
- IT Manager  
- Student Recruitment Assistant 
- Chair of SAT 

2013/14 
onwards 

Sept 2014 - Monitor number of times 
Athena SWAN web pages are 
clicked into. 
- If less than 20 hits over a 3 

10,12,14 
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enhancement of images projecting 
strong female representation in all 
marketing materials. 

when School web pages 
are being upgraded by 
December 2014.  

 month period take into 
account placement on web 
pages and look at additional 
ways of promoting the web 
site.  

5.3 Provide more information via the 
internal staff web site on equality 
and diversity issues, different leave 
options and flexible working.  

Presentation at 
School staff 
meeting September 
2013 

- Integrate web links and 
text into current on-line 
absence/leave process 
within the School.  
- Circulate this information 
regularly through School 
Newsletter and other 
internal communications. 

 - Academic Administrator 
- IT Manager 
- School Manager 
- Chair of SAT 

2013/14 
onwards 

Sept 2014 - Monitor number of times 
staff access sites on equality 
and diversity and different 
leave options available. 
- If less than 20 hits over a 3 
month period take into 
account placement on 
internal pages web pages and 
look at additional ways of 
communicating this 
information.  

23 

5.4 Annual Review of committee 
members on key School 
Committees. 

Review of current 
membership on 
School Committees  

- Implement cyclic review 
of membership on key 
committees to ensure that 
there is appropriate 
gender representation 

 - HoS 
- School Manager 
- Chair of SAT 

2013/14 
onwards 

Sept 2014 - On all key School 
Committees (where possible) 
to have 50/50 male-female or 
60/40 male-female 
membership.  
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5.5 Implement as part of staff induction, 
a meeting with Chair of School’s 
Equality and Diversity Committee. 

Review of current 
School processes. 

- Devise School based 
checklist in addition to 
University Induction 
Checklist to ensure that 
key activities are 
undertaken. 
- Ensure that all staff 
(regardless of staff 
category and grade) are 
given an appropriate 
induction to the School 
and their job 
role/responsibilities. 
 

 - Chair of SAT 
- School Manager 
- PA to HoS 

2013/14 
onwards 

Sept 2014 - 100% of all new starters to 
receive appropriate induction 
provision  
- 100% collection of School 
based checklist and signed by 
the new starter. 
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5.6 Provide additional information in 
School based PGR Handbook about 
support mechanisms.  

Review of 
University PGR 
Handbook and 
School based 
handbook 

- Write appropriate text 
about support 
mechanisms for PGR 
students in School based 
handbook.  
- Circulate this information 
around to current 
students. 
- Exit questionnaire (or 
interview) to be produced 
at School level for 
completing PGR students 
on their time at NU and 

 - Director of PG Research  
- Academic Administrator 
- PG Programme Secretary 
- Chair of SAT 

2014/15 
onwards 

Sept 2014 - Clear guidance in School 
based PGR handbook about 
support mechanisms for 
students 
- Qualitative/ quantitative 
information on views of 
students in relation to 
support mechanisms. 

17 
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support mechanisms 
available within the 
School. 

5.7 Ensuring that appropriate 
information is available in UG, PGT 
and PGR School handbooks on the 
University’s Student Maternity 
Leave Policy. 

Review of UG, PGT 
and PGR School 
handbooks 

- Update School 
handbooks to reflect 
current information on 
University’s Maternity 
Leave Policy. 
- Review of formal 
University paperwork for 
suspension or interruption 
of studies in order to 
monitor the number of 
maternity related 
absences. 
- Follow through on 
process applied to each 
individual case and 
support available in order 
for the student to return 
to studies.  

 - Academic Administrator 
- Teaching Support Administrator 
- UG and PG Programme 
Secretaries 

2014/15 
onwards 

Sept 2014 - 100% documented 
information of cases when 
students apply for suspension 
of studies (UG/PGT) and 
interruption of studies (PGR). 
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Key to Action Plan – Abbreviations 
 
AFRD  = Agriculture, Food & Rural Development 

AMR  = Annual Monitoring Review  
AS = Animal Science 
DPD = Degree Programme Director 
FT = Full time  
ES = Environmental Science  
FHN = Food & Human Nutrition  
HoS = Head of School  
HR = Human Resources  
LSEC = Learning & Student Experience Committee 
PT = Part time 
PA to HoS = Personal Assistant to Head of School 
PDR = Personal Development Review 
PG = Postgraduate  
PGR = Postgraduate research  
PGT = Postgraduate Taught 
SAT = Self-assessment Team 
UG = Undergraduate 

 
 


