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Athena SWAN Bronze award application form 
 
Name of institution: Loughborough University Year: 2009 
 
Contact for application: Prof Steve Rothberg, Dean of Engineering 
 
Email: s.j.rothberg@lboro.ac.uk Telephone: 01509 227524 
 
SET departments:       
 
Within the Faculty of Engineering 
Aeronautical and Automotive Engineering  
Chemical Engineering  
Civil and Building Engineering  
Electronic and Electrical Engineering  
Wolfson School of Mechanical and Manufacturing Engineering 
 
Within the Faculty of Science 
Chemistry  
Computer Science  
Ergonomics and Safety Research Institute  
Human Sciences  
Materials  
Physics 
School of Mathematics 
 
Within the Faculty of Social Sciences and Humanities 
Design and Technology  
School of Sport and Exercise Sciences  
 
Note that the Department of Human Sciences and the School of Sport and Exercise Sciences 
will shortly merge to form the School of Sport, Exercise and Health Sciences. 
 
 
1. Description of the institution 
 
The staff and students of Loughborough University make up a community of 18000 people. Of 
over 3200 employees, one-third of the workforce are academic and research staff, the 
remainder are administrative, clerical, technical and manual staff.  Our community is organised 
into an Engineering Faculty, a Science Faculty and a Social Sciences and Humanities Faculty, 
and our activity is concentrated on a 437 acre campus - one of the largest in the UK – with 
excellent provision for sporting and recreational activities. This year we celebrate 100 years 
since the formation of the original Technical Institute that has grown into today’s University and 
our SET activities, covering engineering, the physical, human and sports sciences, mathematics 
and design, have been central throughout the life of the institution. SET is the dominant feature 
of our subject profile, accounting for over 60% of academic activity. 
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Loughborough is well known for the quality of its teaching, verified by outstanding results in 
every National Student Survey and by winning the Times Higher ‘Best Student Experience’ 
Award in 2006, 2007 and 2008. As a member of the 1994 Group, we are a research intensive 
University and proud of the research-led nature of our taught programmes. All departments 
have a strong research base and contribute to an international reputation that is especially 
strong within the SET departments. In the 2008 Research Assessment Exercise, every 
department was found to be undertaking research that is internationally recognised, with 18% of 
the University’s research considered to be ‘world leading’. Loughborough’s special trademark 
has always been its substantial partnerships with industry, government and the professions, 
which bring benefits to all our core activities: teaching, research and enterprise. In 2008, the 
University received the Sunday Times ‘University of the Year’ award. 
 
 
2. Institutional polices and procedures 
 
Communication of institutional policies and procedures, together with associated training, is 
embedded in a number of established mechanisms. Equality issues feature strongly in our staff 
training programmes, beginning with the induction programme for new staff which also includes 
details of human resources policies and procedures and how these can be accessed. The 
‘Respecting Diversity’ course is mandatory for all staff and staff involved in recruitment must 
attend recruitment and selection training where relevant topics are covered. Heads of 
Department undertake training in their human resources responsibilities including equality and 
diversity issues. 
 
In the implementation and use of the various policies and Codes of Practice referred to in this 
section, a key role is held by the Human Resources (HR) Advisers. Each Faculty has an Adviser 
who supports staff generally and the Head of Department in particular, whenever specialist HR 
input is required. The Advisers also sit on the Faculty Directorates (comprising Heads, the Dean 
and Associate Deans) and this is a very significant element in the communication of 
developments in these areas. 
 
(i) Gender Equality Scheme (GES) and/or action plan. (E) 
The University’s Gender Equality Scheme and Action Plan was published in April 2007. The 
Gender Equality Scheme (GES) was disseminated through departmental Equality and Diversity 
Co-ordinators, Deans and Heads of Departments / Sections and the focus group. An Annual 
Report on the action plan is produced and presented to the Human Resources Committee and 
the University Council.  The University has now consolidated its Equality Action Plans for the 
race, disability and gender diversity strands to keep ahead of the likely legislative requirements 
outlined in the recent Equality Bill. 
 
(ii) Equal Opportunities Policy. (E) 
Our Equal Opportunities Policy makes clear our commitment to equality and diversity. To assist 
Heads of Departments / Sections in the dissemination and implementation of the policy, the 
University has in place departmental Equality and Diversity Co-ordinators. ‘Respecting Diversity’ 
training courses run by Staff Development are mandatory for all staff. Faculty Directorates agree 
an annual Equal Opportunities Plan which is then distributed to all staff in departments. 
 
(iii) Flexible Working Policy. (E) 
Employees with certain caring responsibilities may apply for flexible working patterns, such as 
job-share, reduced hours or part-time working. There is a legal right for parents caring for a child 

http://www.lboro.ac.uk/admin/personnel/genderequalityscheme.html
http://www.lboro.ac.uk/admin/personnel/documents/gesreport.pdf
http://www.lboro.ac.uk/admin/personnel/documents/gesreport.pdf
http://www.lboro.ac.uk/admin/personnel/policies/equaloppspolicy.html
http://pdwww.lboro.ac.uk/eventdetails.asp?run=8313
http://www.lboro.ac.uk/admin/personnel/Wellbeing/level_2/level_3_work_life/flex_work_pat.htm
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under six years, or with a child with a disability aged under eighteen years, to apply to work 
flexibly. The University has recently gone beyond this legal right by deciding that the right to 
apply to work flexibly should be available to all employees with children under the age of 14 
years. HR Advisers advise staff on a case-by-case basis. 
 
The University also has a flexi-time scheme specifically for secretarial, clerical, administrative 
and academic-related staff. In brief, the scheme allows most employees to vary their start and 
finish times to suit personal circumstances. Line managers in departments communicate details 
to their staff and administer the scheme. 
 
For academic and research staff, conditions of service state that ‘hours of work, whilst not fixed, 
are such as are necessary for the efficient discharge of a Member’s duties as reasonably 
required by the Head of Department’. This builds a degree of flexibility into these posts. 
 
(iv) Harassment Policy and Procedures. (E) 
The University is committed to fostering an environment where its staff, students, visitors and 
contractors can work, study and live free from intimidation, aggression, coercion and 
victimisation. The University is particularly concerned to eliminate all forms of harassment and 
bullying as it recognises that such behaviour is unacceptable, discriminatory and, in certain 
circumstances, also unlawful. All line managers, as part of their managerial responsibilities, 
have a legal obligation to eliminate harassment of which they are aware. The University 
provides a confidential support group, Confide, to support staff who feel that they are being 
bullied or harassed.  Specially trained advisers are able to assist individuals by providing 
practical advice and support including the pursuit of complaints through the formal procedures 
outlined in the Code of Practice on Harassment and Bullying. The work of Confide is 
communicated directly to all staff through departmental noticeboards and through the weekly 
email noticeboard. 
 
(v) Maternity/parental/adoption/paternity leave policies. (E) 
HR Advisers provide specialist support to staff concerning arrangements for leave according to 
the following policies 
 Maternity, Adoption and Paternity Leave 
 Special leave for foster parents  
 Parental leave - leave for parents of children under five years  
The welcome introduction of 10 paid ‘Keeping in Touch’ days has given employees the chance 
to go into work to undertake training and keep in touch without bringing a period of maternity 
leave to an end. There is no obligation on the employee to make use of these days. 
 
(vi) Training and development policies. (E) 
All new staff appointed by the University serve a probationary period with a two-fold purpose – 
to allow the probationer to find their feet in a new job within the context of a supportive 
framework whilst allowing the employer to be assured that the new member of staff is "up to the 
job" before appointment is confirmed. In the case of academic staff (other than more senior 
appointments with previous and current HE experience), a very comprehensive probationary 
programme incorporates a number of critical training elements, the assignment of an 
experienced adviser and monitoring through the Academic and Related Staff Probation 
Monitoring Group. The majority of our probationary training is planned and delivered through the 
Teaching Centre with support from the Research Office for research workshops. Further training 
and development opportunities, for new and experienced staff, are delivered through the 
University’s Staff Development team. 

http://www.lboro.ac.uk/admin/personnel/flexi/index.htm
http://www.lboro.ac.uk/admin/personnel/harassmentandb/index.html
http://www.lboro.ac.uk/admin/personnel/policies/harass-bullying.html
http://www.lboro.ac.uk/admin/personnel/maternity/maternity.html
http://www.lboro.ac.uk/admin/personnel/Wellbeing/level_2/level_3_work_life/foster_leave.htm
http://www.lboro.ac.uk/admin/personnel/Wellbeing/level_2/level_3_work_life/parental_leave.htm
http://www.lboro.ac.uk/admin/personnel/newacadprobationer/probation/guidanceacademicstaff.html
http://www.lboro.ac.uk/admin/personnel/newacadprobationer/probation/guidanceacademicstaff.html
http://www.lboro.ac.uk/service/teachingcentre/about/index.html
http://pdwww.lboro.ac.uk/eventdetails.asp?run=8313
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(vii) Work-life balance policy. 
The University operates an Employee Well-Being website offering advice and convenient 
access to sources of further information. Staff are made aware of this through employee starter 
packs, induction programmes and via the HR website. The Employee Well-Being website has a 
section devoted to work-life balance. 
 
(viii) Equal pay reviews and action plans. 
The University has an Equal Pay Policy and conducted its most recent equal pay audit in 2007 
using pay rates on 3

 
July 2007. It was conducted in line with the equal pay review guidance 

issued by the JNCHES (Joint Negotiating Committee for Higher Education Staff) in March 2002 
and reported in the Gender Equality Scheme Report 2008. The HR Implementation Plan (the 
University Strategy is supported by Implementation Plans for each activity) has an action point 
to ensure our reward systems are equitable and transparent, including the undertaking and 
analysis of the results of equal pay audits of specific staff groups by September 2009. The 
outcome will be communicated through Human Resources Committee and University Council. 
 
(ix) Other relevant policies and procedures. 
The University places great importance on its recruitment practices. All staff involved in 
recruitment undergo recruitment and selection training and all advertised posts have a detailed 
job description and person specification. The University also places great importance on career 
development for its new academic staff, through the probationary training programme which 
ensures that first career steps have the right trajectory. Agreed work plans ensure that 
probationer, adviser and Head of Department are all agreed and clear on performance expected 
in teaching and research. Probationers produce a substantial teaching portfolio, which includes 
an extended reflective commentary, feedback from a range of sources and other supporting 
evidence. This discipline is maintained beyond probation through the use of Personal Research 
Planning, an annual exercise in which all staff agree research targets with the Head of 
Department, and through ongoing student feedback on teaching. The outcome of these 
arrangements is that staff progress quickly towards Senior Lecturer level, assisted by the 
availability of simple and transparent promotion criteria. These criteria combine teaching and 
research requirements and make direct reference to the impact of career breaks. They have 
been extremely successful in steering staff on a course that is simultaneously aligned with 
University strategy and with the achievement of career ambitions. 
 
 
3. Baseline gender data 
 
The following baseline data have been generated for further discussion. Raw data are available 
in tabulated form in the spreadsheet provided. In the data, regular reference is made to Job 
Families and grades. At Loughborough University, the main academic Job Family is RT 
(Research and Teaching) and the analysis presented concentrates on this group. Grades 6 and 
7 are the junior lecturer grades, grade 8 is the senior lecturer grade with the higher points on the 
grade also used for the Reader position. Grade 9 is the professorial grade. Researchers make 
up the RE Job Family with grades indicating the same levels of responsibility as for the RT 
family. Grade 6 is the typical ‘post-doc research associate’ grade and is the most populous 
grade.  
 

http://www.lboro.ac.uk/admin/personnel/Wellbeing/index.htm
http://www.lboro.ac.uk/admin/personnel/Wellbeing/level_2/work_life.htm
http://www.lboro.ac.uk/admin/personnel/policies/equalpaypolicy.html
http://www.lboro.ac.uk/admin/personnel/documents/gesreport.pdf
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 Female : male ratio of academic staff at each grade – researcher, lecturer, senior 
lecturer, reader, professor (or equivalent) – across the whole institution and in SET 
departments, for the last 3 years.  

 
 Female : male ratio of Heads of School / Department across the whole institution and 

in SET departments, for the last 3 years.  
 
 Female : male ratio of academic staff job application and success rates – across the 

whole institution and in SET departments.  
 
 Female : male ratio of academic staff promotion rates across the institution and in 

SET departments for the last 3 years.  
 
 Gender balance on the senior management team at university level for the last 3 

years. 
 
 Gender balance on influential committees at university level for the last 3 years.  

 
 Female : male ratio of academic staff on fixed-term contracts vs. open-ended 

(permanent) contracts – across the whole institution and in SET departments for the 
last 3 years.  

 
 Female : male academic staff turnover rates by grade – across the whole institution 

and in SET departments for the last 3 years.  
 
 Maternity return rates – across the whole institution and in SET departments over the 

last 3 years.  
 
 Female : male ratio of staff in the Research Assessment Exercise (RAE) 2008 – 

across the whole institution and in SET departments. 
 
 Staff survey analysis. 

 
 
4. Analysis of baseline data 
 
(i) Gender balance of academic staff (worksheet ‘4(i) by grade’).  
The subject profile of the University contributes to a male majority within both staff and student 
populations. In this context, we are pleased that recent recruitment has seen the ratio of female 
to male academic staff grow to better than 1 in 4. Amongst research staff, whom we regard as a 
critically important pipeline of future academic staff, SET departments now boast a female : 
male ratio of better than 1 in 3. All of our SET departments have female academic staff.  
 
The data for the whole institution shows an increase in the number of female academic staff and 
in the percentage of female staff across the 3 years. Through the individual grades, it is possible 
to see a wave of increased numbers working through that has reached the professorial level 
where 15.5% are now female compared to 12.1% in 2007. These trends are even stronger in 
the SET departments where growth in the professorial population (5.8% to 10.1%), through 
internal promotion and direct recruitment, and growth in the senior lecturer population (15.8% to 
20.3%), mainly through internal promotion, are very encouraging. While the percentage of 
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female academics is understandably lower in the SET departments than the institution as a 
whole, it is notable that 1 in 1.84 female SET academics are now at senior lecturer level or 
higher, bettering the figure for the whole institution of 1 in 2.21. We point to mandatory use of 
detailed job descriptions and person specifications at the application stage, a thorough 
probationary scheme for new academics and transparent promotion criteria as the drivers 
behind all of these encouraging figures. The efforts of the Concordat Working Group, which has 
driven a number of initiatives related to career development for research staff, will be key in 
ensuring that talented female research staff are able to make the step into academic positions.  
 
(ii) Gender balance at Head of School / Department level (worksheet ‘4(ii) 

Heads’). 
Across the whole institution, 3 out of 22 (1 in 7.33) Heads are now female, close to the figure of 
1 in 6.47 for female professorial staff. This has grown from 1 in 22 Heads in 2007. In the SET 
departments, 1 in 14 Heads is female, close to the figure of 1 in 9.92 for female professorial 
staff. The data suggest that the gender balance at Head level is changing in line with the 
positive changes seen in the number of senior female academics in the University generally and 
SET departments specifically. 
 
(iii) Job applications and success rates (worksheet ‘4(iii) job apps’) (E) 
The data available on applications should be treated cautiously because of the large proportion 
of applicants shown as ‘unspecified’ gender. Gender information is taken from our EO 
monitoring form which is held separately from application forms or CVs and some applicants do 
not return the EO form. These applicants appear as ‘unspecified’ and we are looking at this 
issue. An adjusted success rate is shown in which the applicants of unspecified gender have 
been distributed to the female and male counts in the same proportion as those with a specified 
gender. By the success rate and the adjusted success rate calculations, female applicants are 
currently more successful across the whole institution and significantly more so, by a factor 
around 2, in the SET departments. 2009 data are incomplete. 
 
(iv) Promotion rates (worksheet ‘4(iv) reward & SL’ and ‘4(iv) to prof’). (E) 
The data in the worksheet (4(iv) reward & SL) cover the period of the existing arrangements for 
Reward Review, the process by which non-professorial academic staff receive financial reward 
for outstanding performance and through which promotions are made from lecturer to senior 
lecturer. The total figures over the 3 year period show that, for the whole institution, 25% of 
applications for reward were from female staff (when approximately 30% of eligible staff were 
female). For the SET departments, 20% of applications for reward were from female staff (when 
just over 21% of eligible staff were female). Generally, female staff fare at least as well as their 
male counterparts. In SET departments, female staff have fared slightly better through the 
Reward Review process (100% vs. 88% success rate), including promotion to Senior Lecturer 
(100% vs. 89% success rate). 
 
The data in the second worksheet (4(iv) to prof), show internal promotions to professor over 
the last 3 years including the period preceding the RAE2008 census date in which the number 
of promotions was rather higher. In addition to raw data, we also present the number of 
promotions as a percentage of the RT8 population (i.e. the grade from which the vast majority of 
staff are promoted to professor) in the middle year of the data. For the institution as a whole, 
female staff fare slightly better than their male counterparts but in the SET departments this is 
reversed. We will examine the data further by considering the average time spent in an RT8 
post before promotion for each gender group. 
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(v) Gender balance on the senior management team (worksheet ‘4(v) ELT’) 
The senior management team of the University is known as the Executive Leadership Team 
(ELT) and has 11 members. It is a subset of a larger group known as the Executive 
Management Group (EMG) which has 23 members. Both groups combine academic and non-
academic staff of the university. ELT has 27% female members, EMG has 26%. These numbers 
reflect the gender profile of the University. 
 
(vi) Gender balance on influential university committees (worksheets ‘4(vi) Ops’, 

‘4(vi) Council’, ‘4(vi) Senate’ and ‘4(vi) HR Comm.’) 
Senate is responsible for the academic work of the University, both in teaching and in research. 
Its membership, currently 58, ought to reflect the gender balance within the population of 
academic staff with a bias towards more senior staff as a result of the ex-officio memberships of 
Heads of Department and the likelihood of elected members being more rather than less senior. 
The Heads and the elected members are roughly equal in number. Invitations to nominate state 
explicitly that ‘the University actively welcomes nominations which reflect the diversity of the 
University …, encompassing ethnicity, religion, gender, class, sexual orientation, age, disability 
or special need’. While not suggesting the exclusion of staff on lower grades, an estimate based 
on academic staff numbers at grade 8 and above would indicate a likely percentage of female 
senators in the low twenties while current membership is 18%. Deans and Heads of SET 
departments should do more to encourage senate nominations from female staff. The inclusion 
of lay members raises the percentage of female Council members to 34%. Other influential 
bodies such as Operations Committee and Human Resources Committee have percentage 
female membership around 30% which is strong in the context of our overall gender profile. 
 
(vii) Fixed-term contracts (worksheet ‘4(vii) contracts’) 
Only very low numbers of academic staff are on fixed-term contracts. In 2009, only 4 female 
academic staff have a fixed term contract across the institution with 3 in SET departments as 
might reasonably be expected. Most fixed term contracts are associated with personalised 
retirement arrangements or secondments of eminent, overseas academics. By contrast, most 
research staff are employed on fixed-term contracts as a consequence of the uncertain nature 
of contract research funding. This situation is changing and the University is committed to 
working in partnership with campus trade unions to further reduce the use of fixed-term 
contracts in order to provide greater security of employment. 
 
(viii) Staff retention rates (worksheet ‘4(viii) turnover’) (E) 
All staff leaving the organisation are asked to complete an exit questionnaire, which is received 
in the Human Resources Department and from which any trends can be identified. Turnover is 
low, around 7% for male and female staff, both across the institution and within SET 
departments. There are no apparent differences between the different groups. Since January 
2006, 19 academic staff (21 periods of leave) across the institution, including 7 (8 periods of 
leave) in SET departments have taken maternity leave. 4 are still on leave. Only 1 person left 
the University, in this case 5 months after returning to work, and she was from a SET 
department. 
 
(ix) Equal pay audits. 
The most recent equal pay audit did not identify any disparities. Further work on equal pay for 
specific staff groups is planned for completion by September 2009 under the HR 
Implementation Plan of the University Strategy. 
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(x) RAE 2008 (worksheet ‘4(x) RAE2008’) 
Our monitoring data indicate that, in April 2008, 17.6% of academic staff in SET departments 
were female. Amongst the SET staff returned in RAE2008 (census date 31 October 2007), 
17.5% were female. Allowing for the difference in dates, the RAE return reflected our gender 
balance perfectly. Loughborough’s strategic intention was to return as many staff as possible 
and so very few academic staff from SET departments were not returned. 
 
(xi) Staff Survey (worksheet ‘4(xii) staff survey’) 
The University conducted its first-ever campus-wide staff survey between May and July 2008. At 
65%, overall response rate was one of the highest recorded in an HEI by our survey 
consultants, Capita. Over 50 feedback sessions, involving more than 1300 members of staff, 
were then held with individual departments and support services. An overwhelmingly positive 
outcome emerged from the survey and Capita reported that, of the 300 organisations they had 
surveyed, Loughborough falls into the top 10 when scores for Employee Engagement are 
compared. The Survey Summary Report is publicly available. 
 
Concentrating on the Research (RE) and the Research and Teaching (RT) Job Families, the 
worksheet shows scores reported in 2 formats: a 1-4 scale with 4 being positive and a % score 
for benchmark questions, with explanation included on the worksheet. Benchmarking was 
based on Capita surveys at 26 other UK HEIs. A selection of the most relevant questions are 
shown on the worksheet. Very high scores are returned on all questions related to equality and 
diversity with scores significantly higher than the already high benchmark median scores e.g. 
awareness of the University’s Equality and Diversity Policy, 95% vs. 88%; awareness of 
diversity issues and knowledge of appropriate behaviour, 98% vs. 90%. On questions 
specifically related to gender, a similarly positive picture emerges; when asked if the University 
respects equally people of different genders, staff returned the highest score at 94% of any of 
the benchmark group. 
 
 
5. Supporting and advancing women’s careers 
 
(i) Career development training at key transition points – (E) 
Female staff are not afforded additional support by virtue of gender but all new academic staff in 
all departments of the University are guided through the early stages of their career by our 
comprehensive probationary scheme which includes significant training in the development of 
teaching and research skills. At the probationary stage, participation in conferences and the 
development of external profile are explicitly encouraged in the work plans agreed and signed 
off by their Head of Department. This continues beyond probation through the Personal 
Research Planning process where, again, plans for development of external profile are signed 
off by the Head. Our criteria for promotion to Senior Lecturer have recently been refined and are 
explicit in their articulation of what is expected from candidates in the areas of teaching, 
research and enterprise, including participation in external activities. 
 
(ii) Researcher career support and training (E) 
A range of training and development activities are offered to research staff, from new 
postgraduate researchers to very experienced postdoctoral staff. Specific opportunities include: 
 the ‘Introduction for New Research Staff’ - a targeted induction for research staff throughout 

the University; 

http://www.lboro.ac.uk/staffsurvey/
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 workshops for less experienced researchers covering a wide range of basic teaching and 
research skills including presentation skills, taken alongside Postgraduate Research 
Students; 

 more advanced workshops under the Research listing, for postdoctoral and more 
experienced research staff, taken alongside at academic staff; 

 the ‘Teaching Skills’ workshops comprising sessions on Preparing to Teach, Promoting 
Learning, Supervising Practical Activities and Working with Small Groups; 

 the ‘Successful Teaching and Assessment for Research Staff’ (STARS) programme which 
follows on from ‘Teaching Skills’ and comprises three specific workshops, reflections on 
each workshop on Learn (the University's Virtual Learning Environment), and a final 
assessment day where participants present a short talk and peer assess other STARS 
participants; 

 the Associate Teaching Route – a 12-month programme available to researchers with 
greater teaching loads incorporating assessed teaching observations and a reflective 
Teaching Portfolio and leading to Associate of the Higher Education Academy status; 

 regular Research Staff Forum meetings which are a development and networking 
opportunity for all research staff; 

 the annual Research Staff Conference, with a theme for 2009 of ‘Building a Community’, 
which addresses career and skills development and provides a showcase for research; 

 the ‘Research Staff Development Open Competition’, which allows research staff to apply 
for funds for transferable skills development e.g. networking and career development; 

 a career development advisor, a new post operating out of the Careers Centre, which 
provides dedicated support to research staff, from confidential consultations through to open 
workshops, and which will coordinate the mentoring scheme to be launched at the 2009 
conference. 

 
Developing research careers is, however, an area where we wish to improve and where 
concern was expressed in our staff survey. Currently, a working group is tasked with 
implementing improved processes for induction, probation monitoring and appraisal of Research 
Job Family staff, running alongside the existing Concordat Working Group and led by Prof Peter 
Golding, Pro-Vice-Chancellor (Research). This will feature in our action plan. 
 
Furthermore, sections 5(i) and 5(ii) prompt us to consider whether additional specific actions are 
necessary to meet the needs of the women in SET group and the Concordat Working Group 
and the Staff Survey ‘Research Assistance’ Working Group are actioned to reflect on this. 
 
(iii) Flexible working – (E) 
Heads of Department, line managers and HR Advisers have the key roles in ensuring that staff 
are aware of flexible working opportunities. The effectiveness of our flexible working policy is 
monitored principally through the University’s Equality and Diversity Committee. Staff survey 
data (presented in the accompanying spreadsheet) also show a very positive response from 
staff on questions related to flexible working i.e. scores greater than 2.5 and responses in 
excess of benchmark median figures.  Staff feel that the University provides good support to 
balance work and personal commitments (78% against a benchmark median of 65%) and 
managers can be approached to talk openly about flexible working (84% against a benchmark 
median of 81%). 
 
(iv) Parental leave (E) 
Since January 2006, 19 academic staff (21 periods of leave) across the institution, including 7 (8 
periods of leave) in SET departments have taken maternity leave. 4 are still on leave. One 
person returned with hours increased from 0.8 fte to 1 fte, 2 returned with hours reduced from 1 
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fte to 0.5 fte, including 1 in a SET department, and 1 returned with hours reduced from 1 fte to 
0.6 fte. 
 
Responsibility for covering duties during a period of approved leave for any reason lies with the 
Head of Department who will redistribute workload following discussion with the leaver and 
other relevant parties. On return, a Head would typically allow activity to ramp up over some 
reasonable period depending on the duration of the absence we will look more carefully at the 
support offered to returners. Departments do not receive additional funding to support returning 
staff as this is not felt necessary but Heads have discretionary funds available to support staff 
on a case-by-case basis. 
 
(v) Mentoring and networking 
Female SET staff have experience of mentoring and networking schemes including the Project 
Athena pilot, the National Mentoring register for MentorSET and the Association for Women in 
Science and Engineering (AWiSE). The MentorSET programme came up with variety of 
methods to develop mentor / mentee relationships but our overall experience was one where 
mentors were willing but mentees were not forthcoming. At Loughborough, the main reason for 
this is the high level of mentoring support that is available for probationary staff including the 
assignment of an experienced probation adviser, peer review for research applications and 
teaching observations by experienced staff.  
 
Two networking groups are currently active. The Staff Women’s Group meets to raise 
awareness of matters concerning women and to comment on University practices and policies 
such as the Gender Equality Scheme and implementation of the Research Concordat.  Our 
Women in Science Committee has an explicit focus in SET. They are currently considering 
introduction of a mentoring scheme for staff returning from maternity leave where we feel there 
is a real opportunity to support staff that is not covered by current mentoring provision. We also 
plan to expand the remit of this Committee to cover all SET activities. 
 
(vi) Transparent workload models  
An extensive agreement is in place between Loughborough University and the LUCU 
(Loughborough University and College Union) on workload and Heads are obliged to make 
workload models available to staff. The workload model must identify and balance the research, 
teaching and administration workload for each member of staff. 
 
(vii) Work-life balance  
Staff survey data presented in the accompanying spreadsheet shows a very positive response 
from research and academic staff on the question related to working regular hours without 
difficulty i.e. scores greater than 2.5 and an overall response in excess of the benchmark 
median figure (82% vs. 78%). While academic staff do give a positive score to this question on 
working hours (2.78) and the related question shown on balancing work and personal life (2.51), 
their scores tend to be lower than those from other Job Families. Our feedback sessions tell us 
that this is an issue related to overall workload that is well recognised throughout UK HE and, 
despite better scores than those in the benchmark group, we have a working group currently 
looking at opportunities to reduce workload through improvements in some of our bureaucratic 
procedures. While academic workloads can be high, this differs from a long hours culture in the 
sense that our focus is typically on meeting deadlines rather than keeping long office hours. 
This allows for a degree of flexibility. University committee meetings and Staff Development 
training courses are scheduled with start and finish times that fit with the school day.  
 

http://www.lboro.ac.uk/admin/personnel/recruitment/workloads.html


 11 

(viii) Childcare  
General guidance on childcare provision is available to all staff through the HR website 
including details of the scheme run in conjunction with Busy Bees whereby salary can be 
exchanged for childcare vouchers. Such vouchers are exempt from National Insurance 
contributions and income tax and therefore represent a saving for employees who use them to 
purchase childcare. Our provision includes Loughborough Campus Nursery, a registered day 
nursery for pre-school children from the age of three months, which is based on campus. The 
University currently commits £40k/year to subsidised places for children of employees and the 
subsidy is fully spent each year . Additionally, the University subsidises several school holiday 
play schemes for the children of staff at the level of £5/child/day to a total of £20k/year and, 
again, this subsidy is fully committed. 
 
 
6. Raising the profile of women 
 
(i) Conferences, seminars, lectures, exhibitions and other events. 
The introduction of the annual Research Staff conference in 2008 significantly promotes career 
and skills development and provides a showcase for the research of this important group with a 
high percentage of female staff amongst its SET community. The probation scheme very 
explicitly encourages new academic staff to use conference, seminar, lecture and exhibition 
opportunities to develop their profile while the same is true for more experienced staff through 
the Personal Research Planning process. Criteria for promotion to senior lecturer provide 
further, early incentive. The Women in Science Committee has a remit to raise awareness of 
such opportunities to build external profile. 
 
The Women in Science Committee is also active in outreach work in schools and with families 
e.g. in Chemistry, 'Creating a Colourful Life Family Events'. The Faculty of Engineering has an 
agreed outreach strategy in which the aims to ‘increase recruitment of under-represented 
groups, especially girls, onto technical degree programmes … working with children from KS2 
up to A-level and their teachers’ are explicit. The Widening Participation office run the Widening 
Access Through Sport (WATS) project, working, for example, with Moslem girls to raise their 
aspirations for the future. Female SET students play a vital role in these outreach activities.  
 
The Staff Development team runs the successful Springboard Women’s development 
programme led by a Springboard accredited trainer from the HR team. 
 
(ii) Publicity materials, including the institution’s website or images used. 
The University makes a concerted effort to represent an equal balance of gender and ethnicity 
in its marketing publications and website. In materials for student recruitment materials and for 
wider audiences, we aim to encourage and promote positive images of women working in 
Science, Engineering and Technology. There are numerous examples e.g. 
http://www.lboro.ac.uk/eng/undergraduate/index.html 
 
(iii) Providing spokeswomen for internal and external media opportunities. 
We have always been keen to identify such opportunities. For example, Ella-Mae Molloy will 
shortly feature in the Guardian special supplement on women in SET. Ella-Mae also featured in 
the Royal Academy of Engineering’s publication Inspiring Women Engineers. 
 
In its past few issues, the University’s main research magazine, The View, has featured: 

http://www.lboro.ac.uk/admin/personnel/geninfo/care.html
http://www.lufbra.net/nursery/
http://www.lboro.ac.uk/admin/personnel/geninfo/Playscheme.html
http://www.lboro.ac.uk/admin/personnel/geninfo/Playscheme.html
http://www.creatingacolourfullife.com/
http://www.lboro.ac.uk/departments/sses/institutes/iys/pages/Research/ResearchArchive/wats/index.html
http://www.lboro.ac.uk/service/sd/pdawb/sb.html
http://www.lboro.ac.uk/eng/undergraduate/index.html
http://www.raeng.org.uk/news/publications/list/reports/Inspiring_Women_Engineers.pdf
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 Dr Caroline Meyer, Human Sciences, on a new treatment for Anorexia Nervosa to tackle the 
reliance on excessive exercise by patients. 

 Dr Serpil Acar, Computer Science, investigating ways to make car travel safer for pregnant 
women. 

 Dr Emma Rich, School of Sport and Exercise Sciences, working with girls and young women 
suffering from eating disorders to see if their experiences at school were a contributory 
factor. 

 
(iv) Nominations to public bodies, professional bodies and for external prizes. 
We publicise such achievements routinely in the staff magazine news@lboro. Female SET 
academics and researchers feature regularly. Recent examples include: 
 Leanne Franklin, Human Sciences, first prize in the STEM Student Journalist Awards. 
 Dr Rebecca Higginson, Materials, Cook/Ablett Award from the Institute of Materials, 

Minerals and Mining (IoM3) – the fourth award in successive years. 
 Amanda Hughes, Aeronautical and Automotive Engineering, Finalist student shortlisted for 

the 2008 IET Young Female Engineer of the Year awards.  
 Yan Zhang, Civil and Building Engineering, East Midlands International Student of the Year 

2008  
 Heema Unadekt, Chemical Engineering, IChemE prize at the Fluid Mixing Process Group 

Research Competition. 
 
An overall reflection on sections 6(iii) and 6(iv), however, is that there is scope for us to be more 
systematic in encouraging female SET staff to take opportunities and to publicise their work and 
achievements. Faculty Marketing Officers will take an important role in this. 
 
7. The self-assessment process 
 
The self-assessment team was brought together for the preparation of the submission and 
comprised:  
Prof Steve Rothberg Dean of Engineering. Overall leader of the submission. 
Abbie Bartholomew Faculty of Engineering Marketing Officer. Administrative support to the 

submission. 
Dr Sandie Dann Senior Lecturer in Inorganic Chemistry in the Department of 

Chemistry. Contributor to the submission. 
Ella-Mae Molloy Lecturer in Systems Engineering in the Department of Electronic and 

Electrical Engineering. Contributor to the submission. 
Prof Pat Carrillo Professor of Strategic Management in Construction in the Department 

of Civil and Building Engineering. Contributor to the submission. 
Jan Tennant Director of the Teaching Centre. Contributor to the submission. 
Prof Barbara Bagilhole Professor of Social Policy and Equal Opportunities. Advisor to the 

submission. 
Rob Allan Director of Human Resources. Contributor to the submission. 
Sandra Jasper HR Adviser (Corporate Projects). Advisor to the submission. 
Lesley Mansell Equalities and Diversity Adviser. Contributor to the submission. 
Siobhain Clarke HR Management Information Officer. Provision of staffing data for the 

submission. 
Kokila Mistry HR Management Information Assistant. Provision of staffing data for 

the submission. 
Prof Ken Parsons Dean of Science. Advisor to the submission. 
Prof Terry Kavanagh Dean of Social Sciences and Humanities. Advisor to the submission. 
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The action planning process has focussed on synchronisation with four current programmes of 
work: 
 the staff survey project, particularly analysis of the 2000 responses received and the follow-

up feedback sessions held with 1300 staff across campus. 
 the Concordat Working Group who have an action point to submit for this Award. 
 the HR Implementation Plan (in which there is an action point to submit for this Award) as 

part of the University Strategy ‘Towards 2016’. 
 the Equality and Diversity Sub-Committee with its longstanding arrangements for monitoring 

data under most of the headings requested in this submission. 
Similarly, our intention is to build the ongoing Athena SWAN award requirements into the final 
three of these processes which are themselves ongoing programmes. 
 
 
8. Action plan 
 
The action plan is provided in Appendix A. Attention and resource are focussed on areas where 
the self-assessment has raised specific questions. The action plan is aligned with the 6 Charter 
principles. 
 
 
9. Concluding comments 
 
Our longstanding commitment to the equality and diversity agenda and to women in SET in 
particular was formally recognised in 2004 when a team led by Professor Barbara Bagilhole 
received the Royal Society Athena Award and the Equality Challenge Prize. These awards 
recognised a decade of work to embed gender equality and diversity initiatives in the 
University’s organisational structures, policies and working practices, backed up by research 
into the area at the University. The desire of the Vice-Chancellor at that time, Professor David 
Wallace, to increase the quantity and quality of female staff in SET departments continues to be 
shared by the current VC, Professor Shirley Pearce, and is captured in the University Strategy 
‘Towards 2016’. Loughborough is a founder member of the SWAN charter. 
 
Five years on from these awards, we believe we have created a fair, supportive and cohesive 
environment to which female SET academics and researchers are attracted and in which they 
can thrive. We welcome the incentive provided by the 6 Charter principles to continue to 
improve our performance in these respects and we have valued the thought-provoking effect of 
completing this submission. We regard the many positives in the data presented in this 
submission as indicators of our achievements to date and as pointers to our ambitions for the 
future. 
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Appendix A: Action Plan 
 

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

Action Responsibility Date expected 

Review of HR Implementation Plan to incorporate specific Women in 
SET issues. 

Director of HR  Summer 2009 

Concordat Working Group and the Staff Survey ‘Research Assistance’ 
Working Group will formally re-assess their action points from the 
perspective of the Athena SWAN principles generally and with 
particular focus on career development for female SET researchers. 

PVC (Research) as Chair of 
the Groups 

Autumn 2009 

Monitoring necessary for ongoing renewal of the Bronze Award will be 
added into existing gender equality monitoring and reporting 
undertaken by the Equality and Diversity sub-committee of the Human 
Resources Committee and reported to the University Council. A paper 
outlining requirements will be submitted to the next meeting of the 
Equality and Diversity sub-committee. 

Dean of Engineering (paper) 
and Chair of Equality and 
Diversity sub-committee 
(ongoing monitoring) 

October 2009 (next 
meeting of the sub-
committee) for paper. 
Annually for ongoing 
monitoring. 

Refresh the E & D training provision, including induction, ensuring that 
diversity issues are ‘main-streamed’ in all decision making. 

Director of HR 9/09 

Formation of the Women in SET committee building on the success of 
the Women in Science Committee. 

Dean of Science (as Chair of 
the Committee) 

6/09 (next meeting of the 
committee) 
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To tackle the unequal representation of women in science requires changing cultures and attitudes across the organisation 

Action Responsibility Date expected 

Greater representation of female SET academics and researchers within 
University publications and, where possible, in the external media through 
more systematic efforts to publicise their work and achievements. 

Faculty marketing officers  Summer 2010 

Paper to Equality and Diversity sub-committee asking for consideration of 
participation rates in reward review by gender and for analysis of patterns of 
internal promotion to Professor (including average time spent at RT8 before 
promotion), based on findings emerging from this self-assessment. 

Dean of Engineering October 2009 (next 
meeting of the sub-
committee) 

Women in SET Committee to review gender equality data from Equality and 
Diversity sub-committee on an annual basis and to request specific further 
analysis where required. 

Dean of Science (as Chair of 
the Committee) 

June 2010 and 
annually thereafter 

 

The absence of diversity at management and policy-making levels has broad implications which the organisation will 
examine 

Action Responsibility Date expected 

Encourage female staff to be nominated for Senate, from Faculties of 
Science and Engineering in particular. 

Deans and Heads of SET 
departments 

At each invitation to 
nominate 

 

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

Action Responsibility Date expected 

Support female researchers in submitting proposals to the Research Staff 
Development Open Competition 

Research Staff Career 
Development Officer 

7/09 and annually 
thereafter 
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Encourage externally-funded Fellowship applications and provide support 
and mentoring through the process. Be proactive in identifying female 
candidates. 

Heads of SET departments 
(encourage applications), 
PVC(R) (review application 
rates) 

December each 
year for review  

Heads training to include dealing with maternity (and other) returners. Director of HR Autumn 2009 
onwards 

 

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

Action Responsibility Date expected 

Discussion with UCU trade union. Director of HR Ongoing 

 

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

Action Responsibility Date expected 

Pilot a Career Mentoring Programme for research staff including a Women in 
SET group 

Research Staff Career 
Development Adviser 

Spring 2010 

Provide induction, probation, and appraisal for all RAs. Director of HR Beginning summer 
2009 

Mentoring scheme for maternity returners. Women in SET committee Available from 
autumn 2009 
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