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University of Cambridge School of Clinical Medicine: Athena Swan Action Plan (2022-2027)  
 Planned action / 

objective 
Rationale Intervention /output / milestone Responsible 

person/group 
Timeframe Success criteria 

 Support for female academic/research staff  
1 Increase 

proportion of 
female 
professors 
through 
recruitment and 
promotion 
(Key priority 1) 

Women are under-
represented among our 
academics (R&T), who are 
25% female. A contributing 
factor is lower female 
academic recruitment.  
The share of applicants 
who are female has 
fluctuated, dipping to 32%-
34% in some years (past 
three-year average 41%). 
We improved the 
differential between 
proportion female 
applicants and offer 
recipients (eg applications 
34%F, offers 47%F, 2019-
20) but some fall-back in 
2020-21 (46%F applied; 
41%F offers) may be 
attributable to pandemic or 
other impacts. 
We improved promotion 
processes and increased the 
share (9% relative rise) of 
professors from 22%F to 
24%F in five years, but this 
is below sector benchmark 
(29%).  
There were differences in 
degree of progression 
among female professors 
by clinical/non-clinical 
status, with a mix of 
explanations. 

1) Improve measures targeting 
women academics to apply: positive 
action statements in job adverts; 
appropriate use of Covid impact 
statements; provision for part-time/ 
job-share/flexible working wherever 
possible; review job adverts and 
‘further particulars’ to use inclusive 
language (eg gender decoder tools); 
use female focused websites/job-
boards; ensure use of University 
Diversity Recruitment framework in 
departments. Monitor % adverts and 
applications using these measures 
through annual random audit. 

SCM HR 
team;           
BOMs, HoDs 
 

From March 
2022; review 
Dec 2022; 
ongoing 

1a) All adverts for academic posts 
appropriately using positive action statements 
and provision of Covid impact statements by 
mid-2023. Compliance monitored through 
annual random audit. 
1b) Increase in job applications by academic 
women from 41% (average over past three 
years, 2018-21) to 45% by 2023, and to 50% 
by 2026 (a relative rise of ~ 25%).  

2) Increase UB and EDI training with 
comms, documentation in appraisals 
and annual reminders. Ensure 100% 
of recruitment panel members are 
trained (as now). 

 
SCM HR team           

 
Start March 
2022; annual 
reminders 
and 
monitoring 

2a) Increase in UB training uptake (from 
current 57% School-wide to 70% by end 2023; 
to 80% by end 2025, and maintained).  
2b) Increase in EDI training completion (from 
current 89%) to 95% by 2023, and 
maintained. Maintain 100% for recruitment 
panel members. 

3) Monitor attendance at annual 
promotions workshop by gender and 
clinical/non-clinical status; seek 
feedback on application process 
using feedback forms and 
incorporate learning into ACP 
information forums for future year’s 
promotion round. 

SCM HR team 
 

From May 
2022 for next 
promotion 
cycle; 
annually 

3a)  ≥70% of eligible women attend 
promotions workshop in 2022; increase to 
≥80% by 2023 and maintained. 
3b) ≥80% participants satisfied with 
promotions workshop. 

4) Ensure all promotion candidates 
have access to promotions CV 
mentoring. Monitor engagement and 
seek feedback from mentees and 
mentors. 

SCM HR 
team, 
promotions CV 
mentors 

From June 
2022 

All promotions candidates have access to 
promotions CV mentoring by 2022 round; and 
maintained  
 
Overall: rise in female professors to at least 
appropriate national benchmark % by time of 
next application. 
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 Planned action / 
objective 

Rationale Intervention /output / milestone Responsible 
person/group 

Timeframe Success criteria 

2 Further 
increase 
support for and 
progression of 
female 
academic staff 
at mid-career 
transition 
points 
(Key priority 2) 

We improved our ‘leaky 
pipeline’ at the transitions 
between postdoc and 
research independence. For 
mid-career staff 
(UL/SUL/SRF) we gained a 
50% relative rise from 22%F 
(2016) to 33%F (2020). Non-
clinical women saw a rise 
from 37%F to 48%F, and 
clinicians saw a doubling 
from 15%F to 30%F. There 
is a continued need for 
improvement.  
 
Staff satisfaction with career 
progression was low: 40% 
men, 35% women were 
positive (SS2019). 
 

1) Continued delivery of “Learning to 
Fly” course tailored for non-clinical 
academic women; increase its 
frequency from biennial to annual. 
Train more senior academic women 
to run the course.  
With consent, maintain database of 
course graduates and map their 
experiences/ outcomes and invite 
them to share learning in future 
courses. 

Course 
facilitator, 
SCM HR 
team  

 

From Nov 
2022; 
annually 

1a) All eligible women invited with course 
provision increased from 16 to 20 participants 
per year.  
1b) At least 2 senior academic women 
facilitators trained by Feb 2023; maintain 
thereafter.  
1c) Annual course graduates-led sessions on 
learnings and outcomes. 

2) Support the newly rejuvenated 
intermediate fellows peer network 
with admin and senior academic 
support; monitor gender balance and 
clinical/non-clinical membership.  

Intermediate 
fellows with 
admin support 
(SCM HR 
team), HoDs, 
DOA 

From Jan 
2022; six 
monthly 
 

2a) Intermediate Fellows Network self-
sustaining with ≥2 meetings/year. 
2b) The Network actively engaged in 
promoting membership that is representative 
of underlying community including by gender 
and clinical/non-clinical staff. 
2c) Representative from Network on EDIGG 
by end 2022. 

3) Promote and support the ‘SCM 
Mid-Career Research Fellowship 
Support Framework’ for newly 
independent Group Leaders to 
empower career development 
through training in management and 
leadership, mentoring and a network 
of peer support among Fellows. 
Monitor gender balance and 
clinical/non-clinical staff participation. 

Leadership 
team of 
Fellowship 
Support 
Framework; 
HoDs, SCM 
HR team 
 

From April 
2022 
 
 

≥50% of newly independent female fellows 
taking active part in Fellowship Support 
Framework by end 2023. Increase to ≥75% by 
2025. Appropriate action taken to encourage 
participation if under-representation is 
identified eg by clinical/non-clinical status. 

4) Use the ‘SCM Career 
Development Programme’ framework 
(launched in 2021). In next staff 
survey collect and analyse data by 
gender and contract function to 
understand differences in satisfaction 
with career progression. Funding 
approved for comprehensive Staff 
Survey run by external provider 
(£30k). 

SCM HR team From April 
2022; survey 
summer 
2023; repeat 
2026 
 

At least 50% of staff are positive at next Staff 
Survey (2023) about career progression and 
support. Increased to 60% by 2026. 
 
Overall: 20% relative increase in mid-career 
academic women from 33%F in 2020 to 40%F 
by 2025 and maintained. 
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 Planned action / 
objective 

Rationale Intervention /output / milestone Responsible 
person/group 

Timeframe Success criteria 

3 Mitigate 
impacts of 
Covid-19 
pandemic on 
staff, 
particularly for 
academic 
women 
(Key priority 3) 
 

We instituted mitigation 
strategies but Culture 
Survey results indicated a 
gendered pattern of 
responses to “Action has 
been taken to mitigate 
Covid-19 impact”: female 
academics (60%) and 
researchers (62%) least 
satisfied versus male 
academics (77% positive).  
 
Women were also less 
positive (65%) than men 
(77%) that “The leadership 
actively supports gender 
equality”, with female 
academics /researchers 
least positive (58–59%). 
Might be attributable to the 
pandemic or other 
reasons. 
 
 
 
 
 
 
 
 
 
 

1) Run a School focus group to 
understand female academic staff 
experience. Identify themes for action 
and make improvements accordingly.  

DOA; SCM HR 
team, HoDs 
 

June to Sept 
2022; Oct 
2022 to 
March 2023 
 

Key themes identified and discussed with 
HoDs to implement relevant actions. 

2) Run a School focus group on 
hybrid/agile working by gender; 
identify best practice and share via 
School HR webpages. Assess follow 
up actions.  
 

SCM HR, 
University HR 

June to Sept 
2022; Annual  

Best practice shared across departments by 
Sept 2022; ≥2 case studies promoted annually 
for positive hybrid/agile working practices. 

3) Consultation with BOMs network 
and University HR to map strategies 
to enable learning from anonymised 
information in appraisal forms on 
development needs, training, 
mentoring. Link this to pandemic 
impacts. 
 

BOMs 
network; 
HoDs, SCM 
HR team; 
University HR 
 

From April 
2022; 
Milestones 
as specified 
 

Themes for career support identified from a 
stratified anonymised sample of appraisals of 
women and men from a subset of 
departments, with sample size determined by 
July 2022. Consultation with HoDs by Nov 
2022.  

4) Encourage use of Covid impact 
statements by applicants in 
promotions and reward and 
recognition schemes and monitor 
their impact on decisions in a random 
sample of 30 initially. 

HoDs, BOMs, 
SCM HR 
team; 
University HR 
 

From April 
2022; assess 
in academic 
year 2022-23 
 
Survey 
summer 
2023 & 2026 

Frequency of use of Covid impact statements 
by gender and their role in decisions 
monitored over a year, and set target for 
increase by end-2023 if appropriate. 
 
Overall: Positive experience of academic 
women improved to ≥70% by 2023; to ≥75% 
by 2026. 
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 Planned action / 
objective 

Rationale Intervention /output / milestone Responsible 
person/group 

Timeframe Success criteria 

 Support for students – medical student experience and outcomes 
4 Improve 

medical student 
experience and 
outcomes by 
gender and its 
intersection 
with ethnicity  
(Key priority 4) 

Sparked by BLM, our 
Racism in Medical 
Education Group of 
medical students and staff 
laid a foundation for race 
equality work on 
curriculum, assessment, 
reporting and support, and 
staff training, which has 
gathered momentum to 
expand to further improve 
student experience at the 
intersection with gender. 
Fewer distinctions were 
awarded to women in 2020 
and 2021 (16% and 8% 
versus 20% and 12% to 
men, respectively) compared 
to earlier years when they 
outperformed men. The 
reasons are unclear and 
may be due to chance, but 
investigation is needed. 
 
BAME background students, 
particularly men, received 
fewer distinction awards 
aggregated over five years 
(12%) than white peers 
(women, 17%), highlighting 
a gender-ethnicity 
intersectional inequality that 
needs investigation and 
action. 
 

1) Gather and evaluate data on 
progression of the RME core work on 
staff training, curriculum, 
assessment, and reporting and 
support. Conduct relevant focus 
groups to identify themes for action.  
 

Clinical Dean, 
Dean’s office, 
RME Group, 
AS-
SAT/EDIGG,  
HR (NHS) 

From March 
2022; 
ongoing 

1a) 80% of senior teaching leads to have 
completed Active Bystander Training (ABT) by 
2023.  
By 2025, ABT completed by 95% of senior 
teaching leads and 70% hospital placement 
leads and 70% of GP teaching practices have 
≥1 GP trained. 
1b) A framework for action delivered by Oct 
2022; actions implemented from Dec 2022 
and learnings applied. 

2) Routinely collect data on gender 
and ethnicity in medical student 
surveys to inform understanding of 
and action on variation in 
experiences, as this is not current 
practice. Explore possibility to collect 
information on other protected 
characteristics, eg disability, 
sexuality. Add questions on 
pandemic impacts as no formal 
student surveys have assessed this 
by any protected characteristic. 

Clinical Dean, 
Dean’s office, 
RME Group, 
AS-
SAT/EDIGG,  
HR (NHS) 

Summer 
2022 
(survey). 
Analysis 
complete 
Nov 2022; 
actions Jan 
2023; annual 
repeats 

Data analysed from the next medical student 
survey by gender and ethnicity and for 
pandemic impacts; relevant focus groups and 
actions by Nov 2022. Maintained annually. 

3) Examine performance and 
awarding gap using fine-grained 
continuous data including recent and 
future results to understand any 
gendered trends, assess gender-
ethnicity intersectional inequality, and 
build a framework for action. 
Explore the possibility of including 
other protected characteristics where 
feasible and build a framework for 
action working with University 
resources. 
 
 

Clinical Dean, 
Dean’s office, 
RME-Group, 
AS-
SAT/EDIGG; 
University 
CCTL office, 
REC-Action 
Plan 
 

Summer 
2022 
onwards; 
annually 

Data monitored annually to inform a 
framework for action on awarding gaps, and 
action initiated working with the University 
resources and toolkits (eg Mind the Gap) 
linked to the Access and Participation Plan, 
and the REC-Action Plan. 
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 Planned action / 
objective 

Rationale Intervention /output / milestone Responsible 
person/group 

Timeframe Success criteria 

 Working culture 
5 Improve the 

awareness and 
effectiveness of 
interventions to 
address 
bullying and 
harassment 
(Key priority 5) 
 

We launched the 
Respect@Work 
programme in 2020 to 
improve interpersonal 
behaviours. 2021 Culture 
Survey showed apparently 
low satisfaction (~40%) 
with how bullying and 
harassment are 
addressed. There was a 
gendered pattern with 
lower positive responses in 
women (35%) than men 
(41%) which was most 
stark in academic staff 
(31% female versus 48% 
male academics were 
satisfied). However, ~50% 
of respondents did not 
express an opinion which 
makes interpretation 
difficult. 

1) Widely promote the School 
Respect@Work programme and 
information on tackling bullying/ 
harassment, using School 
communications (eg School 
newsletter, website, Twitter; 
departmental newsletters and 
websites; emails, toilet door posters, 
cascade through HoDs, Equality 
Champions Network). 

Positive 
Culture 
Champions; 
SCM 
newsletter; 
SCM HR 
team; BOMs; 
HoDs 
 

From Feb 
2022; Survey 
summer 
2023 & 
summer 
2026 

1a) ≥60% of staff positive on how 
bullying/harassment are addressed in the next 
staff survey (2023) and ongoing 
improvements thereafter; 70% of staff positive 
by 2026.  
1b) gender difference in responses reduced 
by ≥30% by 2023; ≥50% by 2026.  

2) Widely promote R@W training 
(R@WT) and  
ABT, and monitor attendance by 
gender. 

As above 
 

From Feb 
2022 

2a) 90% completion of ABT and R@WT within 
2 years by SCM leaders, SMT and 
departmental managers (post probation). 
2b) 50% completion of ABT and R@WT within 
2y and 80% by 2026. 

3) Review informal and formal 
complaints, time taken for 
investigations/ resolutions, support 
services available and take-up rates 
by gender and write report of 
findings.  

SCM HR team  
 

Sept 2022 to 
Jan 2023 for 
review; 
monitor 
yearly 

Report compiled by Dec 2022. Based on 
findings, make action plan including targets to 
reduce incidents of bullying/harassment. 
Monitor yearly. 

6 Reduce inter-
departmental 
variation in 
staff 
experiences 
and citizenship 
roles, 
particularly as 
they relate to 
gender 
(Key priority 6) 

Staff experiences for 
workplace culture vary 
across departments; eg 
satisfaction varied 45%-88% 
for “leadership supports 
gender equality”’; 51%-100% 
for “my contributions are 
valued”; and there is a 
gendered pattern with 
generally lower satisfaction 
in women than men (Culture 
Survey 2021). 
Senior leaders are important 
role models in the way they 
enact their citizenship of the 
School. Upskilling for senior 
staff in leadership roles will 

1) Implement, with an external 
provider, a 360º feedback tool to 
enhance leadership skills of senior 
staff (all SLT, HoDs/Directors, 
Deputy and Divisional Heads). 
Funding already identified. 

SCM HR 
team, HoDs. 

From Feb 
2022; three-
yearly 

≥80% completion rates of 360º feedback for 
senior leaders by summer 2022. Aim for 100% 
by 2025. 

2) Increase male participation in 
citizenship roles using multiple 
strategies: eg targets for 
departmental ECs; increase visible 
male EDI leadership eg increase 
from current 1 to 2 male School-level 
ECs (will take total to 4, with 2F); 
plan relevant activities targeted at 
men. 

HoDs, BOMs, 
School & dept, 
comms teams 
 

From March 
2022 
 

2a) At least one male EC in at least 75% of 
departments by end 2022. Increased to 100% 
of departments by end-2023. Achieve 40% 
male ECs by end-2023. 
2b) Two male School-level ECs in post by July 
2022. 
2c) EDI male role model case studies on the 
SCM HR website (≥2 per year). 
2d) ≥2 talks/year on men’s health/wellbeing 
topics). 
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 Planned action / 
objective 

Rationale Intervention /output / milestone Responsible 
person/group 

Timeframe Success criteria 

further improve their ability 
to support others and 
improve working culture for 
all. 
Participation in improving 
departmental culture through 
citizenship roles is gender 
imbalanced. School-wide 
there are 28%M ECs; 14%M 
positive culture champions, 
versus 41%M School staff. 
EDI related activities vary in 
degree of completion against 
objectives as shown by 
activity logs maintained by 
departmental ECs. This is 
likely in part due to ‘true’ 
variation plus challenges of 
completing if not well joined 
up at department level. 
 
Increased profile of EDI 
initiatives and status of EDI 
citizenship roles together 
with sharing of EDI good 
practice will help to improve 
outcomes for all. 

3) Increase visibility of EDI and 
positive culture-related citizenship 
roles eg through inclusion of ECs on 
School and departmental websites, 
news/ blogs, Twitter, and share 
presentations on role experiences in 
departmental meetings. 
 
 
 
 
 

HoDs, School-
level ECs, 
SCM HR 
team, dept. 
comms teams, 
EC-Network 
 

From March 
2022 

3a) Photo/profile of 100% of ECs on SCM 
website by end 2022; on 50% of departmental 
websites by end 2022, rising to 75% by mid-
2023.  
3b) EDI included as a standing item at 
department meetings (≥2/year), with ECs 
actively involved. 

4) Increase recognition for EDI and 
positive culture related citizenship 
roles with multiple strategies, eg 
appraisal forms revised to include 
section on citizenship roles; 
citizenship duties considered in 
recognition and reward schemes and 
in promotions.  

SCM HR 
team, HoDs 
 

From March 
2022; Survey 
summer 
2023 & 2026 

4a) Appraisal discussion on citizenship roles 
mainstreamed by autumn 2022.  
4b) Applications for promotions and reward 
schemes include a section on citizenship 
contributions by autumn 2022.  
4c) Increased satisfaction with recognition 
from current 57% to ≥65% in staff survey 
(2023), and maintained or increased in 
subsequent survey (2026). 

5) Improve collation of departmental 
EDI activity with clear lines of 
responsibility for recording staff and 
student matters and for senior 
departmental sign-off. 

DOA, ECs, 
EC-Network, 
BOMs, HoDs, 
SCM HR 
team, SAT 

From March 
2022; six-
monthly  
 

Department activity logs completed bi-annually 
in 100% of departments by BOMs and ECs, 
with sign-off from HoD / Business Team. 
 

6) Share EDI good practice and raise 
EDI and culture profile. Develop a 
toolkit of resources (eg blogs/ 
newsletters/ presentations/ video/ 
quiz/ games/ text for funding 
applications). Hold an annual EDI 
and positive culture seminar to share 
best practice and resources, with 
senior leadership attending. 

ECs, EC-
Network, 
BOMs, HoDs, 
EDIGG, DOA 

From Nov 
2022, 
annually 
 

6a) Collated toolkit of resources by end of 
2023, updated annually and shared across all 
departments.  
6b) Annual School-wide EDI/culture seminar 
held with presentations, discussion, reflection 
and action on EDI matters. Each meeting 
attended by ≥2 SLT members and ≥4 HoDs. 
 
Overall: Increased satisfaction with core 
culture issues across all departments, with 
inter-departmental variation reduced from 
current ~50% difference to ~25% difference by 
summer 2023. 
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 Planned action / 
objective 

Rationale Intervention /output / milestone Responsible 
person/group 

Timeframe Success criteria 

 Data Strategy  
7 Implement a 

data strategy 
to enable 
effective 
analysis of 
gender and 
intersectional 
issues to 
inform 
appropriate 
interventions  
(Key priority 7) 

One of our learnings from 
evaluating the previous AP 
is to streamline our data 
related processes.  
Data for EDI/career-related 
training, events and surveys 
(eg student experience or 
Covid surveys) have not 
always been collected by 
gender. For core data such 
as recruitment or career 
progression we do not 
routinely examine data by 
demographics other than 
gender. There are benefits 
of timely collection, analysis 
and monitoring of relevant 
data and of sharing results 
to understanding variation in 
staff and student 
experiences by gender, 
other protected 
characteristics and their 
intersections, to inform 
planning of corrective 
actions.  
To examine data at EDI 
intersections, non-
disclosure limits scope for 
inter-group comparisons 
and interpretation. Ethnic 
group is currently unknown 
in 18%M and 15%F 
academic staff. We do not 
know proportion who are 
trans and/or non-binary. 
Reasons for non-
disclosure and its 
gendered pattern at the 
School are not well 
understood. 

1) Establish a SAT “Data Group” that 
will consider data issues in depth to 
enable fit-for-purpose data 
availability, create a directory of 
“who’s who” as contact points for 
different data sources for essential 
and desirable data, and help 
evaluate staff and student data 
together with accountable officers 
responsible for specific action areas.  

SAT, DOA, 
SCM HR 
team,  
University HR 
analytics office 
 

From June 
2022; termly 
 
 
 
 

By July 2022, SAT Data Group established, 
meetings held termly and outputs shared with 
EDIGG. 

2) Improve HR processes on 
enabling data collection by gender, 
and by other protected 
characteristics when appropriate, to 
be made “routine” by adding new 
data requirements as part of HR 
Transformation Programme. 

SCM HR 
team, SAT 
Data Group, 
DOA, 
University HR 
analytics office 

From March 
2022  
 

By Sept 2022, new data requirements added 
to new HR system, and system operational for 
SCM use by April 2023. 

3) Agree a minimum dataset of core 
metrics for inclusion in an ‘EDI 
metrics card’ to be shared cross-
School and a subset at department 
level factoring in small number issue 
for inclusion of data by intersections.  

SAT Data 
Group, SCM 
HR team, 
DOA, HoDs 
 

From March 
2022; core 
metrics 
agreed by 
Sept 2022; 
first report by 
Sept 2023; 
yearly 
updates 

An ‘EDI metrics card’ shared at School level 
and (a reduced set) at departmental level by 
Sept 2023; yearly thereafter. Departmental 
level discussions within three months of data 
availability and action planning based on 
findings, and reviewed yearly. 

4) Promote self-declaration of 
protected characteristics through 
SCM communications campaign. 
Establish dialogue with University 
REC SAT and Diversity Networks on 
exploring reasons for and strategies 
to reduce non-disclosure. Include 
question in next Staff Survey and 
consider focus groups on 
understanding attitudes to self-
disclosure and plan actions to reduce 
this. 

SCM HR 
team, SCM 
Newsletter, 
SCM website, 
ECs, DOA, 
SAT Chair 

From May 
2022 

Disclosure rates for ethnicity increased to 90% 
by end of cycle. Targets for other protected 
characteristics to be guided by discussion with 
Diversity Networks by autumn 2022. 



8 
 

 Planned action / 
objective 

Rationale Intervention /output / milestone Responsible 
person/group 

Timeframe Success criteria 

 Ongoing actions 
 Intersectionality 
8 Enhance action 

on equality for 
intersectional 
protected 
characteristics 

We previously focused on 
raising awareness of and 
training in equality issues in 
race, LGBT+ and disability.  
 
We established an SCM 
Disability Action Group but 
its work was disrupted by the 
pandemic.  
 
SCM has led the way on 
LGBT+ training which is 
otherwise not available 
across the University. There 
is interest in gaining greater 
knowledge on nature of 
SCM-specific action needed 
on sexuality, gender identity 
and LGBT+ issues.  
 
For race equality we 
embarked on preliminary 
analyses where data are 
available but more granular 
analyses are warranted. 

1) Strengthen links with the recently 
established (Nov 2021) University 
Disability Network, with ≥10 SCM 
staff members initially. Complete the 
SCM Disability Action Plan including 
a survey of those identifying as 
disabled, mapping provision of 
resources and support, and 
gendered impacts. Agree a priority 
order of actions for implementation, 
and a comms promotion plan. 

SCM Disability 
Action Group, 
School-EC 
lead, SAT, 
SCM HR team 
 
 
 
 

From April 
2022 

Disability Action Plan ready by Oct 2022, and 
approved by EDIGG. Launched by Jan 2023. 
 

2) Provide LGBT+ training to line 
managers, gather feedback and 
share learning and good practice via 
the University LGBT+ Network. 
Identify needs of SCM LGBT+ staff 
through a survey, working closely 
with the University LGBT+ Network. 
Plan future action accordingly. 

SAT, School-
EC lead, 
University 
LGBT+ 
Network, SCM 
HR  
 

From June 
2022; survey 
by end of 
2022 
 

2a) At least annual training sessions; ≥20 line 
managers attend the first training session and 
this level of attendance maintained until the 
next plan.  
2b) LGBT+ specific themes identified from 
survey and action plan for approval by EDIGG 
by summer 2023; action implementation 
initiated autumn 2023, and ongoing thereafter.  

3) With data enabled by action 7 
(above), examine data by 
gender/ethnicity intersection across a 
range of parameters including in 
recruitment, career development, 
promotion and plan appropriate 
action. 

SAT, School-
EC lead, SCM 
HR team 
 

From Sept 
2022 

Report on gender/ethnicity included in ‘EDI 
metrics card’ at School level and (a reduced 
set) at departmental level by Sept 2023; yearly 
thereafter. Departmental level discussions 
within three months of data availability and 
action planning based on findings, and 
reviewed yearly. 
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 Planned action / 
objective 

Rationale Intervention /output / milestone Responsible 
person/group 

Timeframe Success criteria 

 Support for postgraduate students 
9 Increase 

engagement with 
student feedback 
and surveys, 
analysing data 
by gender and 
improve 
supervisor 
training and 
supervisory 
report 
completion to 
improve student 
experience 
 

We have low response 
rates for postgraduate 
student experience 
surveys (~30%) and for 
student feedback at 
induction events (typically 
<10%). Information on 
gender (or other protected 
characteristics) is currently 
absent but is needed to 
understand and address 
variation in experience. 
 
Information on completion 
of supervisor training is 
patchy while systematic 
monitoring would improve 
supervisory engagement 
and in turn improve student 
experience. 
 
Supervisors’ completion of 
student reports is variable 
(37%-100%), but these are 
essential for feedback on 
student progress and for 
their support and 
educational experience. 
Whether report completion 
varies by student 
demographics is unknown. 

1) Increase engagement with 
surveys using proactive promotion 
and ask for feedback at the end of 
each event and not after. Add 
question on gender (and other 
demographic information) in student 
surveys and student feedback. 
Analyse responses by gender (and 
intersecting characteristics when 
possible) and plan and implement 
appropriate action.  

PECAT; 
Director of 
Graduate 
Education 
 

From Oct 
2022 
 

1a) Survey response rate of ≥40% by Oct 
2023; ≥60% by Oct 2024 and maintained 
going forward.  
1b) Student feedback response rate increased 
to ≥50% by Oct 2023; ≥70% by Oct 2024 and 
maintained going forward.  

2) Ensure mandatory training for all 
PhD supervisors using promotions 
campaign, reminders and action 
taken at departmental level for non-
engagement (including denied 
supervisory rights next academic 
cycle).  

PECAT; 
Director of 
Graduate 
Education; 
cluster 
graduate 
administrators/ 
leads; PG 
operations 
committee; 
Degree 
committee 

From Jan 
2022. Termly 
reminders 
(and second 
reminder a 
week later) 

Training completed by ≥80% of new 
supervisors by end 2023; 95% by end 2024. 
For existing supervisors, annual training 
completed by ≥60% by 2023; ≥80% by 2024; 
maintained thereafter.  

3) Increase completion rates of 
supervisor reports on University 
CamSIS through increased 
communication strategy and penalty 
of losing supervisory rights if at least 
80% of student reports are not 
completed. Explore possibility to 
monitor supervisory reports by 
student gender (and possibly by 
ethnicity) with dialogue between 
DOA and Degree Committee and 
Faculty Board. 

PECAT; 
Director of 
Graduate 
Education; 
cluster 
graduate 
administrators/ 
leads; PG 
operations 
committee; 
Degree 
committee; 
DOA; Faculty 
Board 

From March 
2022; 
ongoing 

80% completion of supervisor reports by July 
2023; maintained thereafter.  
 
Overall: Student experience satisfaction rates 
≥80% by 2024. 
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 Planned action / 
objective 

Rationale Intervention /output / milestone Responsible 
person/group 

Timeframe Success criteria 

 Support for all staff 
10 Support for PTO 

staff 
 

We mainstreamed good 
practice for supporting 
PTO staff and we will 
(continue to) use the ‘SCM 
Career Development 
Programme’ Framework 
launched in 2021 to 
improve their career 
development. There are 
remaining actions on PTO 
staff peer support networks 
and gender balance by job 
family. Eg our 
administration and non-
academic professional staff 
are majority female (74-
83%), while maintenance 
staff are largely male (16-
22% female). 

1) Facilitate set-up of peer support 
networks for IT staff, research nurses 
and AHPs with HR team support. 

SCM HR 
team; BOMs 

From June 
2023 

Peer support groups started and self-
functioning by end of 2023. 
 

2) Promote apprenticeships to 
redress male under-representation in 
PTO administrative and non-
academic roles, but female under-
representation in technical and 
maintenance jobs. When appropriate 
use positive action statements to 
attract more male or female 
applicants. 

SCM HR 
team; BOMs 

From June 
2022 

≥20% male apprentices by mid-2023, and 
ongoing increase until 30% achieved over five 
years. 

11 Support for early 
stage research 
staff (postdocs/ 
research 
associates) 

Organised postdoc 
communities provide 
important peer support, 
including for women who 
make up the majority of this 
group. A School-wide 
postdoc network had lapsed 
during the pandemic; 
interest was recently re-
energised but needs to be 
supported and sustained.  
 
 
 
 

1) Provide administrative and 
mentoring support for School-wide 
postdoc network. Financial support 
provided by EDI budget to host 
annual postdoc conference and 
include learning from feedback which 
will feed into resource toolkit (see 
Action 6(6)). 

SCM HR 
team, ECs, 
BOMs, HoDs, 
DOA 

 

From Feb 
2022 
 
 

School-wide postdoc network run by postdocs 
for postdocs is self-sustaining and proactive 
by autumn 2022.  

2) Mapping of departmental activities 
to support postdocs, eg training, 
skills development including research 
communications and leadership, to 
promote and share good practice for 
gender equality. 

ECs, BOMs, 
Postdoc 
Network, 
SCM HR 
team 
 

From Sept 
2022 
 

By end 2022, list of postdoc support activities 
shared with HoD committee and EC-Network 
to promote good practice for gender equality 
for postdocs throughout the School. Updated 
annually and included in resource toolkit (see 
Action 6(6)). 



11 
 

 Planned action / 
objective 

Rationale Intervention /output / milestone Responsible 
person/group 

Timeframe Success criteria 

There are a range of good 
practice examples across 
departments of support for 
postdocs, but systematic 
information is lacking by 
gender.  
 
Connecting postdocs with 
emerging developments in 
positive research culture 
practices will facilitate 
positive postdoc 
experiences and 
opportunities.  

3) Link with and promote University-
wide efforts to support the ‘Concordat 
for the Development of Researchers’ 
led by the Postdoc Academy, and 
engage with their survey. 

University 
Postdoc 
Academy, 
School 
Postdoc 
Network, 
HoDs 

From Sept 
2022 

By June 2023, establish mechanism for 
tracking engagement with the University-led 
Concordat Survey, monitoring Survey results 
by gender. Continue annually. 

12 Support for 
senior academic 
women 

The SCM AWF runs a 
mentoring scheme that is 
exploring how to support 
peer-to-peer mentoring for 
senior staff (previously 
disrupted by pandemic). 

Analyse results of a survey 
conducted by AWF on a demand-led 
peer-to-peer mentoring scheme for 
senior women’s peer support through 
peer-to-peer learning sets. 

AWF chairs, 
DOA, SCM 
HR team 

From March 
2022  

Demand led peer-peer female mentoring 
delivered by end 2022 and maintained (one 
case study in year 1 and subsequently). 
 

13 Improve 
induction 
processes and 
gauge new 
starter 
satisfaction 

We improved our induction 
materials and devised a 
new-starter satisfaction 
survey but its launch was 
delayed until Jan 2022.  

Use updated induction resources (eg 
induction materials, welcome desks, 
walking tours); monitor new starter 
survey results for departments, by 
gender.  

SCM HR 
team, BOMs 

From April 
2022  

Aim for new-starter satisfaction ≥60% in year 
1, with relative increase of 10% each year. 

14 Gather 
information from 
leavers’ survey/ 
exit interview 

We had planned a pilot of 
the University leavers’ 
survey to provide useful 
culture feedback and 
information regarding ‘leaky 
pipeline’ attrition for women 
and other groups, but this 
plan was disrupted by the 
pandemic pressures for 
other priorities.  

1) Scope possibility of offering exit 
interviews as a pilot initially with one 
staff group or a set of departments. 

SCM HR 
team, BOMs 

From Jan 
2023  

From Jan 2023, exit interviews done as a pilot 
in five departments; data analysed by gender 
by Dec 2023. 

2) If not feasible, explore possibility 
of obtaining University based data 
from leavers’ survey when the 
University runs these. 

SCM HR 
team; DOA 

From June 
2024 

By end 2024, (or sooner depending on 
pandemic recovery and the University running 
the scheme), establish use of University-based 
data from leavers’ survey, analysed by gender. 
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