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Item 10(i) 
Senate 13.07.16 

DRAFT Athena SWAN Action Plan 
Introduction  

The Action Plan sets out the key areas where City, University of London will make progress in order to address the issues identified in the Bronze award self-
assessment submission. Work on the Action Plan has already started and full implementation will be overseen by the University’s Self-Assessment Team (SAT) 
and Athena SWAN Steering Group. A report on progress against the Action Plan will be produced on an annual basis. In addition, progress will be reported 
quarterly to the University’s Equality Committee and published on the University’s Athena SWAN website. The Equality Committee includes representatives 
from all Schools and the main Professional Services and is well placed to monitor, challenge progress and resolve coordination issues. The Equality Committee 
reports to the University’s Executive Committee, which is chaired by the Vice-Chancellor.  

City’s Vision & Strategy 2026 establishes gender equality as one of the University’s most pressing challenge over the next four years.  As a step 
towards mainstreaming gender equality, City has resolved to make a successful application for Athena SWAN bronze accreditation in November 2016. 
The ambition set out in the Vision & Strategy 2026 is for each of City’s five Schools to achieve an individual Athena SWAN Award and the University to progress 
to a Silver Athena SWAN Award over the next 4-5 years.  

The Action Plan will support and underpin the University’s high-level commitment to promoting gender equality and to building and maintaining an inclusive 
environment which supports and values the diversity of students, staff and the wider community. 
 

Actions 

Actions have been grouped under the following themes:  

1. Institutional Strategy and Governance 
 

2. Policy, Procedures and Practice  
 

3. Recruitment, Retention and Development 
 

4. Raising the Profile of Gender Equality  
 

5. Monitoring and Reporting 
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Theme 1: Institutional Strategy and Governance 

Objective:            
Embed gender equality within key strategic priorities 
Seek to address the gender imbalance across the institution 
Seek to address the gender pay gap 
 
Rationale:           
Embedding gender equality strategically is frequently stressed within the 
literature as the necessary but not sufficient condition for making a positive 
impact. It clearly signals both internally and externally that the issue of gender 
equality is regarded as significant and a priority. An explicit commitment to 
gender equality at institutional level should help built support for action and 
ensure that where the coordination of existing resources or additional 
investment is required that such support is considered as part of strategy and 
planning activities. The ultimate goal is usually considered to be embedding 
gender equality sufficiently for it to become the ‘norm’. The organisational 
signals that gender equality has been mainstreamed are commonly cited as 
being achieved through addressing the gender imbalance at senior 
management, middle management and then more widely across the 
institution. Different interventions may be required but the focus is generally 
on policy and implementation.  
 
The gender pay gap is most evident at Professorial level, with some 
discrepancies between grades 4-8. Although the pool of individuals at 
Professorial level is quite small and specific disciplines may attract market pay, 
a review of this is required.   
 
Commentators often stress that addressing gender equality will not happen 
without focused action and that, like any other challenge, it require a strategic 
and systematic approach. In order to accelerate strategic, sustainable and 
meaningful change a list of actions for City are provided below.   
 
Evidence: 
Literature on this subject demonstrates that gender equality is achieved when 
all staff and students are able to access and enjoy the same rewards and 
opportunities regardless of their gender but that powerful signals that provide 
the impetus for further change are sent when the gender balance starts 
demonstrably and evidently to shift.  

Good practice across HE demonstrates that embedding gender equality at a strategic level not 
only helps gain support from across the institution but also provides a clear message if 
championed at senior management level. Some leading institutions in this regard are;  

o University of Greenwich – established a University KPI for inclusion in its strategic plan 
for the advancement of women’s careers measured by STEMM and non-STEMM areas  

o University of York – developed and embedded improvements in the selection process 
for Heads of Department, Deans and PVCs and explored changes to the process or 
the roles that would encourage more women to apply for leadership positions 

o King’s College London – improved female representation on key committees by asking 
each committee to consider how to improve its gender representation and report the 
plans back to PCT, introducing a system of female deputies, continuing to take a 
proactive approach to shortlisting women as part of the process of the nominations 
process for Council appointments  

o St George’s University of London – is investigating further any significant pay gaps 
identified in the Equal Pay Audit 

Examples of City data              
 Leadership team                                                      % Female Academic staff across roles 

UET – 86% male (6 male, 1 female) 

ExCo – 78% male (14 male, 4 female)  

 
University Committees 

Committee % Female 
members 

ARC 33% 
CGNC 33% 
Council 32%  
Education & 
Student  

47% 

REMCo 33% 
Senate  29% 
SIPCo 20% 
Research & 
Enterprise 

30% 

   

    % Female Professional Service staff across grades 

50%

36%
41%

67% 68%

50%
58%

53%

39% 35%

52%

34%

45%

64%
68%

100%

61%
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2012/13 % Female
2013/14 % Female
2014/15 % Female
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Action 
 

Success measure Timescale Responsibility 

1.1 Embed City’s value of Equality and Diversity in the University’s Vision & 
Strategy 2026 through implementation. 

Strategic Plan 2016 – 2026 includes ‘diverse and 
inclusive’ as an institutional value.  
 
Implementation will demonstrate how this is lived 
day-to-day and may include the development of an 
equality and diversity plan.   
 

December 
2017 

ExCo and 
Equality 
Committee  

1.2 All University committees to consider equality and diversity in policy and 
decision-making processes as applicable.  
 
This will also include: 

o ExCo to request comments from the Equality Committee (EC) – 
and Self-Assessment Team (SAT) on updates to existing or new 
institutional policies. 

o EC to ensure Equality Impact Assessments (EIAs) are carried out 
on all relevant policies.  

Inclusion of equality and diversity considerations in 
Terms of Reference for all University Committees.  
 
Guidelines developed on the implementation of this 
and provided to all University Committees and 
members.  
 
Minutes of meetings to detail equality considerations 
where applicable.  
 
EIA statement to be included at the end of all relevant 
policies.  
 

January 
2017 

Equality 
Committee and 
Self-
Assessment 
Team  

1.3 Establish and embed an equality and diversity representative within each 
School Executive Committee and each Professional Service, or groups of 
services.  

 

All Schools and Professional Services will have a 
named equality and diversity representative who will 
be a member of the Equality Committee and School 
/ Department SAT. 
 

December 
2016 

Deans and 
PSDs 

1.4 Designate a Pro Vice-Chancellor role or create a Dean role to lead on 
Equality and Diversity 

Equality and Diversity fully supported and led at 
UET/ExCo level and regarded as a key priority for 
City.  
 
Included as part of ExCo’s ‘Big Six’ for a year to make 
early, rapid progress and provide future momentum. 
 

July 2017 ExCo 

1.5 Introduce the following performance indicators (PIs) as part of the University 
strategic plan: 

• Gender pay gap 
• Representation of women at Executive Committee level 

Data collected, reported and PI updates published on 
the intranet.  
 
 
  

July 2016 ExCo 

1.6 Increase female representation in senior roles across the University, 
supported by the University PI.  

UET provided with information on staff in the talent 
pipeline and arrangements made to allow shadowing 
and mentoring directed at senior leadership roles.  

November 
2019 

ExCo and HR 
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Long-term career plans included in development 
discussions and in particular at appraisal.  
 
All opportunities advertised internally and high 
potential females and underrepresented groups 
encouraged to apply.  
 

 

1.7 All Deans to demonstrate a commitment to equality and diversity by 
ensuring that all Schools apply for an Athena SWAN award by April 2018.  
 
  

Each School SAT to identify opportunities for the 
progression of Athena SWAN in their School and to 
report to the University SAT.  
 
Clarity provided around the central resource for data 
collection and project planning assistance clarified.  
 

April 2018 Deans  

1.8 The University to prepare an application for an Athena SWAN Silver award. Application submitted and Athena SWAN Silver 
award successful  
 

November 
2020 

ExCo 

1.9 Establish a process and develop guidelines on raising equal pay claims.  Process agreed and guidelines developed and 
published under the HR pay section of the intranet.  
 

January 
2017 

GEWG and ExCo 

1.10 Identify steps to reduce the number of red circled Professors following the 
Equal Pay Audit 2015. 

Fewer or no Professors outside of the recognised 
Professorial pay bands.  

March 2017 URG 

1.11  Identify the rationale for additional payments and ensure these are applied 
consistently across the University and reviewed annually.  

Clarity and purpose of additional payments agreed by 
the University Reward Group (URG) and outlined to 
the Remuneration Committee (REMCo).  
 
Guidelines introduced to ensure managers are clear 
about the purpose and application of additional 
payments.  
 
Review of additional payments undertaken annually.  
 

January 
2017 
 
Reviewed 
annually 

URG 

1.12  Undertake a review of the Annual Salary Review process, specifically to 
determine how salary increases are allocated to individual members of staff.  
 
 Consider allocating a higher proportion of the overall budget   
 available for salary increases to female members of staff,   
 subject to them fulfilling the standard criteria.  

A higher proportion of salary increases awarded to 
female staff.  
Future Equality Impact Assessments of the Salary 
Review process will include analysis on the 
implications of the outcome of the review against the 
gender pay gap, split by Professors, academics and 
professional service staff. 

March 2017 URG 

1.13  Ensure all staff receive verbal and written feedback following  
 reward and promotion applications. 

Deans and PSDs provided with feedback on the 
outcome of an application after it has reached 

December 
2016 

ExCo 
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University level. If a Dean or PSD do not support an 
application they must explain why.  
 
Feedback provided to individuals within 14 days of 
the outcome.  
 

1.14 Consider academic career progression steps and encourage staff to apply 
for promotion. Clarify whether for example, staff can move from Senior 
Lecturer to Professor in exceptional circumstances.  
 

Review completed and academic promotions policy 
and guidance updated.  
 
All opportunities advertised internally and 
underrepresented groups encouraged to apply. 
 

July 2017 ExCo and HR 

1.15  Ensure consistency and clarity for criteria in Professorial recruitment.  
 
Review wording in adverts to ensure roles are appealing and ensure the 
recruitment search is inclusive.   

 

Professorial recruitment policy followed consistently 
by all Schools and the minimum tangible 
requirements outlined and underrepresented groups 
encouraged to apply.  
 
Process monitored and outcomes annually reported 
to ExCo and Equality Committee. 
 

November 
2017 

HR 

1.16  Ensure consistency in the application of Professorial promotion, provide 
transparency and ensure the pay bands effectively limit scope for gender 
pay gaps. 
 

        Other possible actions for consideration: 
o Promotion panels to be centralised and with a requirement for at 

least one external School representative  
o All Professors placed into a Professorial pay band 
o Athena SWAN observers to monitor promotion panels and provide 

feedback 
 

Workshops arranged to assist individuals with 
applications and advice provided regarding 
development required to move to the next band. 
 
Professorial salary scales published on the intranet 
to provide transparency.  
 
Promotion forms updated to include a section for 
mitigating circumstances for completion by the 
applicant as part of their submission. 
 

November 
2017 

HR 

1.17 Review professional service career progression and recruitment processes 
to eliminate barriers for progression into senior grade 8 and 9 roles.  

Individuals identified in the talent pipeline for senior 
roles provided with coaching and mentoring. 
 
All opportunities advertised internally and 
underrepresented groups encouraged to apply.   
 

July 2017 ExCo and HR 

1.18  Review pay points in Grade 9 and establish a banding system to eliminate 
gender pay differences for these roles. 

Review undertaken and Grade 9 split into levels e.g. 
Grade 9a, Grade 9b etc.  
 

March 2017 ExCo and URG 
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1.19 Review academic career progression plans in conjunction with academic 
staffing plans in the annual University planning cycle. 

Development plans considered in discussions 
regarding academic staffing plans and recruitment 
implications 
 

July 2017 ExCo and HR 

1.20 Undertake a multivariate analysis of academic staff data (intra-band and 
across the band) to understand better the relationship between 
performance metrics and career progression.  
 
Follow up with a review of performance metrics and consider normalising 
them by discipline.  

Systemic trends identified and targeted interventions 
introduced to reduce disparity between males and 
females.  
 
A system created to enable this analysis to be carried 
out on a regular basis. 
 

July 2018 GEWG 
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Theme 2:  Policy, Procedures and Practice 

Objectives:            
Mandatory training for all staff 
Gender balance on all panels 
Improve awareness and communicate ‘family friendly’ policies  
 
Rationale:           
Providing mandatory equality and diversity and unconscious bias training for all staff 
will help to break the habit of implicit biases and increase awareness. This training is 
particularly useful for managers and those in a decision-making roles. Alongside 
promoting a gender balance on panels, these actions should help alleviate 
discriminatory practice and encourage healthy debate and challenge in discussions.  
 
Effective communication of such policies and practice will reinforce a working 
environment that provides and encourages flexibility for all staff.   
 
Evidence: 
Literature on this subject shows there is an insufficient understanding of unconscious 
bias at many levels and across most sectors but particularly at senior committee level, 
which is generally male dominated in HE and can have disproportionate influence on 
decision making. Promotion panels have been found to perpetuate socially 
constructed male (hard) disciplines over female (soft) disciplines and to privilege the 
former. More recent studies are starting to reveal the limitations of unconscious bias 
training and stress the need for such training to be reinforced through e.g. consistent 
corporate messages, policies and procedures and the way in which those are 
consistently implemented. 
Despite the introduction of family-friendly initiatives aimed at supporting women with 
care responsibilities: in studies, women overwhelmingly suggest that employers are 
not fulfilling this perception of support for flexible working or alternative work 
arrangements.  
 
Good practice across HE demonstrates that embedding equality and diversity in 
training and in regards to decision-making processes and ensuring staff are aware of 
policies and procedures will lead to an improved working environment. Some widely 
regarded examples are;  

o St George’s, University of London – completion of Line Managers Toolkit will 
be mandatory for all existing and new staff with line management 
responsibility 

o Queen Mary, University of London – all members of interview panels to 
undertake recruitment and selection training  

o Queen Mary, University of London – junior staff and externals invited to sit   
on panels to ensure women in STEMM are not overburdened with panel 
requests 

o University of Leicester – an attempt is made to concentrate duties into two 
or three days of the week so staff can work from home, attending meetings 
by Skype, if necessary 

o University of York – disseminate and promote enhanced shared parental 
leave and review provision for supporting academic staff returning to work 
following a substantial period of leave (e.g. maternity leave) for example, a 
term’s research leave within 12 months of returning to work 

o University of Exeter – a pop-up nursery run for Saturday open days  (timed 
as such due to the college’s location) were found to be successful and are 
now embedded and recurrent 

 
Examples of City data  
Equality and Organisational Culture Survey results  

o A perceived lack of publicity, awareness and information of policies e.g. 
flexible working.  

o 36% of academic respondents felt sabbatical leave procedure/process 
unclear 

o 61% of professional service and 77% of academic respondents not aware of 
flexible working policy 

Training Opportunities undertaken by Academic staff  
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Action 
 

Success measure Timescale Responsibility 

2.1 Ensure all new staff undertake and pass the online equality and diversity  
      training and follow-up with refresher training every two years. 
 

100% participation as shown through central monitoring 
and a report provided to the Equality Committee and ExCo 
annually.   
 

November 
2017 

HR 

2.2 Ensure all managers (including ExCo, Deputy Directors, HoDs and Chairs  
      of recruitment, reward and promotion panels) undertake ‘Inclusive   
      Leadership’ training, which has a focus on unconscious bias.  
 

100% participation as shown through central monitoring 
and a report provided to the Equality Committee and ExCo 
annually. 
 

November 
2017 

HR 

2.3 Ensure that members of recruitment, reward and promotion panels have  
      undertaken the relevant training such as equality and diversity, inclusive   
      leadership and training on the process, if applicable. 
 

Panels formed of individuals who have been trained.  November 
2017 

HR and Chairs 
of Panels  

2.3 Promote ‘Dignity and Respect in the Workplace’ training for teams and   
      ensure Deans and Directors actively encourage this within their Schools  
      and services.  
 

High participation as shown through central monitoring and 
a report provided to the Equality Committee and ExCo 
annually. 
 

November 
2017 

Deans, PSDs 
and HR 

2.4 Introduce a policy to ensure all recruitment, reward and promotion panels to   
      have a fair gender balance, which includes at least one man and one    
      woman. 
 
      HR to ensure that all panels include at least one man and woman. 

University of London network called upon and senior 
females asked to participate on such panels.  
 
Central monitoring and reporting to ExCo on the 
composition of promotions panels on an annual basis. 
 

July 2018  HR and Chairs 
of Panels  

2.5 Increase awareness and communication of policies and in particular family- 
      friendly policies and actively promote benefits.   

o     Review policies to ensure they are clear and transparent 
o     Review Maternity Policy and benchmark against sector practice 
o     Review Maternity Policy and provision for PhD students  
o     Reinforce assumption that fixed-term cover will be provided for     

    long-term absence (e.g. maternity leave) resourced by a central   
    fund.  

o     Training for managers about the benefits for individuals and to the   
    institution of family-friendly policies 

o  Events for staff to raise awareness about family-friendly policies 

Increased visibility of family-friendly policies and guidance 
via HR intranet page and other communication channels. 
 
Review conducted of City's maternity policy and policy and 
process updated.  
 
Events such as drop-in sessions implemented to raise 
awareness, increase understanding around policy areas 

November 
2017 

HR 

2.6 Raise awareness of the flexible working policy and provisions. 
o Provide flexible working options for staff returning from significant 

career breaks such as; a Parental Leave Fund of up to £20k to support 
return to work and encourage retention for use on Research Assistants, 
dedicated research time, training etc.  

Information provided on the University website about 
flexible working schemes. 
 

July 2017 HR 
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Review concluded of the practice of meetings during the 
hours of 10am-4pm and training in half term breaks and a 
policy agreed by ExCo. 

2.7 Undertake a review of existing facilities and arrangements to increase  
      support for staff with childcare responsibilities. Possible options to consider: 

o Increasing baby changing facilities and being smarter about 
utilising space for breastfeeding 

o Understanding if there is an appetite to align  University reading 
week with national school holidays such as half-term and Easter 
break 

o Providing assistance to enable staff with young children to attend 
conferences e.g. with additional childcare costs, accommodation 
options etc.  

Review concluded and considered by ExCo with decisions 
and reasons documented and publicised.  
 
Suitable facilities and arrangements identified and plans 
developed for implementation.  

December 
2017 

ExCo 

2.8 Using the University workload framework, ensure every School develops and  
      implements a workload model which is communicated to staff. 
 

Workload allocation models implemented in all Schools. July 2017 ExCo 

2.9 Review Appraisal policy and process and update document to ensure: 
o Discussions on short, medium and long-term goals take place 
o Discussions about promotion and development take place 
o The development of female talent is reported  

o Objectives are set which take into account of personal 
circumstances 

o A staff development web-tool is created to promote and publicise 
development opportunities for staff 

Forms updated to incorporate discussions regarding 
career development for short, medium and long-term. 
 
All line managers will have undertaken development 
discussions with direct reports and passed on comments 
to the relevant appraiser where applicable.  
 
 
 

December 
2016 

HR and URG 

2.10 Review the Sabbatical leave and Career Break policy, to provide clear  
        guidance and encourage consistent application.   
 

Review complete and guidance updated to create clarity 
around entitlement and application of policy. 
 

January 
2017 

HR 

2.11 Review Exit Interview process against the ESS project, with the aim of    
       increasing publicity and uptake. 
 

Review complete and changes implemented.  
 
Monitoring and reporting this process with an annual update 
to ExCo. 
 

January 
2017 

HR 
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Theme 3:   Recruitment, Retention and Development 
Objectives:            
Mandatory training for managers undertaking recruitment 
Updating recruitment documentation and processes 
Improving the provision of development programmes and opportunities  
 
Rationale:           
Providing an explicit commitment through training and in all standard recruitment 
documentation will highlight the importance of equality and diversity and help create 
a gender balance across all appointments at the University.  
 
Evidence: 
Literature on this subject explains that female academics can struggle to break into 
‘boys networks’ within academia. Such networks can be more prevalent in e.g. 
STEMM subject areas. This is important because these networks provide the social 
capital through which people develop support and development networks. 
 
Good practice across HE demonstrates that placing importance on and encouraging 
female applicants to apply to ensure there is a fair and sufficient pool of candidates is 
vital. Some leading institutions in this regard are; 

o University of York – introduce a programme of gender-sensitive workshops 
to supplement existing leadership programmes  

o University of York – include an expectation of a commitment to equality in al 
recruitment and selection documentation and processes e.g. in job 
descriptions  

o Durham University – annual review of all staff CVs by identifying those ready 
for promotion, who are then provided with advice and support 

o Royal Holloway, University of London – all academic staff are asked to 
submit a CV annually so they can automatically be considered for promotion  

Examples of City data 
Equality and Organisational Culture Survey results  

o Perception that training for individuals in management positions is required 
as inadequate  

o Perception that managerial behaviours can be directly/indirectly 
discriminatory 
 

Academic Promotions 
Lecturer to Senior Lecturer Promotion Success by gender 

 
 
 
 
 

Senior Lecturer to Reader Promotion Success by gender  
 
 
 
 
 
 

Senior Lecturer to Professor Promotion Success by gender  
 
 
 
 
 
 
 
 

Reader to Professor Promotion Success by gender  
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Action 
 

Success measure Timescale Responsibility 

3.1  Introduce mandatory recruitment training for all panel members on  
       recruitment panels 
 

Central monitoring and reporting to ExCo to ensure that 
members of panels have undertaken recruitment 
training.  
 

November 
2017 

HR 

3.2  Update recruitment policy and documents to ensure:  
o All roles and posts and advertised internally (both where there are 

vacancies and opportunities available) 
o Adverts to include positive action statements to encourage women 

and underrepresented groups to apply 
o Adverts are worded to ensure roles are appealing  
o Athena SWAN logo incorporated into recruitment documentation 

and onto School and Professional Service intranet pages 
 

HR policy and practiced revised. An explicit commitment 
in all standard recruitment documentation demonstrated 
by the inclusion of relevant statements and logos. 
 
Greater emphasis, publicity and guidance on internal 
vacancies. All staff aware of opportunities and are 
encouraged to apply if qualified. 

January 
2017 

HR 

3.3  Conduct a proactive search when using recruitment agencies to ensure 
       there is a sufficient pool of female applicants and they are encouraged to  
       apply 
 

Recruitment agencies to update University e-recruitment 
system (I-Grasp) with applicant information 
demonstrating the gender balance. This information will 
be monitored and reported to the EC annually.  
 

Annually HR 

3.4 Improve the gender balance for roles at the level of Head of Department or  
      equivalent, and general allocation of positions with additional responsibility. 
 

Promote the attractiveness of positions such as HoD and 
other positions with increased responsibility and those 
which attract a salary incentive. Rotate every 3 years. 
 

March 2017 ExCo 

3.5 During the recruitment process, take into account breaks such as parental 
      leave and sabbatical leave 
 

Recruitment guidance updated to highlight the 
importance of taking this leave. 
 

December 
2016 

HR and 
Recruiting 
Managers 

3.6 Develop an approach to create a gender balance in honorary 
appointments 
 

Improved gender balance across honorary 
appointments. 

July 2017 HR and 
Recruiting 
Managers 

3.7 Promote development opportunities such as leadership programmes more 
widely, especially in Schools or Services with lower female representation. 

Increased uptake of these programmes to lead to 
leadership capacity building.  
 

July 2018 HR 

3.8 Continue to run promotion and permanency workshops for staff 
 

Targets to increase the proportion of female applications 
for recruitment, promotions and Salary Review rounds 
(to reflect proportion of women eligible). 
 

December 
2017 

HR 

3.9 Implement SpringBoard for personal and career development of women 
 

Implementation and communication of this programme. December 
2018 

HR 

3.10 Increase the provision of Coaching and Mentoring across the University Implementation of a career coaching policy and system. 
 

July 2018 HR 
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o Develop a career coaching policy and system 
o All staff to have access to a coach if they request one. 
o Participation in the Women in University Mentoring Scheme 

(WUMS). 

TARGET: Set xx% if staff within each School/PS to have 
a mentor, rising to xx% by 2018 
 

 

 
 
 
 
 
 
 

Theme 4:   Raising the profile of Gender Equality 

Objectives:            
Raise awareness of gender equality 
 
Rationale:           
Raising the profile will lead to clear and visible promotion of gender equality and 
encourage the deployment of good practice and lead to increased awareness and 
engagement of employees more generally. Such profile raising activity can bolster 
other initiatives e.g. unconscious bias training by keeping gender equality issues ‘front 
of mind’ for people in the institution 
 
Evidence: 
Good practice across HE demonstrates that raising the profile around gender 
equality can have a substantial impact. Visibly promoting female role models helps 
increase morale and productivity.  
 
Some leading examples of this are; 

o St George’s, University of London – database of female experts as part of 
Athena SWAN website 

o King’s College London – deliver a bi-annual Women in Science seminar for 
high profile external and internal female speakers to talk about their careers  

o University of York – providing a web-based resource for equality matters, 
including a repository of evidence-based work for outside organisations to 
use 

Examples at City 
International Women’s Day – 8th March 2016 

 A gallery exhibition in the College Building called City Extraordinary 
Women. This was complimented by an “I Am Also” campaign which aimed 
to show that female role models need not only be in senior positions. 

 SHS had their own wall exhibition within the building.  
 The School of Law held a CV booster session for men and women.  
 HR held a lunchtime drop-in. 
 The programme of events was very successful with 1,930 visitors to the 

micro site.  
 180 people attended a careers lunch event with a Q & A lunchtime 

session.  
 348 people signed up to the evening event and 180 attended.  
 City news ran a cover story.  
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Action 
 

Success measure Timescale Responsibility 

4.1   Raise awareness of the Athena SWAN application and publicise frequent  
        updates and information using City communication channels. 
 

Increased awareness and engagement with this subject.  
Publicity for role models on the basis of their contribution 
to Athena SWAN Action Plan implementation.  

November 
2016 

Self-Assessment 
Tean 

4.2  Arrange and publicise an annual Athena SWAN lecture 
 

Annual lecture embedded in events calendar. Annually Marketing & 
Communications 
 

4.3  Review Vice-Chancellor’s Awards to recognise a significant contribution to  
       supporting women in academia and professions 
 

Continue to celebrate through awards process and link 
to ‘City’s Extraordinary Women’  

January 
2017 

Marketing & 
Communications 

4.4 Conduct a review of the relevant Web pages to examine whether  
      information is clear and to promote equality and diversity 
 

Review complete and actions implemented. July 2017 HR 

4.5 Clear processes for nominating females for high profile events, press  
      coverage and external recognition and as honorary graduates etc. 
 

Guidance developed to reflect equality and diversity in 
campaigns. 
 

December 
2016 

Marketing & 
Communications 

4.6 Implement a policy to ensure that female staff and students are well  
      represented in all marketing, communications and promotional materials. 
 

Equal representation of male and females on website 
and at events.  
 

December 
2016 

Marketing & 
Communications 

 

Theme 5:   Monitoring and Reporting 

Objectives:            
Improve data quality and collection processes 
Enable the SAT to effectively monitor and assess progress on Athena SWAN action 
plan.  
Supporting the SAT in monitoring Athena SWAN progress 
Reporting on progress 
 
Rationale:           
Better use of management data will underpin, support and improve City’s equality 
aims. Monitoring and reporting on progress of implementation of these actions will 
enhance momentum and keep gender equality in the spotlight. 
 
The use of ‘people analytics’ both to understand and demonstrate progress on 
equality and diversity is becoming increasingly sophisticated and ever more important 
in order to target the right interventions and understand the underlying causes of 
inequality.  

Evidence: 
Good practice across HE demonstrates  

o University of York – STEMM HoDs to monitor and report annually to the 
Dean on gender statistics (e.g. promotion, committee membership, student 
progression) 

o Queen Mary, University of London – benchmark data on gender equality 
for both staff and students at departmental level  

o Queen Mary, University of London – departmental Champions to promote 
Athena SWAN within their department 
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Action 
 

Success measure Timescale Responsibility 

5.1  Initiate a project to assess data quality relevant for Athena SWAN and            
       implement improvements 

o Create a list of all data requirements for each action and include 
information on owners, deadlines and how and when this will be 
updated 

Use of improved data and processes to support School 
and Department Athena SWAN applications 

November 
2019 

Self-Assessment 
Team and HR 

5.2 Regularly publish gender balance at a senior level, benchmarked internally  
      and externally. 

Published on City’s website.  
 
To be provided as part of the Equality and Diversity 
report for Council, REMCo and ExCo.  
 

Annually Equality 
Committee 

1.21 Collect, review, publish and monitor data on the gender balance in 
University committees. Increase female representation by 10% per year 
and look more broadly for membership.  
 
 

 

Data collected and published by December 2016. 
 
Briefing note produced for all committees on the process 
for nominations for membership to ensure equality and 
diversity considerations have been taken into account. 
To be shared with Deans and PSDs for dissemination. 

December 
2016 

Equality 
Committee 

5.3  The SAT to receive and collect the following reports and produce an annual                
       summary on the progression of equality and diversity policies at University,  
       School and Service level; 

o An annual report from Research and Enterprise on equality of 
opportunity in research 

o Equal Pay Audit reports and equality impact assessments from 
promotion rounds and salary review cycles 

o HR staff data and consistent application of HR policies across 
Schools and Services aimed to support women 

o A report from each Athena SWAN Champion (with supporting 
information from Deans and HoDs) on the progress  of the 
University action plan and implementation of this within their School 
and progress on School and Department applications. 

Reports provided annually to ExCo. 
 
 

Annually  Self-Assessment 
Team 

5.4  The Gender Equality Advisory Group (GEAG) to continue providing input 
        to help shape and improve initiatives across the University 

GEAG to meet annually. GEAG and SAT to provide 
annual reports to ExCo. 
 

Annually HR to 
coordinate.  

5.5 Provide resource to monitor and review progress and establish an Athena  
      SWAN Coordinator post dedicated to monitoring progress of the action plan  

Post approved and filled.  January 
2017 

HR 
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      and providing support for School and Department applications. 
5.6 Undertake an annual review of support and resources required to  
      implement Athena SWAN and gender equality initiatives 

GEWG to report on resource requirements annually to 
ExCo. 

Annually 
 
 

GEWG 

5.7 Use of surveys and focus groups to discuss focussed points as directed by    
      the SAT. 

Information is used to help address equality issues. As required Self-Assessment 
Team 

5.8 Use reporting structure to provide regular updates: 

o GEWG to report to ExCo and update the EC 
o ExCo to report to REMCo 
o REMCo report to Council 

Information is used to help address equality issues. As required  

5.9 Deans and PSDs to report annually on Athena SWAN implementation    
      within Schools and Services (in liaison with Equality and Diversity r   
      representatives ) 

Reports provided to the GEWG who will in turn report to 
ExCo.  
 

Annually Deans and 
PSDs 

 


